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Department of Energy 
Washington, D.C. 20545 

Rmnada Inn, Rosslyn, Virginia 
May 9-12, 1978 

I am indeed pleased that the f i r s t  Departmentwide EM) Conference was 
considered a success by mst participants. This success was laryely 
due t o  the efforts  of a small group of dedicated individuals in Head- 
quarters and the f ield who worked t irelessly as a team, as wel l  as  the 
s t rmg support provided by top DOE officials.  Additionally, every Field 
office was  represented by one or more Equal Opportunity officials.  

The conference was.designed t o  provide a forum for  the interchange of 
information, policy, and procedural guidance and to provide the EEO 
staff a better understanding of their' role in implanenting the EM) 

program. I believe these objectives were accgnplished, but a greater 
.task is still before us. s 

Until wanen and minorities are represented throughout the total manage- 
mt structure of DOE, in every area where policies are either f o m l a t e d  
or  implem-ked, we will  never at tain the true reali ty of equal opportunity. 

The valuable information that  was shared a t  the Canference w i l l  enable 
us  t o  provide you with c~llprehensive guidance and assistance in the 
i m p l m t a t i o n  of the Equal Opportunity Program throughout DOE in the 
next few mths. 

Marion A. W e n ,  Director 
Office of Equdl Opportunity 
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REPORT ON DEPARTMENTAL EQUAL EMPLOYMENT OPPORTUNITY CONFERENCE 
MAY 9-12, 1978 

RAMADA &N, ROSSLYN, V I R G I N I A  

Conference ob j ec t ives :  

To provide an oppor tun i ty  f o r  a l l  DOE employees wi th  EEO f u n c t i o n s  t o  
m e e t  and organize a comprehensive departmentwide program. 

To provide a forum f o r  t he  interchange of information,  po l i cy  and 
procedural  d u t i e s  i n  DOE. 

To provide EEO s t a f f  a b e t t e r  understanding of t h e i r  r o l e  i n  implementing 
t h e  EEO program. 

A r eco rde r  was assigned t o  each panel  and workshop t h a t  was scheduled 
during t h e  con£ e rence  i n  order  t h a t  a comprehensive postconf e r ence  
r e p o r t  could be  published. 

The fol lowing r e p o r t s  and recommendations a r e  provided f o r  cons idera t ion :  

Recru i t ing ,  S t a f f i n g ,  and EEO P a r t i c i p a t i o n  on Ranking Panels  

We do no t  have a l l  t he  answers a t  t h i s  po in t .  Being a new Department, i t  
i s  going t o  t ake  some t i m e  t o  develop a l l  t h e  programs and p o l i c i e s  and 
gu ide l ines .  W e  want t o  sha re  wi th  you from the  Department's p o i n t  of 
view what we have and what you can expect  i n  t h e  way of programs and 
gu ide l ines  i n  t h e  fu tu re .  

The fol lowing is an update on where we have been in t h e  p a s t  8 months. 

M r .  Schlesinger  s a i d  i n  September he d i d  no t  expect  over t h e  course  of/ 
t h e  next  s e v e r a l  years  any s i g n i f i c a n t  i nc rease  i n  s t a f f i n g  l e v e l s .  
Theref?re,  i f  we a r e  t o  make any s i g n i f i c a n t  p rogress  i n  terms of 
r e p r e s e n t a t i o n  of women and m i n o r i t i e s  w i th in  t h e  Department, we must 
begin now. Now i s  t h e . t i m e  t h a t  we have vacancies .  W e  may n o t  have 
them i n  t h e  fu tu re .  

A major accomplishment f o r  DOE was t h a t  on October 1, 1977 approximately 
20,000 emplbyees w e r e  brought toge ther  under one department. No one 
was l o s t  from the  payroll--everyone rece ived  a paycheck. Everyone was 
placed i n t o  l e g i t i m a t e  p o s i t i o n s  e i t h e r  through permanent ass ignments  
o r  d e t a i l s .  



The Department i s sued ,  a s  one of i t s  f i r s t  po l i cy  s ta tements ,  t he  Merit  
S t a f f i n g  Program. The program al lows f l e x i b i l i t y  t o  t he  f i e l d  'and 
headquar te rs  i n  terms of how t o  go about f i l l i n g  pos i t i ons .  Most f i e l d  
o rgan iza t ions  and headquar te rs  agreed e s s e n t i a l l y  t h a t  they would 
l i m i t  t h e  compet i t ive  a c t i o n s  t o  in-house placement a c t i o n s  and t o  be  
f r e e  t o  go o u t s i d e  t o  use CSC and o the r  sources  f o r  employment purposes.  
The Department i s  a compet i t ive  agency, i t  uses  compet i t ive  processes .  
There is a l o t  of f l e x i b i l i t y  i n  t h e  use of t h e  t r a d i t i o n a l  approaches 
a v a i l a b l e  i n  i d e n t i f y i n g  candida tes  and br ing ing  them i n t o  t h e  system. 

The Department i s  i n  t he  process  of developing, publ i sh ing  and 
d isscmina t ing  p o l i c i e s  t h a t  w i l l  enforce  t he se  kinds of a c t i v i t i e s ,  
a l though they a r e  w e l l  de f ined  i n  t h e  Federa l  Personnel Eaanual. 

We now have, i n  process ,  s t a t emen t s  on: 

o Intergovernmental  Personnel Act 

o 'Employment in Excepted Serv ices  

o Par t -  t i m e  Employment 

o Coop Education 

o College Recruitment Brochure--tells what the  Depar tment .po l ic ies  
a r e  and the  kinds of  position^ w e  a r c  looking t o  f i l l .  

Recruitment need no t  wait  f o r  t he se  po l i cy  s ta tements .  These are 
ongoing t r a d i t i o n a l  func t ions .  A l l  new programs t h a t  a r e  a v a i l a b l e ,  
such a s  t h e  Sugarman Plan, w i l l  be used and any f l e x i b i l i t i e s  t h a t  can 
be  obtained from the  CSC w i l l  be used. 

Recent ly ,  t h e  CSC announced p l ans  t o  g e t  ou t  of bus ines s  of examining 
f o r -  Grades 14 and 15. The Department soon may be  requi red  t o  set up a 
board of examiners and examine i t s  own candida tes  a t  t he se  l e v e l s .  

Headquarters has  i d e n t i f i e d  1,000 vacanc ies  t h a t  a r e  c u r r e n t l y  a v a i l a b l e .  
Those vacancy announcements a r e  being shared wi th  mino r i t y  and women's 
groups and have been asked t o  r e f e r  cand ida t e s  t o  us.  The t r a d i t i o n a l  
method of recru i tment  is a l s o  being used. Recruitment is a l s o  being 
conducted a t  a l l  major minor i ty  and women's convent ians .  Plans a r e  now 
underway f o r  EEO s p e c i a l i s t s ,  personnel  s p e c i a l i s t s  and managers t o  
r ep re sen t  t he  Department a t  such convent ions a s :  IMAGE, NAACP, and FEW 
j u s t  t o  mention a few. 



A l l  w e  need now, a s  M r .  He f f e l f i nge r  s a i d  (Tuesday), May 9,  1978, i s  t o  
have t h e  h i r i n g  o f f i c i a l s  h i r e  t he  people we have i d e n t i f i e d .  

F i e l d  Experience i n  Regard t o  Recruitment and Placement 

Bonnevi l le  Power Adminis t ra t ion (BPA) approach may be  d i f f e r e n t  than some 
bu t  i n  gene ra l  t he  techniques a r e  common. 

There is a  need f o r  EEO Off ice  and Personnel Of f i ce  t o  work v e r y  c l o s e  
toge ther .  

BPA e s t a b l i s h e d  a  weekly meeting between t h e  EEO Of f i ce  and the  Personnel  
Of f ice:  Used t h e  process  t o  spark  each o the r  ' i n t o  th ink ing  of d i f f e r e n t  
ways of doing th ings- -d i f fe ren t  i deas  of how t o  g e t  women and m i n o r i t i e s  
on board i n  non-tradi t ional- type jobs.  

BPA main ta ins  a  l i s t  of s t a t u s  and non-status women and minor i ty  a p p l i c a n t s  
f o r  non-tr .aditiona1 jobs.  

A personnel  s p e c i a l i s t  is  assigned t o  each a p p l i c a n t  t o  f i n d  ways of 
p lac ing  these  i nd iv idua l s .  

Level of appointment a t  t h e  given t i m e  is  d iscussed  and what t h e  
p rospec t s  a r e  f o r  t he  i nd iv idua l s .  

There is  a  s tanding  r u l e  i n  BPA from the  Personnel o f f i c e  t h a t  t he  EEO 
Of f i ce  o r  someone they des igna t e  can p a r t i c i p a t e  on any s e l e c t i o n  panel.  
We have j o i n t l y  agreed t h a t  whenever t h e r e  a r e  minor i ty  o r  women candi- 
d a t e s  i n  cons ide ra t i on  f o r  non-tradi t ional- type p o s i t i o n s  t h a t  EEO o r  
t h e i r  designee w i l l  par t ic ipate .  W e  a l s o  have an agreement with our 
Union r e p r e s e n t a t i v e s  where they may p a r t i c i p a t e  whenever w e  use a  
s u b j e c t  ma t t e r  s p e c i a l i s t .  W e  f i n d  t h i s  agreement works q u i t e  w e l l .  

Recruitment e f f o r t s  a r e  made j o i n t l y .  A team e f f o r t  i n  o t h e r  words. A 
r e p r e s e n t a t i v e  from management is  included.  

V i s i t  c o l l e g e s  r e g u l a r l y .  We look  f o r  d i r e c t  h i r e s  upon g radua t ion  and 
f o r  people  t o  p a r t i c i p a t e  i n  t h e  Cooperative Education Program. This  
program has  been q u i t e  successf  u l .  

Expect t o  use t he  Graduate Program when you go out  and make an agreement 
w i t h  the  s tuden t  and have the i n d i v i d u a l  work i n  your o rgan iza t ion  and 
upon gradua t ion  convert  t o  permanent p o s i t i o n  w i th in  the  organiza t ion .  , 



Another method used is t h e  minori ty  pool.  Hire people when they a r e  
a v a i l a b l e  i n  advan=e of any vacancy. We know g e n e r a l l y  where our vacanc ies  
w i l l  be. An agreement is made with managers with regard t o  s e l e c t i n g  
people i n t o  t he se  pos i t i ons .  We use p o s i t i o n s  o the r  than permanent f o r  
t h i s  purpose. The people a r e  h i r e d  a s  permanent employees and a r e  
a v a i l a b l e  f o r  placement i n t o  t he se  jobs  a s  they become vacant .  These 
a r e  normally en t r ance  l e v e l  pos i t i ons .  If above en t rance  l e v e l ,  candida te  
must compete. 

We have found t h a t  a  way t o  approach s e l e c t i n g  o f f i c i a l s  i n  cons ider ing  
women and minor i ty  candida tes  f o r  non- t rad i t iona l  p o s i t i o n s  is t h a t  i t  
he lps  t o  put them on n o t i c e  t h a t  i f  they do no t  s e l e c t  t h a t  i nd iv idua l ,  
they must j u s t  i f  y ,  i n  wr i t i ng  o r  o r a l l y ,  why they passed over t h i s  
ind i v i d u a l  . 
It , i s  e s s e n t i a l  t h a t  Personnel  and EEO Of £ i c e  work toge ther .  Team 
approach is  a  very  succes s fu l  t oo l .  Get i n t o  each o ther ' s  bus iness  a s  
much a s  pos s ib l e .  It i s  a  p r o f i t a b l e  way t o  f i n d  new techniques t o  
f o s t e r  an A£ f i r m a t i v e  Act ion Program. 

There are t h r e e  key p o s i t i o n s  t h a t  sha re  t h e  r e s p o n s i b i l i t y  f o r  making 
the  system work from recrui tment  and s t a f f i n g  s tandpoint .  They a r e :  

1. Line Managers--They need t o  understand t h e i r  r o l e  and r e s p o n s i b i l i t y  
f o r  personnel management and accept  t h e  f a c t  t h a t  recru i tment  
arid s e l e c t i o n  and equa l  employment r e s p o n s i b i l i t y  is  an ex t ens ion  
of C l ~ e i ~  j u b s .  

2. Personnel  Office--Responsible f o r  s t a f f  adv i se  and a s s i s t a n c e ,  
p rovide  t echn ica l  e x p e r t i s e ,  develop s e l e c t  i on  c r i t e r i a ,  work 
toge ther .  

3. EEO Office--Promote equa l  oppor tun i ty  i n  employment and personnel  
p o l i c i e s  and p r a c t i c e s  . Over see agency programs, EEO programs, 
e t c .  

The EEO Of f i ce ,  Line Managers, and Personnel Off ice  need t o  come 
toge ther  i n  t e r m s  of t h e  planning process-- ident i fying what t h e  needs 
a r e ,  i d e n t i f y i n g  sources  of candida tes ,  making s u r e  t h e  process  works. 

The r e a l  essence i s  t h a t  each person understands what h i s  r o l e  and 
r e s p o n s i b i l i t i e s  a r e  and accept  t h a t  r o l e  and r e s p o n s i b i l i t y  and work 
toge ther .  
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Employee Caree r  Development and Upward M o b i l i t y  

The DOE t r a i n i n g  i s  d i v i d e d  i n t o  t h r e e  p a r t s  each  wi th  t h e i r  own 
.budge t .  

1. F i e l d  Opera t ions  

2. Headquar ters  

3. D i v i s i o n  of Employee Development and T r a i n i n g  

The t o t a l  budget is $3,259,340. 

The f i n a l  t r a i n i n g  d i r e c t i v e  w i l l  be i s s u e d  i n  J u l y  wi th  n a j o r  emphasis 
on d e c e n t r a l i z a t i o n .  

The Caree r  Development Program w i l l  be f i n a l i z e d  i n  t h e  n e a r  f u t u r e  and will be 
i n c l u d e d  i n  t h e  T r a i n i n g  Chapter  of t h e  DOE manual. The fo rmal  Caree r  
Development Program w i l l  be cvncer l t r a t rd  on s p e c i f i c  o c c u p a t i o n a l  
a r e a s .  C u r r e n t l y ,  underway i s  a  program f o r  t h e  procurement s e r i e s .  
The nex t  o c c u p a t i o n a l  a r e a s  w i l l  be EEO and Personne l  Management 
s e t  i e s  . 
Within  t h e  nex t  s e v e r a l  months t h e r e  w i l l  be  a  Cross  T r a i n i n g  Agreement 
f o r  EEO and Personne l  employees, a  Forna l  T r a i n i n g  Agreement and an 
Upward Mo,bi l i ty  P lan .  Within t h e s e  p o l i c y  s t a t e m e n t s  f i e l d  i n s t a l l a -  
t i o n s  w i l l  have a u t h o r i t y  and l a t i t u d e  i n  deve lop ing  t h e i r  own programs. 

EEO Counc i l s /Conmi t t ees  
, 

The F e d e r a l  Women's Program Advisory Counci l  (FWPAC)' Headquar te r s  

With ' r e s p e c t  t d  t h e  F e d e r a l  Women's Program Advisory Counci l  (FWPAC), . 
t h e  f o c u s  was on t h e  f o l l o w i n g  q u e s t i o n s  submi t t ed  by our  c o l l e a g u e s  i n  
t h e  f i e l d :  

I What f u n c t i o n s  a r e  t h e s e  committees performing i n  t h e  DOE o f f  i c e s ?  

How shou ld  t h e s e  committees be o rgan ized?  

Do t h e s e  committees c r e a t e  more problems t h a n  they  s o l v e ?  

Why have t h e s e  committees? 

The FWPAC i s  a  n a j o r  component of t h e  Department 's  commitment o£ 
r e s o u r c e s .  It s u p p o r t s  t h e  Program's o b j e c t i v e s  through:  con t inuous  



review of  employment p r o f i l e s ;  t r a i n i n g  a n a l y s i s  and a s s i s t a n c e ;  
i n f o r m a t i o n a l  programs f o r  employees; and p r o v i d e s  i n f o r m a t i o n  and 
a s s i s t a n c e  t o  management concern ing  employment of women. Each Counci l  
member i s  r e s p o n s i b l e  f o r  a  p a r t i c u l a r  f u n c t i o n a l  r e s p o n s i b i l i t y  and i s  
a s s i s t e d  by i n t e r e s t e d  employees who s e r v e  i n  work groups  f o r  s p e c i f i c  
t a s k s .  For exanp le :  one group i s  invo lved  i n  Resources  U t i l i z a t i o n .  
T h i s  i s  broken down i n t o  t h e  f o l l o w i n g  p r o j e c t s :  S t a t i s t i c a l  A n a l y s i s ,  
T a l e n t  Bank, Pa r t - t ime  Employment. Anofher group i s  involved w i t h  
T r a i n i n g  and t h i s  is  concerned w i t h  t h e  a n a l y s i s  of t r a i n i n g  and 
program dcvclopment. Communications is handled by a n o t h e r  group and i s  
concerned w i t h  N e w s l e t t e r  and P u b l i c i t y .  We a l s o  have a  Caree r  Develop- 
ment P r o j e c t .  We p r e s e n t l y  have two convenors - one i n  Gerluarltowrl and 
one a t  20 Massachuse t t s .  Their r e s p o n s i b i l i t i e s  a r e  t o  a d v i s e  FWPAC 
members of m e e t i n g s ,  l o c a t i o n s ,  agenda,  e t c .  

They a r e  a l s o  r e s p o n s i b l e  f o r  p r e s i d i n g  over  t h e  meet ing a t  t h e i r  
r e s p e c t i v e  l o c a t i o n s .  

The FWPAC was o rgan ized  by t h e  F e d e r a l  Women's Program Manager f o r  DOE, 
M i t z i  Anderson. The FWPAC i s  comprised of a  c r o s s  s e c t i o n  of DOE female  
and male employees of a l l  m i n o r i t y  c l a s s e s  a t  Headquar te r s  and c o n s i s t s  
of  p r o f e s s i o n a l s  and s e c r e t a r i a l - c l e r i c a l  employees. Our FWP Manager 
s e l e c t e d  t h e  members of t h e  FWPAC i n  t h e  same manner a s  s h e  would have 
s e l e c t e d  a p p l i c a n t s  f o r  a  job.  Her main c o n s i d e r a t i o n  was t h a t  t h e  
committee be  r e p r e s e n t a t i v e  of a l l  t h e  women i n  DOE, and t h a t  t h e s e  
s e l e c t i o n s  would c o n t r i b u t e  t o  t h e  o v e r a l l  o b j e c t i v e s  of DOE'S F e d e r a l  
Women' s Program. 

A s  t o  whether  o r  n o t  t h i s  committee c r e a t e s  n o r e  problems t h a t  i t  
s o l v e s . . . . I t  h a s  been a v e r y  p r o d u c t i v e  committee. It h a s  enhanced 
t r a i n i n g  and has  been i n s t r u m e n t a l  i n  s e t t i n g  up w i t h i n  DOE a  Caree r  
Advisory Program. The t r a i n i n g  programs i n i t i a t e d  by t h e  FWPAC and t h e  
'Career Advisory  Program have and w i l l  be of b e n e f i t  n o t  on ly  t o  wonen, 
b u t  t o  men a s  w e l l .  

The FWPAC h a s  many p o s i t i v e  v a l u e s  t o  our  FWP Manager, and t h e  EEO 
program. It p r o v i d e s  i n p u t  from' women i n  v a r i o u s  a r e a s  w i t h i n  DOE and 
not  o n l y  b r i n g s  i n f o r m a t i o n  b u t  p r e v e n t s  problems from becoming t o o  
d i f f i c u l t  t o  h a n d l e  i n  a  p r o d u c t i v e  way. For women themselves ,  i t  
g i v e s  them an o p p o r t u n i t y  t o  f u n c t i o n  a s  l e a d e r s ,  t o  t a k e  i n i t i a t i v e ,  
t o  have some "hands-on-training",  and p r o v i d e s  r o l e  models t h a t  would 
n o t  o r d i n a r i l y  b e  a c c e s s i b l e  i n  t h e  day t o  day job  environment.  

The FWPAC p r o v i d e s  a s u p p o r t  sys tem f o r  women. 

It would be i m p o s s i b l e  f o r  t h e  FWP Manager t o  c a r r y  o u t  t h e  f ~ l ~ l c t i o r l s  
t h a t  t h e  PWPAC does .  Management's s u p p o r t  of t h e  FWPAC g i v e s  t h e  FWP 



Manager t h e  mechanism t o  move ahead w i t h  h e r  work and p rov ides  h e r  wi th  
n e c e s s a r y  r e s o u r c e s  t o  do h e r  work. I n  announcing t h e  membership of 
FWPAC t o  a l l  employees a t  Headquar te r s  on A p r i l  3,  1978 i n  Announcement 
No. 18, Management a f f i r m e d  i t s  s u p p o r t  of t h i s  program and s t a t e d  t h a t  
a l l  s u p e r v i s o r s  and a l l  employees have a  r e s p o n s i b i l i t y  f o r  t h i s  
program a s  we l l .  

EEO Plan  of Ac t ion  Committee 

Albuquerque Operat ionc Of £ i c e  

Each year  t h e  Manager a p p o i n t s  a n  EEO Plan of Ac t ion  Committee. Th i s  
committee is r e s p o n s i b l e  f o r  w r i t i n g  and o b t a i n i n g  approval ,  of t h e  
Agency's f i s c a l  yea r  A f f i r m a t i v e  Ac t ion  Plan. 

The members c o n s i s t  of t h e  Area O f f i c e r  Manager, A s s i s t a n t  t o  Manager 
f o r  EEO, two D i v i s i o n  D i r e c t o r s ,  t h e  FWP Coord ina to r ,  t h e  A l t e r n a t e  
FWP, t h e  HEP Coord ina to r ,  and t h e  D i r e c t o r  of Personnal  a s  c o n s u l t a n t .  

The r e s p o n s i b i l i t y  of t h i s  committee i s  t o  make t h e  Agency assessment  
and p u t  t o g e t h e r  a l l  r e q u i r e d  s t a t i s t i c s  and o t h e r  e lements  of t h e  p l a n  

. of a c t i o n .  

The committee's primary r e s p o n s i b i l i t y  i s  t o  d i s c u s s  t h e  d r a f t ,  p r o v i d e  
and s c r e e n  i n i t i a l  i n p u t .  A f t e r  t h i s  i s  done, a  d r a f t  of t h e  p l a n  is 
f u r n i s h e d  t o  employees, Union and community groups f o r  review and 
comments. When t h e s e  come back t h e  committee meets  a g a i n  t o  d i s c u s s  
and s c r e e n  comments. When t h i s  i s  completed,  t h e  committee compiles  t h e  
f i n a l  p lan and submits i t  t o  t h e  D i r e c t o r ,  D a l l a s  Region, USCSC f o r  
approva l .  The committee works on a  t i m e t a b l e  and has  been v e r y  
e f f e c t i v e .  ALO i s  recognized  by t h e  D a l l a s  Region a s  having one of t h e  
b e s t  p l a n s  i n  t h e  r e g i o n  and they have used i t  a s  a mode l  f o r  o t h e r  
agenc ie  s . 
T h i s  committee is  v e r y  e f f e c t i v e  i n  t h a t  i t  s e r v e s  as a  t r a i n i n g  and 
awareness v e h i c l e  f o r  key o f f i c i a l s .  Th i s  d i r e c t  involvement a l s o  
i n c r e a s e s  t h e i r  committment t o  EEO. Genera l ly  appointment is made of 
t h o s e  key o f f i c i a l s  who need t h e  t r a i n i n g  and whose EEO p o s t u r e  is 
weakest .  

Other committees used by t h e  Albuquerque Opera t ions  Of £ i c e  i n c l u d e :  
4 

a .  FWP Advisory Committee 

b. FEB EEO A s s o c i a t i o n  Committee 

c .  American I n d i a n  Task Force 



Aff i rmat ive  Action Advisory Committee 

Nevada Operat ions Off i c e  

The members c o n s i s t  of t h e  A s s i s t a n t  Manager f o r  Adminis t ra t ion,  
Di rec tor  of Organizat ion and Personnel ,  Federal  Women's Program 
Coordinator ,  Hispanic Employment Program Coordinator,  and two employee , 

r e p r e s e n t a t i v e s .  

The Committee a c t s  as an advisory  body, and meets once a monLIi  t o  
d i s c u s s  employee concerns,  review a f f  i rma t ive  a c t i o n  e f f o r t s  of t h e  
va r ious  d i v i s i o n s ,  and provide input  on the  .EEO program t o  the 
Manager. 

This  committee i s  ve ry  e f f e c t i v e  d e s p i t e  i t s  advisory  r o l e  because t he  
Nevada Operat ions Of £ i c e  Aff i rmat ive  Action Plan i s  developed by each 
of our t h r e e  A s s i s t a n t  Managers and t h e i r  d i v i s i o n  d i r e c t o r s .  These 
managers and supe rv i so r s  have the  primary r e s p o n s i b i l i t y  f o r  car ry ing  
out  t h e i r  "mini" a f f i r m a t i v e  a c t i o n  p lans  no t  the  committee - nor the  
FEPC - nor t he  HEPC. 

Opportunity Development Council  (ODC) 

Nevada Operat ions Of f i c e  

About 7 years  ago the  Nevada Operat ions Off i c e  and i t  prime c o n t r a c t o r s  
formed che Opportunity Development Council (ODC) , The Nevada F i e ld  
Of f i ce  Manager, t h e  A s s i s t a n t  tlanager f o r  Admi.ni.st.ratioo, and the  Chief; 
Executive Of f i ce r  of each con t r ac to r  make up t h e  ODC. 

Through the  Council  Nevada's c o n t r a c t o r s  have i n  a  coopera t ive  f a sh ion  
implemented a community ou t reach  program. For some 5 years  the ODC 
has  maintained a  c o n t r a c t u a l  arrangement with t h r e e  community organiza- 
t i o n s  f o r  employment r e f e r r a l  and one f o r  minori ty  bus iness  e n t e r p r i s e  
development. 

The ODC h a s  been ins t rumenta l  i n  developing a  v i a b l e  ou t reach  program 
and the r e s u l t s  a r e  evidenced by t h e  e x c e l l e n t  a f f i r m a t i v e  a c t i o n  
e f f o r t s  of Nevada's c o n t r a c t o r s .  

Southern Nevada Federa l  Executive Assoc ia t ion  

(SNFEA) - Nevada 

There a r e  some 30 f e d e r a l  agenc ies  i n  t h e  Las Vegas a r ea ;  wh i l e  no t  
o f f i c i a l l y  cha r t e r ed  by the  C i v i l  Serv ice  Commission, t h e  Southern 



Nevada Federa l  Executive Assoc ia t ion  (SNFEA) i s  char te red  t o  a s s i s t  
member agencies  t o  f u l f i l l  t h e i r  agencies  goa l s  and o b j e c t i v e s  through 
coopera t ion  and co l l abo ra t i on .  Among t h e  SNFEA's subcommittees i s .  t h e  
EEO committee. The committee is composed of EEO o f f i c e r s ,  personnel  
o f f i c e r s ,  FEPC's, and HEPC's. The committee meets q u a r t e r l y  and more 
o f t e n ,  i f  necessary.  A c t i v i t i e s  have included ca ree r  days a t  l o c a l  
high schools ,  a community wide EEO conference and p ro fe s s iona l  t r a i n i n g  
i n  EEO f o r  committee members. 

Headquarters Aff i rmat ive  Action Advisory Committee (AAAC) 
- 

While an AAAC has no t  been formally e s t a b l i s h e d  i n  Headquarters,  DOE, 
an  overview was given on i t s  es tab l i shment  and func t ions  i n  ERDA, one 
of t h e  predecessor  agencies.  

In  1971 t h e  gene ra l  manager announced the  formation of t h e  Headquarter's 
Aff i rmat ive  Action Advisory Committee (AAAC). The AAAC membership 
included m i n o r i t i e s  and women members answerable t o  management and 
t h e r e f o r e  f r e e  t o  a s s i s t  management by reviewing, c r i t i c i z i n g  and 
recommending i n  all a r e a s  bear ing  on EEO a f f  i rma t ive  ac t i on .  The 
committee met with top  management, f o r  example: 

On November 23, 1971 t h e  committee. met with Sec re t a ry  
James Schles inger ,  ( p r e s e n t l y  DOE Secre ta ry)  i n  h i s  capac i ty  a t  
t h a t  t i m e  a s  Chairman of t h e  Atomic Energy Commission. Chairman 
Schlesinger  s t a t e d  on t h a t  occasion: "EEO was t h e  goa l  of t h e  
Government because ' i t  was t h e  Johnson Adminis t ra t ion 's  d e s i r e  f o r  
p o s i t i v e  a c t i o n  i n  t h i s  a r e a  bu t  a l s o  because i t  was t h e  r i g h t  
th ing  ' t o  do". The committee's recommendations were w e l l  received 
and a t  t h e  end of t h e  meeting Secre ta ry  Schlesinger  welcomed 
f u r t h e r  recommendations from the  committee. 

Some of t h e  recommendations submitted t o  t he  predecessor  agenc ies  a r e  
a s  fol lows:  

1. Review management's goa l s  and t ime tab l e s  f o r  numbers by 
grade of minor i ty  and female employees, and e s t a b l i s h  
procedures f o r  reviewing progress  a t  pe r iod i c  i n t e r v a l s .  

2. Vigorously apply c a r e e r  plan methodology f o r  a l l  female 
and minor i ty  employees. 

3. Provide management t r a i n i n g  and execut ive  development 
. courses  t o  all i n t e r e s t e d  female .and minor i ty  p ro fe s s iona l  

employees . 



Make use of l a t e r a l  t r a n s f e r s  of minor i ty  and female 
p ro fe s s iona l  employees t o  p o s i t i o n s  of increased 
r e s p o n s i b i l i t y  and a u t h o r i t y  t o  provide i n s e r v i c e  
t r a i n i n g  f o r  execut ive  development. 

Ensure t h a t  EEO performance is an important element 
i n  t h e  pe r iod i c  eva lua t ion  of job performance of super- 
v i s o r s  by top management. 

I n s t i t u t e  a  comprehensive system of awareness t r a i n i n g  
f o r  a l l  managers and supe rv i so r s .  The t r a i n i n g  i s  t o  
be conduct-ed by q u a l i f i e d  p ro fe s s iona l s  r e t a ined  from 
o u t s i d e  t h e  Agency. 

Assign the  D i r ec to r ,  Of f i ce  of Equal Employment 
Opportunity,  a s  a  f u l l  member of t h e  Executive Manpower 
Resources Board. 

Assign increased  resources  t o  t h e  Of f i ce  of EEO i nc lud ing  
increased  s t a f f  and consu l t i ng  s e r v i c e s  of excep t iona l ly  
q u a l i f i e d  i n d i v i d u a l s  o u t s i d e  t h e  Agency. 

P r o h i b i t  management personnel  from abdica t ing  any of t h e i r  
EEO r e s p o n s i b i l i t i e s  by de l ega t ing  d u t i e s  t o  t h e i r  
a s s i s t a n t s .  

Schedule a  Commission execut ive  s e s s i o n  with those  
d i v i s i o n  and o f f i c e  d i r e c t o r s  and AGMs whose EEO 
progress  has  been i n s i g n i f i c a n t  i n  r ecen t  years .  

Develop a  mechanism. f o r  involvement of t h e  Executive 
Manpower Resources Board i n  t h e  employees s e l e c t i o n  
process  f o r  a l l  vacanc ies  a t  t h e  GS-15 l e v e l  and 
above t o  a s s u r e  adequate cons ide ra t i on  of. m i n o r i t i e s  
and women. 

Ensure t h a t  t he  Div is ion  of Personnel h i r e s  and u s e s .  
m ino r i t y  and female r e c r u i t e r s  and makes use of expanded 
EEO s t a f f  r e sou rces  (number 8 ,  above) t o  i nc rease  t h e  
number of l o c a t i o n s  t o  be  r e c r u i t e d  f o r  minori ty  and 
f e n a l e  p r o f e s s i o n a l s  . 
Request semiannual p rogress  r e p o r t s  on minor i ty  and 
female employment w i th in  t h e  Agency, ca tegor ized  
according t o  grade l e v e l .  



To a s s u r e  a f f i r m a t i v e  a c t i o n  c o n t i n u i t y  by bui ld ing  on p a s t  i n i t i a t i v e s  
and commitments, a  le t ter  was s e n t  t o  Mr. William P. Davis, Headquarters 
EEO Off icer  reques t ing  a  meeting i n  December 1977. Mr. Davis's response 
on December 30, 1977 s t a t e d  t h a t  DOE planned t o  "eva lua te  t h e  need f o r  
an M f i r m a t i v e  Act ion Advisory Committee a t  fieadquarters." Mr. Davis 
a l s o  s t a t e d  t h a t  a  s t rong  in t e r im  management d i r e c t i v e  was being d r a f t e d  
t o  e s t a b l i s h  percentages of minori ty  h i r e s  and promotions. a s  w e l l  a s  
t h e  account ing f o r  r e s u l t s  i n  a l l  f u t u r e  DOE personnel  ac t i ons .  

Tho above asper . ts  of t h e  new DOE/EEO e f f o r t s  a r e  extremely encouraging 
This  would be e s p e c i a l l y  so  when goa l s  a r e  e f f e c t i v e l y  s t a l e d  by wel l  
def ined  o b j e c t i v e s  a s  i nd i ca t ed  i n  Sec re t a ry  Schlesinger 's  i n i t i a l  
DOE/EEO p o l i c y  s ta tement  i n  September 1977. "Let us look a t  EEO on a  
r e s u l t s  o r i en t ed  basis--then l e t  us  move ahead with immediate, construc-  
t i v e  and a f f i r m a t i v e  a c t i o n  i n  the  a r e a s  where needed the  most. I am 
determined t h a t  t h e  Department of Energy have the  r e p u t a t i o n  of being 
an Equal Opportunity Employer i n  t he  f u l l e s t  sense o f . t h e s e  words." 

Federa l  F inanc i a l  Ass i s tance  

An overview s e s s i o n  was conducted by t h e  Spec i a l  Emphasis Programs 
Divlson, Off i c e  of Equal Opportunity.  The d i scus s ion  cen te red  on t h e  
fol lowing po in t s :  

1. Def in i t i on  of Federa l  F inanc i a l  Assis tance.  

2. Review of laws ( T i t l e  V I  of t h e  1964 C i v i l  Rights  Act, - 
T i t l e  V L I I  of t h e  1968 C i v i l  Rights  A c t ,  T i t l e  I X  of 
t h e  Higher Education Amendments of 1972, Sec t ion  504 
of t h e  R e h a b i l i t a t i o n  Act of 1973, and t h e  Age 
Discr imina t ion  Act of 1975) t h a t  con ta in  p r o h i b i t i o n s  
aga ins t  d i s c r i m i n a t i o n  i n  Federa l  Ass i s ted  programs. 

3. Ind iv idua l  review by d i v i s i o n  members of a c t i v i t i e s  
i n i t i a t e d  t o  e s t a b l i s h  t h e  departmental  program 
i n c l  ud ing : 

a.  Draf t  comprehensive r egu la t i ons .  

b.  WE g u i d e l i n e s  f o r  monitoring g r a n t  programs, 
i.e., complaint procedures ,  compliance program, 
r epo r t i ng  requirements.  

c *  Onsi te  review of r eg iona l  o f f i c e  g r a n t  process .  



d. Development of a new a p p l i c a n t  a s s u r a n c e  form. 

e .  P r o s p e c t i v e  t r a i n i n g  model f o r  educa t ing  agency 
o f f i c i a l s  invo lved  i n  DOE g r a n t s  management. 

Recommendations: 

1. Immudiutc aericrii j l ~ u u l d  be raken by the  D i r e c t o r ,  O f f i c e  of 
Equal Oppor tun i ty ,  D i r e c t o r s  of Admin is t ra t ion  and' Personne l ,  
and the Deputy S e c r e t a r y ,  t o  p rov ide  s u f f i c i e n t  r e s o u r c e s  
( i . e . ,  s t a f f ,  t r a v e l  funds ,  e t c . )  t o  t h e  S p e c i a l  Emphasis 
U i v i s i o n ,  OEO, t o  o p e r a t e  t h e  departmentwide enforcement and 
compliance programs i n v o l v i n g  F e d e r a l  f i n a n c i a l  a s s i s t a n c e .  

2. Cons idera t ion  shou ld  be g i v e n  t o  o b t a i n i n g  q u a l i f i e d  o u t s i d e  
c o n t r a c t o r s  t o  a s s i s t  i n  t h e  review p r o c e s s  ( i n i t i a l  program 
development phase) of DOE g r a n t s .  

3. Resources and a s s i s t a n c e  should . b e  o b t a i n e d  from o t h e r  a g e n c i e s  
t h a t  have w e l l  e s t a b l i s h e d  T i t l e  VI IFedera l  f i n a n c i a l  a s s i s t a n c e  
programs. 

4. DOE s h o u l d  i n c l u d e ,  i n  g r a n t s  t o  e d u c a t i o n a l  i n s t i t u t i o n s ,  a  
s t i p u l a t i o n  t h a t  r e q u i r e s  t h e  e d u c a t i o n a l  i n s t i t u t i o n  t o  
p rov ide  t r a i n i n g  ( w i t h  f u l l  c r e d i t  hours)  t o  EEO p e r s o n n e l  t o  
a i d  i n  g i v i n g  t h e  l a t t e r  t r a i n i n g  f o r  o t h e r  k i n d s  ol: 
p r o f e s s i o n s  . 
(The l e g a l i t y  of recommendation no. 4 i s  u n c e r t a i n .  The q u e s t i o n  
w i l l  b e  r a i s e d  w i t h  t h e  O f f i c e  of General  Counsel and Department 
o t  J u s t i c e  l i a i s o n  on T i t l e  VI.) 

T r a i n i n g  EEO O f f i c i a l s  

Chairman Campbell. s e n t  a  l e t t e r  t o  t h e  heads  of Departments and Agencies 
i n  January  1978 which u r g e s  each  of them t o  under take  a  formal  program 
of agency t r a i n i n g  f o r  EEO o f f i c i a l s  and Personnel  o f f i c i a l s .  

These e f f o r t s  are be ing  r e f e r r e d  t o  a s  c r o s s  t r a i n i n g  because  t h e  i d e a  
i s  f o r  peop le  i n  t h e  EEO f u n c t i o n  t o  g e t  c lassroom and on-the-job 
t r a i n i n g  i n  t h e  pe rsonne l  management a r e a  and v ice -versa .  Agencies 
w i l l  use  t r a i n i n g  agreements t o  document the  t r a i n i n g  e x p e r i e n c e ,  w i t h  
p o s s i b l e  promotion o r  reass ignment  t a k i n g  p l a c e  as a  r e s u l t  of t h e  
t r a i n i n g  . 



Two primary reasons make t h i s  a good time f o r  such techniques t o  be  
used. 

1. Personnel o f f i c e s  a r e  concerned about where t he  people w i l l  
come from t o  f i l l  personnel jobs  over the next  5 t o  7 yea r s .  - 

2. EEO o f f i c i a l s  w i l l  soon be  c l a s s i f i e d  under a new s tandard ,  
with unknown imp l i ca t i ons  f o r  t he  grade  and r e s p o n s i b i l i t y  
l e v e l  of such jobs.  

While most EEO o f f i c i a l s  w i l l  probably no t  be a f f e c t e d ,  some few may 
f i n d  t h a t  t h e  s tandard  has  a nega t ive  e f f e c t  on t h e i r  grade l e v e l .  
Cross t r a i n i n g  can be  used t o  l e s s o n  t h e  impact of any such e f f e c t .  
Likewise, c r o s s  t r a i n i n g  can be  used t o  l e s s o n  t h e  impact of t h e  l o s s  
of many p e r s o n n e l l i s t  a s  they  r e t i r e  in coming years .  

The FPM re fe rence  on t r a i n i n g  agreements is Chapter 271, and you w i l l  
f i n d  t h a t  t h e r e  is nothing.  new about them. W e  simply want to  emphasis 
t h e i r  use i n  a contex t  which has o f t e n  been ignored i n  t h e  p a s t .  

The C i v i l  Serv ice  Commission is  t ry ing  to  broaden the  ca ree r  mob i l i t y  
and oppor tun i t i e s  f o r  EEO s p e c i a l i s t s ,  but i t  is  c l e a r  t h a t  agenc ies  
w i l l  no t  respond un le s s  employees want such o p p o r t u n i t i e s  and p r e s s  f o r  
them-. Too o f t e n  GS-160 jobs become dead ended, and agency m e r i t  
promotion systems w i l l  no t  c r e d i t  GS-160 experience i n  o rde r  t o  be  
competive with persons i n  t he  'GS-200 Personnel Management a rea .  The 
new GS-160 s tandard  w i l l  change t h a t ,  because i t  c l e a r l y  s t a t e s  t h a t  
GS-160 experience is c r e d i t a b l e  f o r  p o s i t i o n s  i n  t h e  GS-200 series, and 
agenc ies  w i l l  have t o  allow a g r e a t e r  t r a n s f e r  of experience than they 
have i n  t he  pas t .  

We hope t h i s  w i l l  a l s o  i nc rease  t he  u t i l i z a t i o n  of employees i n  t he se  
a r e a s  and broaden the  too wide communications gap t h a t  now e x i s t s  
between EEO and Personnel.  

EEO Plans 

Developme5t of F i e l d  EEO Plans  

Mary Weinberger, Acting EEO o f f i c e r  from B o ~ e v i l l e  Power Adminis t ra t ion 
provided va r ious  recommendations on how f i e l d  EEO p l a n s  could be 
developed. 

Request t h a t  managers m e e t  with t h e i r  Adminis t ra t ive  O f f i c e r s  and 
supe rv i so r s  t o  : 



1. Discuss  t h e i r  p rev ious  year ' s  commitments and achievements  
t o  d a t e .  

2. Review program e lements  o u t l i n e d  i n  t h e  d r a f t  submi t t ed  
(which w i l l  have i n c o r p o r a t e d  t h e  Department's a s  w e l l  a s  
t h e  EEO Off i c e ' s  i n p u t )  . 

3. Determine t h e  a c t i o n  they  wish t o  implement i n  t h i s  y e a r ' s  
p lan and s e t  t h e i r  g o a l s  a c c o r d i n g l y .  

General  I n s t r u c t i o n  f o r  Submi t t ing  Goals  

1. S e t  o c c u p a t i o n a l  r e c r u i t m e n t  g o a l s  (new h i r e s )  a s  w e l l  as 
11 in-house'' g o a l s  (employees a l r e a d y  on t h e  r o l l s ) .  

2. Use un i fo rmi ty  of d a t a  i n  s u b m i t t i n g  g o a l s :  

a .  I d e n t i f y  o c c u p a t i o n s  t o  b e  f i l l e d  and t h e  
number of women and m i n o r i t i e s  t o  be  h i r e d .  

b. Spec i fy  s e p a r a t e  g o a l s  f o r  women and 
m i n o r i t i e s ,  and i d e n t i f y  i f  t h e  g o a l  i s  f o r  
women o r  m i n o r i t i e s .  

c .  Subni t  g o a l s  f o r  permanent appointment.  

3. E s t a b l i s h  g o a l s  on a  REALISTIC b a s i s ,  t a k i n g  i n t o  account :  

a .  A v a i l a b l e  o p p o r t u n i t i e s  w i t h i n  t h e i r  o r g a n i z a t i o n s .  

b  . Est imated t u r n o v e r  w i t h i n  t h e i r  o r g a n i  zarions.  

c .  A n t i c i p a t e d  h i r i n g .  

d. Occupa t iona l  needs.  

e. Equal Oppor tun i ty  O f f i c e  rev iew impact on t o t a l  g o a l s .  

4. I d e n t i f y  meaningful  and r e a l i s t i c  commitments : 
, 

a. What t h e  problem is,  o r  t h e  p a r t i c u l a r  s i t c a t i o n  needing 
c o r r e c t i v e  a c t  ion .  

b. What can b e  done t o  overcome it  ( i n  q u a n t i t a t i v e  terms, 
i f  a p p l i c a b l e ) .  



c. WHO i s  going t o  do i t .  

d. WHEN i t  w i l l  be done ( s e t  p r i o r i t i e s ) .  

I n  s e t t i n g  t h e i r  goa l s ,  i t  was suggested t h a t  our o v e r a l l  goa ls  should 
r e f l e c t  e f f o r t s  t o  meet t he  Department's long-range goals.. Also, c a l l  
a t t e n t i o n  t o  t he  f a c t  t h a t  a s  p l ans  a r e  developed, s p e c i a l  emphasis 
should be  given to  goa ls  f o r  t h e  Hispanic and Women's Programs, a long . 
with  recru i tment ,  placement and development of a l l  minor i ty  groups. 

I N  ADDITION TO THE ABOVE, a t t e n t i o n  should be towards o the r  o v e r a l l  
problem a r e a s  ( tu rnover  of m i n o r i t i e s ,  increased  emphasis f o r  t r a i n i n g  
o p p o r t u n i t i e s  and ca ree r  development p l ans ,  and i d e n t i f y i n g  m i n o r i t i e s  
and women f o r  long-term t r a i n i n g ,  s p e c i a l  assignments,  p r o j e c t s  and 
execu t ive  development. . . . i den t i£  ying t a r g e t  p o s i t i o n s  based on p re sen t  
and pro jec ted  vacanc ies  and determining how many can be f i l l e d  v i a  
Upward Mobil i ty . .  . . input  toward e s t a b l i s h i n g  performance a p p r a i s a l  
system t o  eva lua t e  superv isory  and managerial  e f f o r t s  t o  f u r t h e r  equa l  
oppor tun i ty ,  e t c . )  . . ..so, t h e  goa l s  they e s t a b l i s h  a r e  u t i l i z e d  i n  t h e  
development of t h e  FINAL EEO PLAN. 

Two s i g n i f i c a n t  i t e m s  p e r t a i n i n g  t o  t h e  BPA EEO Plan. 

1. Prepared a  two year plan i n s t ead  of a  one year  plan. 

2. I d e n t i f i e d  in t h e  Plan those a r e a s  t h a t  had 50 employees with 
l e s s  than 5 percent  r e p r e s e n t a t i o n  f o r  s p e c i a l  emphasis. 

The Divisons,  Branches, Women's and Minori ty  Groups, Personnel and EEO 
s t a f f  a s s i s t a n t s  r e p o r t  accomplishments q u a r t e r l y  t o  the  EEO Off i c e  
a g a i n s t  the  Action I t e m s ;  accomplishments a r e  consol ida ted  and repor ted  
q u a r t e r l y  t o  t he  Department. 

Federa l  Women's Program Workshop 

No two reg iona l  o f f  i c e s  o r  a r e a  f i e l d  o f f  i c e s  a r e  a l i k e .  Some have 
unique problems.not  experienced by o t h e r s .  Regional FWPC's were kind 
enough t o  sha re  wi th  us what they have accomplished. 



I n  Region X ( S e a t t l e )  t h e  FWPC; Karen Maurer, has  been ins t rumenta l  i n  
g e t t i n g  a Day Care Center e s t ab l i shed  where none ex i s t ed  be fo re  f o r  
Federal  employee use. it w i l l  ope11 111 September 1373 wi th  ho t  lunches,  
a Nurse and Doctor i n  the  bui ld ing  who a r e  under c o n t r a c t  t o  the  
Center. Many women can wel l  imagine the  amount of work t h a t  goes i n t o  
a p r o j e c t  l i k e  t h i s .  A survey was i n i t i a l l y  conducted, a s u i t a b l e  
bui ld ing  had t o  be found, e a t i n g  arrangmerits worked o u t ,  s t a f f i n g  of 
t h e  C~nter, e t c .  It i s  e s p e c i a l l y  impressive, s i n c e  t h i s  FWPC i s  a 
C o l l a t e r a l  duty--which means she can g ive  only 20 percent  o t  her working 
t ime Lo FWPC a c t i v i t i e s .  

+ The Region X FWPC rewrote t he  t r a i n i n g  d i recLive  f o r  t h a t  a r e a  a f t e r  
no t i c ing  t h a t  the  females i n  her  a r ea  were not  g e t t i n g  an e q u i t a b l e  
sha re  of t r a i n i n g  and what l i t t l e  t r a i n i n g  they had was s t r i c t l y  f o r  
improving s e c r e t a r i a l  s k i l l s .  Due t o  her  e f f o r t  and p e r s i s t e h c e  the  
d i r e c t i v e  was changed and a s  a d i r e c t  r e s u l t  t h r e e  female employees a r e  
now working towards a co l l ege  degree. 

In  Region V I I ,  Donna Candler,  r a i s i n g  awareness i n  genera l  has  been a 
chal lenge.  Located i n  the  B ib l e  Be l t  of America and comprised l a r g e l y  
of r u r a l  communities e f f o r t s  a r e  being made by , t he  FWPC t o  inform 
female employees what the women's movement is  a l l  about.  Women in t h i s  
a r e a  a r e  more . l i k e l y  t o  s t a y  a t  home, r a i s e  a family,  and then a f t e r  
t h e  ch i ld ren  a r e  grown, t hese  women en te r  t he  job market perhaps f o r  
t h e  f i r s t  t i m e .  

The FWPC has  i n i t i a t e d  brown bag lu~ lches  t o  d i scuss  j u ~ t  such top lcs .  
She h a s  conducted workshops f o r  improving S.F. 171's. An a r t s  and 
c r a f t  show was held to  improve employees self-image. 

The FWPC i s  hopeful of e s t a b l i s h i n g  an outreach program wi th in  t h e  
community. 

There i s  no t  an upward mob i l i t y  program ye t .  Grade s t r u c t u r e s  f o r  
s e c r e t a r i e s  a r e  high. Most are GS-6's. I 

Bonneville Power ( Oregon--Shir'ley H a m i l  ton) . This  Federal  Women' s 
Program needed a l o t  of work when i t  was i n h e r i t e d  by Sh i r l ey  Hamilton. 
The c r e d i b i l i t y  of t h e  p o s i t i o n  was lacking.  She immediately s t a r t e d  
meetings with s m a l l  groups of 8 t o  lO.women, asking them t h e i r  i deas  
and what problems they  wanted her t o  address .  

Her next  s t e p  was to  revamp the  12 member Women's Advisory Committee. 
She rev ised  the gu ide l ines  so  t h a t  the  Advisory Committee could func- 
t i o n  more e f f i c i e n t l y  and e f f e c t i v e l y .  Copies of t he  gu ide l ines  can 
be  obtained by contac t ing  M s .  Hamilton. 



She conducted an Appl ica t ion  and In te rv iew workshop, providing t i p s  on 
how t o  conduct onese l f  during an in te rv iew.  

A news le t t e r  is published once a month. A r e f e r e n c e  l i b r a r y  has  been 
e s t a b l i s h e d  . 
Sh i r l ey  keeps employees informed of meetings she has  with EEO Of f i ce r ,  - 

'Personnel Chief ,  and h i s  s t a f f .  

San h'ranc iscu Operat ions Off i c  P. ( J an  f ? e v i l l e )  

The FWPC of  t h e  San Franc isco  Operat ions Of £ i c e  shared wth us he r  
philosophy of what a FWPC should do. Jan-thought  one of t h e  most 
important  th ings  of t h e  job is t o  understand t h e  p e r s o n a l i t y  of. t h e  
o f f i c e .  She conducted an a n a l y s i s  of women i n  her  a r e a  o f f i c e  by age, 
g rade ,  e t c .  She wanted t o  des ign  her  program f o r  a whole spectrum of 
women. It was discussed t h a t  some women wanted t o  s t a y  i n  c l e r i c a l  
p o s i t i o n s  bu t  s t i l l  wanted t o  broad,en themselves. The women holding 
para-professional  jobs--did they want t o  go i n t o  p ro fe s s iona l  jobs? 
She wanted to  b u i l d  t he  program around t h e  i n d i v i d u a l  needs of t h e  ' 
female employees. 

San Francisco is  f o r t u n a t e  t o  have a para-professional  program t h a t  has  
been b lessed  by management. Jan's r o l e  i s  t o  monitor and implement 
t h a t  program. 

Some o f , t h e  c a t e g o r i e s  a r e  para-professional  wi th  grades 6 through 8. 
They provide developmental t r a i n i n g  t o  t h a t  l e v e l .  

Unlimited para-professional  program f o r  grades 8 t o  9 which provide 
t r a i n i n g  t h a t  w i l l  l i k e l y  move them i n t o  pre-prof e s s i o n a l  pos i t i ons .  

There is a pre- in te rn  program t h a t  p repares  them f o r  s e l e c t i o n  i n t o  t he  
i n  t e r n  program. 

Work wi th  management and work c l o s e l y  wi th  t h e  personnel  o f f i c e .  
G e t  to- h o w  your f i e l d  of f  i c e .  Find out  where t he  power base is  i n  
your i n s t a l l a t i o n .  

Career  Counseling 

A p r e s e n t a t i o n  was given by Thomasina Matthews--Employee Development 
S p e c i a l i s t ,  Headquarters Tra in ing  Off i c e .  

One important reason to  seek  Career Counseling is t o  avoid t h e  p i t f a l l  
of t ak ing  s c a t t e r e d  t r a i n i n g  courses  t h a t .  a r e  un re l a t ed  and l ead  nowhere. 



There a r e  u sua l ly  two types of Career Management Programs i n  any agency 
o r  p r i v a t e  i ndus t ry .  

1. Directed to  t he  o rgan iza t iona l  needs--oriented t o  car ry ing  out 
o rgan iza t ion  mission. 

2. Directed t o  helping the  ind iv idua l  grow whether i n s i d e  t h a t  
p a r t i c u l a r  agency o r  ou ts ide .  

A f i l m  from Goddard Space F l i g h t  Center pointed ouL var ious  ca ree r  
problems, d e p i c t i n g  age d i sc r imina t ion ,  and dea l ing  with the  s t r a i n  of 
a person's job on h e r l h i s  family. 

S tudies  a r e  being done on work and c a r e e r s  and the  impact i t  has  oil Lllr 
formation ul: llumaa cha rac t e r  . Work involves  r e l a t i o n s h i p s  t h a t  shape 
our a t t i t u d e s  . 
Career Counselors cannot be a l l  t h ings  t o ' a l l  people--they must have 
a n  e s t ab l i shed  range and l i m i t  func t ions  t o  t h a t  range. 

They should have understanding of importance of work t o  humankind, 
understanding of m i n o r i t i e s  and women, understanding of how people 
advance i n  an organiza t ion .  Must determine l e v e l  of s e r v i c e  t h a t  can 
b e  o f f e red  and when o u t s i d e  help i s  needed. They must r e f i n e  and 
sharpen t h e i r  Counseling skills and expand and c r e a t e  new resources .  

The Counselor must have support  of t he  superv isor  of an ind iv idua l  and 
focus on the  main concerns of t h a t  individual--what a r e  h e r l h i s  op t ions?  
DOE has  15 Career Advisors i n  Headquarters. In the  f u t u r e ,  o u t s i d e  contrac-  
t o r s  may b e  u t  ili zed to  perf o m  a d d i t i o n a l ,  p ro fe s s iona l  counsel l ing.  

S t a t i s t i c s  t h a t  have r ecen t ly  been .published: 

114 t o  113 of working a d u l t s  w i l l  change jobs  every f i v e  years .  

113 of employees a r e  45 o r  above. 

50 percent  of United S t a t e s  pub l i c  have s h o r t  range goa l s  3  t o  5 
yea r s  . 
37 pe rcen t  have no goa ls  a t  a l l .  

Federa l  Women's Program Coordinators  Workshop: Nat ional  Women's 
Conference and Plan of Action 

In 1967 Executive Order 11375 i ssued  by Pres ident  Johnson prohib i ted  ' 

sex  d i sc r imina t ion  . in Federa l  Government. . 
I n  1977 P res iden t  Ca r t e r  reaff i rmed h i s  support of t h a t  Executive Order. 

# 



I n  1977 20,000 women met i n  Houston, Texas, t o  show t h e  world t h a t  
women can indeed u n i t e  e f f e c t i v e l y  . A p resen ta t ion  was given by t h r e e  
dynamic women who were t h e r e  and they shared with us t h e  r e s u l t s  of 
t h a t  h i s t o r i c a l  meeting. 

A National Plan of a c t i o n  was adopted a t  t h e  National  Women's 
Conference (November 18-21) . An I n t e r n a t i o n a l  Women's Year (IWY) 
Continuing Committee of 469 women and men w i l l  implement t h a t  Plan. 

S t a t e  organiza t ions  a r e  s t rong  a s  a result of organizing f o r  t h e  
Conference. Women now know they have something va luab le  t o  work 
with.  Coa l i t i ons  a r e . s p r i n g i n g  up t o  work with polit icians--working 
with p lans  t h a t  can be l e g i s l a t e d  i n  t h e  s t a t e .  These a r e  women who 
stepped forward when maybe s tepping forward was n o t  so popular.  That 
woman s i t t i n g  next  t o  you cannot do it f o r  you. You have t o  ind iv id-  
u a l l y  c a r r y  some of t he  burden your se l f .  There is  no t  a woman i n  t h e  
audience who has no t  personal ly  bene f i t ed  from the  f emin i s t  movement 
t h a t  s t a r t e d  5-10 yea r s  ago. You now a r e  ob l iga t ed  t o  keep t h a t  b a l l  
r o l l i n g .  Because you a r e  a Federal  employee working under t he  Hatch 
Act does not  mean you should f o r g e t  how t o  write your Congressman, e t c .  
Be aware of what is  happening i n  the 'world outs ide .  See the b i g  
p i c tu re .  Get involved. The FWP and t o t a l  EEO program a r e  avenues t o  
use to  he lp  women he lp  themselves. The purpose of t he  program is  t o  
br ing  toge ther  what i s  happening out  there .  and apply i t  t o  our  s i t ua -  
t i o n s .  We a r e  implementing t h a t  Plan of Action. We a r e  going . to  make 
i t  work. The FWPC's a r e  t ry ing  t o  convey these  messages t o  you--LISTEN! 
Women went t o  t h a t  conference t o  seek r i g h t s  f o r  a l l  women whether o r  
no t  they i n d i v i d u a l l y  s eek  t o  use them. Get a copy of t h e  Plan and 
read i t .  Give i t  t o  a . f r i e n d  f o r  h e r l h i s  b i r thday  o r  Christmas. 

Recommendations from t h e  FWP Workshop: 

Each Region submit one Aff i rmat ive  Action Plan in s t ead  of one from each 
sepa ra t e  f i e l d  i n s t a l l a t i o n .  

Es t ab l i sh  more fu l l - t ime FWPC p o s i t i o n s  i n  t he  F ie ld  Off ices .  

FWPC's serve a minimum of two years  i n s t e a d  of r o t a t i n g  each year.  
This  was the  consensus of those  present .  

FWPC's should seek t o  understand and work with o t h e r  women and know how 
t o  l i s t e n  to  them and t h e i r  i nd iv idua l  concerns i n  order  to  e s t a b l i s h  a 
s t rong  female communications network. 

Hispanic Employment Program Coordinators  Workshop 

General gutdance was p r w  ided t o  f i e l d  organiza t ion  and headquar te rs  
Hispanic Employment Prograd Coordinators.  A v a r i e t y  of problems were 



i d e n t i f i e d  d i s c l o s i n g  the imbalance i n  t he  h i r i n g  and employment of 
Hispanics  i n  t h e  Department of Energy. . To c o r r e c t  t he  u n d e r u t i l i z a t i o n  
l i s t e d  below a r e  recommendations t o  problems discussed.  

Problem 1 - The d i s p a r a t e  t reatment  of Hispanics ,  both women and men 
i n  t he  recru i tment ,  s e l e c t i o n  and h i r i n g  a t  DOE. 

(a) The National  Hispanic Employment Coordinator b e  granted  d i r e c t  
acces s  on a cont inuing b a s i s  t o  t he  Deputy Secre ta ry  t o  d i scuss  
t h e  problems of Hispanic employment wi th in  DOE and make 
proposa ls  f o r  r e s o l u t i o n  of t hese  problems. That t h e  o f f i c i a l  
DOE o r g a n i z a t i o n a l  c h a r t  r e f l e c t  t h i s  d i r e c t  acces s  t o  the  
Deputy Secre ta ry  by a do t t ed  l i n e  i n  t he  o rgan iza t ion  c h a r t s .  

(b) Ueparemenewide goals be  augluen.Led by, a s p e c i f i c  hiring r a t e  
f o r  Hispanics  of a t  l e a s t  15 percent  of a l l  new h i r e s  of which 
50 percent  w i l l  b e  GS-12 and above. 

Problem 2 - The present  c r i t i c a l  low l e v e l  of Hispanic employment a t  
DOE Headquarters Off i c e .  

(a) W e  recommend t h a t  the DOE h i r e  50 Hispanics a t  Headquarters 
Of f i ce  i n  both the  Energy Excepted Service GS-15 and above, 
and grades  GS-4 through GS-14 career  s e r v i c e ,  w i th in  a s h o r t  
per iod t o  show gdod faith e l f o r e s  i n  d ~ e  correcLLuu ul: tlzlls 

I 

s e r i o u s  problem and i n  accordance with the  commitment by the 
Deputy Secre ta ry  t o  t h i s  conference. 

1 A q u a r t e t l y  Hispanic Progress  Repurl: slloulll be  requi red  
from each Ass i s t an t  Sec re t a ry ,  placed i n  t h e  ACTS System 
to  monitor progress .  

(2)  A semi-annual HEPC National  Meeting should be held 
w i th  Deputy Secre ta ry  t o  a s s i s t  progress .  

Problem 3 - The Headquarters HEPC Off ice  i s  inadequately s t a f f e d  t o  
c a r r y  ou t  t he  o b j e c t i v e s  of t h e  program. 

(a)  Our recommendation is t h a t  t he  s t a f f i n g  of t h e  National  HEPC 
Off ice  be  augmented by two p ro fe s s iona l s  (one of whom should 
be a Hispanic woman) , and by one c l e r i c a l  p o s i t i o n  and t h a t  the  
National HEPC b e  immediately upgraded t o  the  GS-15 /16 l e v e l  
and t h a t  two a d d i t i o n a l  p ro fe s s iona l s  b e  added a t  GS-13/14 
l e v e l  and a c l e r k  be  added of app ropr i a t e  grade  l e v e l .  

(b) We wholeheartedly endorse s i m i l a r  upgrading and augmenting of 
s t a f f  and resources  f o r  t h e  Federal  Women's Program. 



Problem 4 - There is inadequate  recru i tment  and e s s e n t i a l l y  no 
placement of Hispanics  i n  p a r t  due t o  i n s u f f i c i e n t  resources  provided 
t o  the  F i e ld  Program. Recammendations a r e :  

(a) Appoint a fu l l - t ime  HEPC a t  each F i e ld  Of £ i c e  and F i e l d  
I n s t a l l a t i o n  i n  accordance wi th  FPM L e t t e r  No. 713-23 and 
t h a t  these  coo rd ina to r s  have a t  t h e i r  d i s p o s a l  the  resources  
necessary  t o  accomplish t he  program's o b j e c t i v e s .  

(b) The HEPC's should be upgraded t o  GS-13/14/15. Department's 
recru i tment  resources  and s t a f f  be  s i g n i f i c a n t l y  augmented a t  
F i e ld  Off i c e  l o c a t i o n s  (Albuquerque and Dal las ,  e t c  . ) where 
Hispanics r ep re sen t  a s izab le .  p o r t i o n  of popula t ion ,  l a b o r  
f o r c e ,  and c o l l e g e  s t u d e n t s ,  combined wi th  g r e a t l y  increased  
r e f e r r a l  system of r e s u l t i n g  a p p l i c a t i o n s  t o  t h e  F i e l d  
Off ices  a t  SRO, ORO, Chicago and San Francisco Operat ions and 
to  Headquarters. 

Problem 5 - The HEPC a t  Headquarters and F i e l d  Off i c e s  have very  
l i m i t e d  human resources  t o  a s s i s t  and advise  on t h e  accomplishment of 
t he  o b j e c t i v e s  of t he  program. 

(a )  The HEPC's should be g iven  the  a u t h o r i t y  t o  s e l e c t  and ' 

appoint  advisory  committees t o  a s s i s t  and advise  t h e  HEPC i n  
t h e  f u l f i l l m e n t  of t h e  o b j e c t i v e s  of t h e  program. This  recom- 
mendation should be implemented a s  a p a r t  of t h e  EEO Plan f o r  
FY 1978-79. \ 

Problem 6 - The Hispanic community i s  l a r g e l y  unaware of t h e  
Department of Energy's programs, such a s  t h e  Waste I s o l a t i o n  P l a n t  i n  
Carlsbad, New Mexico, t h e  Weather izat ion program and the  Conservation 
program. 

(a )  Recoplmendation--To c o r r e c t  t h e  shortcomings we recommend 
t h a t  b i l i n g u a l ,  b i c u l t u r a l  persons,  b e  employed t o  inform the  
Hispanic community and answer i n q u i r i e s  about t he se  programs 
and to  g i v e  c r e d i b i l i t y  t o  the  t o t a l  e f f o r t s  of t h e  Department of 
Energy. 

Problem 7 - The F ie ld  HEPC's a r e  no t  adequately r ep re sen t ing  DOE nor  
a t  tending Nat ional  Hispanic Organiza t iona l  Conventions. 

(a )  It is recommended t h a t  a l l  HEPC's be  au thor ized  a s  a p a r t  . 

of t h e i r  o f f i c i a l  d u t i e s ,  t o  a t t e n d  a t  least one of t h e s e  
National Hispanic Organiza t iona l  Conventions a year ,  i.e., 
LULAC, G I  and IMAGE. 



Problem 8 - The DOE f i e l d  o rgan iza t ions  a t  Savannah River Operat ions,  
Oak Ridge Operat ions,  San Franc isco ,  and Chicago Operat ions have a 
v e r y  low l e v e l  of Hispanic  employment. 

(a )  We recommend t h a t  t h e s e  f i e l d  o rgan iza t ions  immediately 
begin  t o  &e s p e c i f i c  goa l s  f o r  t he  h i r i n g  of Hispanics  
and t h a t  t he se  goa l s  be  s t a t e d  i n  t h e i r  FY 1978-79 EEO *Plan. 

Problem 9 - Many DOE Hispanic employees have heen in-grade f n r  an 
i n o r d i n a t e  number of yea r s  (from 5 t o  15  y e a r s ) .  

(a)  We recommend t h a t  af ter review i s  made of t h i s  problem 
approp r i a t e  c o r r e c t i v e  a c t i o n  be taken. 

EEO O f f i c e r s  Workshop 

The EEO O f f i c e r s  workshop was designed t o  r e f l e c t  some of t h e  concerns 
of t h e  EEO O f f i c e r s  a s  r e l a t e d  t o  t h e  EEO Program. It provided an 
oppor tun i ty  f o r  o f f i c e r s  and persons wi th  r e l a t e d  r e s p o n s i b i l i t i e s  t o  
exchange i d e a s  around a v a r i e t y  of approaches used t o  so lve  EEO prob- 
l e m s  t ak ing  i n t o  cons ide ra t  i o n  t h e  environment in which t h e  problem 
e x i s t s .  Ue1iver.y sys  tem, program management, complaint processing,  
a f  f  i rma t ive  a c t i o n  and program educat ion were emphasized a s  i n t e g r a l  
components of t h e  EEO Off icer '  s r e s p o n s i b i l i t y .  

# 

There a r e  new complaint procedures  f o r  c l a s s  complaints ,  complaints  
by the  handicapped, r i g h t s  of a l l e g e d  d i sc r imina to ry  o f f i c i a l s  and age 

- d i sc r imiaa t fon .  Also d i scussed  was making an assessment of accomplish- 
ments of t h e  previous year and how s e t t i n g  of r e a l i s t i c  goa ls  would 
enhance t h e  f e a s i b i l i t y  of a workable a f f i r m a t i v e  a c t i o n  plan. 

Recommendations: 

1. That Personnel and EEO work toge ther  a s  an i n t e g r a l  u n i t ,  i n  
HQ and i n  F i e l d  Off i c e s .  

2. That they hold  r e g u l a r l y  scheduled s t a f f  meetings.  

3. That a system be designed t o  t r a c k  s e l e c t i n g  o f f i c i a l s .  

4. That recru i tment  g o a l s  a s  wel l  a s  placement goa3.s be  adopted. 

5. That t h e  procedures  f o r  dea l ing  wi th  EEO complaints  i n  DOE b e  
o u t l i n e d  and shared., i nc lud ing  when we n o t i f y  CSC. 

6 .  That t h e  a v a i l a b i l i t y  of i n v e s t i g a t o r s  be  shared. 



7. Some minicourses  r e l a t e d  t o  EEO b e  g'iven a t  t h e  next s t a f f  
con£ erence.  

8. EEO O f f i c e r s  a t t e n d  personnel  programs and' o the r  meetings.  

9. That EEO O f f i c e r s  r ece ive  t r a i n i n g  in :  

a .  t h e  a u t h o r i t y  f o r  EEO and r e l a t e d  a c t i v i t i e s  a t ' s t a t e  and 
l o c a l  l e v e l ;  

b. human and u r g a u i z a L l ~ n a l  behavior ;  

c  . program m i s s  i o n s  ; 

d. a d m i n i s t r a t i v e  law. 

10. A communications network be  e s t ab l i shed .  

11. There b e  planned r o t a t i o n a l  assignments f o r  EEO s t a f f .  

12. EEO s t a f f  keep a b r e a s t  of t r e n d s  i n  EEO by becoming f a m i l i a r  
with p u b l i c a t i o n s  such a s :  

a .  EEO forms; 

b. Commerce Clearinghouse p u b l i c a t i o n s  r e l a t e d  t o  EEO; 

I c.  U. S. C i v i l  Rights  Commission pub l i ca t i ons .  

13. That Contract  Compliance d a t a  s h e e t s  b e  used ti c o l l e c t  and 
analyze da t a .  

14. Memberships be obtained i n  h p a n  r i g h t s  and women's 
o rgan iza t ions .  

15. The l i n e s  of communication between Headquarters and t h e  f i e l d  
o f f i c e s  be  improved. 

16. The r o l e s  and r e l a t i o n s h i p s  between Headquarters and f i e l d  
of f  i c e s  be  c l o s e l y  def ined  . 

17. The p o s s i b i l i t y  of f l e x i b i l i t y  i n  c e i l i n g  be  explored. 

I 18. The use of t h e  CETA program be explored. 

19. That advance cop ie s  of t h e  FPM guidance be s e n t  t o  t he  f i e l d  
wi th in  2 weeks a f q e r  r ece iv ing  them i n  Headquarters o f f  i c e .  



20. That EEO Of f i ce r  p o s i t i o n s  be  assessed  t o  determine i f  they  
should be fu l l - t ime  pos i t i ons .  

21. That t r a v e l  be  provided f o r  interviewing.  

EEO Counselors Workshop 

The EEO Counselors Workshop was designed t o  s t i m u l a t e ,  inform and 
a s s i s t  Counselors by providing supplemental t r a i n i n g ,  d i ssemina t ing  
informat ion  of unique concern t o  Counselors and EEO p r a c t i o n e r s  and 
i d e n t i f y i n g  common and s i te  unique problems developing p o t e n t i a l  
s o l u t  i o n s / a d d i t i o n s  and recommendations f o r  r e s p o n s i b i l i t y .  



RECOMMENDATIONS 

Problem Recommendat i o n  

1. Management Lacks p o s i t i v e  . a .  In-house EEO o r i e n t a t i o n  f o r  s u p e r v i s o r s  
a t t i t u d e  about  and t r a i n i n g  and program managers 
i n  EEO 

b. Invo lve  s u p e r v i s o r s  i n  EEO a c t i v i t i e s  

c .  Eva lua te  superv i so r s /managers  on EEO 
performance a s  w e l l  a s  program performance 

2. P reb iased  and Nonselec t i o n  a.  Counselors  moni tor  Pe r sonne l  
b r i e f i n g s  

b .  A v a i l a b i l i t y  of pe r sonne l  manuals 

c. Sel f  - t r a i n i n g  c o u r s e s  

3. Counselors  need c u r r e n t  a .  E s t a b l i s h  DOE EEO n e w s l e t t e r  
i n f o r m a t i o n  

b. More f r e q u e n t  meet ings  of  EEO o f f i c e r s  
and c o u n s e l o r s  

c .  Copies of a p p r b p r i a t e  pe r sonne l  n o t i c e s  
be. w i d e l y  d i s t r L b u t e d .  

4. EEOO/Counselors Workshop See 3.b. 

5. Performance E v a l u a t i o n s  of a .  Being c u r r e n t l y  developed by Personne l  
employees have n o t  been 
meaningf u l  

6 .  Upward M o b i l i t y I T r a i n i n g  a .  Implement a n d l o r  e n f o r c e  e x i s t i n g  
f o r  Employees programs 

Lead 

D i r e c t o r ,  OEO 

EEOO 
\ 

Counselors  

N 
EEOO/Counselors 

OE 0 

EEOO 

OEO 

OEO (Per)  



RECOMMENDAT IONS 

Problem 

7 .  Cross  T r a i n i n g  Programs 
f o r  Counse lo r s  

8. Personne l  Management 

9. R e p r i s a l s  a g a i n s t  complain- 
a n t s  and Counselors  

10. Outreach Programs 

11. & a l u a t i o n  of EEO 
Counse lo r s  

Recommendation 

b. I n c r e a s e  number of employees i n  
g rade  l e v e l s  of  t h o s e  s e l e c t e d  
i n  program 

a. Ensure  t h a t  c o u n s e l o r s  b e  g i v e n  
e q . ~ a l  c o n s i d e r a t i n  a s  f u l l - t i m l  
EE3lPersonnel employees 

S=e 2 . a . ,  7. and 7.a. 

a. Idsntification/definition of r e p r i s a l  
needed. 

b. Refer  c a s e s  of r e p r i s a l  t o  EEO O f f i c e r  

c .  L e t t e r  from OEO t o  f i e l d  o f f i c e r s  and 
s u p e r v i s o r s  p r o h i b i t i n g  r e p r i s a l s  

a. Implementa t ion a s  p r e v i o u s l y  recom- 
mended 

a .  Request r econnenda t ions  from OEOjEEO 
O f b i c ~ r a  s u b j e c t  t o  Counselor 
a p p r o v a l  

Lead 

OEO (PER) 

EEOO/OEO/ 
Counselors  



Problem 

RECOMMENDATIONS 

Recommendation 

12. EEO Advisory Committees a .  Es t ab l i sh  where nonexis t ing .  

b. Guarantee o f ,  counselor r ep re sen t a t i on  

13. Travel-Train ing Budget 'a. Es t ab l i sh  EEO budget by of £ i c e  

b. Se t  l o c a t i o n  of meetings 

14. Report Format a.  Es t ab l i sh  DOE monthly r e p o r t  from 
among samples submitted 

b. New form l e t t e r  f o r  "21 day" and 
"Exi t  interview" l e t t e r s  

OE 0 

OEO 

OEO 

OE 0 

OEO 

Lead 



Addi t iona l  Recommendations Inc lude  : 

1. Evaluat ion of supe rv i so r s  on t h e i r  EEO performance 

2. Provis ion of adequate t ime f o r  counsel ing a c t i v i t y  

3. AAP cont inuing  support f o r  c u r r e n t  e f f o r t s  

4 .  +sure  management's cooperat ion on a  case  in te rv iew 

5. Es t ab l i sh  Counselor appointment--qual i f icat ions,  method, term, 
p o s i t i o n  d e s c r i p t i o n  

6 .  Need f o r  some p ro fe s s iona l  fu l l - t ime counse lor (s )  

7. Nondiscrimination counsel ing 

8. Access t o  personnel  records 

9. Addit ional  c l e r i c a l  support  , 

10. Awards be given t o  outs tanding  counselors  c i t i n g  e f f o r t s  

11. Counselor i d e n t i f i c a t i o n  

12. Career counsel ing 

The Counselors summarized t h e i r  p a r t i c i p a t i o n  i n  the program i n  the  
fol lowing manner : 

The ma jo r i ty  of t h e  EEO Counselors a t t end ing  t h i s  conference were asked 
t o  serve  i n  t h a t  pos i t ion .  

The consensus of t he  Counselors was t h a t  they wanted t o  be in a 
p o s i t i o n  t o  advise and a s s i s t  i nd iv idua l s  i n  understanding the  va r ious  
a l t e r n a t i v e s  o r  recourses  a v a i l a b l e  t o  them. 



tuesday, may 9, 1 978 

"Lcl U S  (111 look (11 Eqtrol Opporirr~til!/ otl o  rcsrrlls or io t lcd  bnsis - ihoi  Ici tts 1tro1,c oitcod $t*ii/t intttrdiniv. 
co~tsirt tr t ivr~ ottd ( t ff ir t t t (~i iro ( ~ r t i o ~ r  . . . " 

5:30 - 9:00 a.m. Registration 

9 : ~  Welcome 
Purpose of Conference Marion A. Bowden. Director. OEO 

Review of Agenda Nathanial H. Pierson, Deputy Director. OEO 

Department Peisonnel *Lloyd W. Grable. Director of Personnel 
Policies and Practices 
and EEO 

Where We Are: Marion A. Rowden, Director, OEO 
Brief Disrussiun uf DOE 
EEO Profile 

Organization and Reporting . Requirements 

, ,  Introduction of the  Deputy 
Secretary of Energy 

Special Address John  F. O'Leary, Deputy Secretary of Energy 

New Trends  in EEO Ju le  Sugarman.  Vice Chairman, CSC 
at  t h e  Civil Service 
Commission - Special 
Emphasis  Employment 
Program 

12:00 - 1:30 p.m. Lunch 

Consolidation of Field William S. Heffelfinger. Director of Administration 
Activities and  the  Impact 
on EEO 

2:OO - 3:OO Equal Opportunity Carlos A. Ruiz, Chief 
Overview, External Special Emphasis  Division, OEO 
Programs  Federal 
Financial Assistance 



tuesday, may 9 (continued) 

3:OO - 3:lj Break 

3115 - 5:OO Equal Opportunity Kathaniel H. Pierson. Deputy Director. OEO 
Program Overview: ~ 

lntrrnnl Prngrpms 
EEO Policy Guidance 
D e l e g a t i o ~ ~  of Autt1ori1.v 

Discrimination Burnell A. Tickles. C'hief, 
Complaints Procedure Operations Division, OEO 

William P. Davis, EEO Officer, Headquarters  

William G. McDonald, EEO Officer. 
Federal Energy Regulatory Commission 

Federal Women's Program Mitzi Anderson. Department Federal Women's I'rograni 
Manager 

J a n  Davenport,  Headquarters  Federal Women's I'rvpram 
Coordinator 

Hispanic Ernploynient Luciano G .  Turrietta,  Department  Hispanic Employmet~t  
Program Program C,oordinntor . 

EEO Plans Marion A. Bowden, Director, OEO 

C.harles A. Agnew, Chief. Program Policy and 
Evaluation Division, OEO 

Program Evaluation Charles A. Agnew, Chief, Program Policy and 
and  Analysis Evaluation Division, OEO 

Announcements 



I wedneoday, may 10 

- - - - - .- - - 

"It h0.q borottrc rl(1crr to me tlrrrt tllcrc i s  crtt i ~ t d i t s i s i b l c  rclntiottship bctrc*cot s toff i l lg  pol ir i (~s (rttd (,qrlr~l 
ernp/o!ltt~ont o p p o r t . ~ ~  nit!/ .  The intcrfocp hcltr,cc~t EEO gools otrd the po.so,t trcl f t c  ~ r c t i o ~ r  is i tr lrmc~t~t .  

Alrra h'. C n n p h r l l  
CIrrtir~trr~tr, CSC 

I 9:00 - 9:Oj a.m. Announcements 

I 9:Oj - 10:300 Panels 

Group A Recruitment, Staffing. Geraldine P. Flowers. Acting Director. Policies and 
" and EEO Participation Programs. Office of Personnel Management 

on Ranking Panels 
Ray Gunter, Personnel Officer, BPA 

Clarence Hardy. Chief. Personnel Management Services. 
Office of Personnel Management 

~ m p i o ~ e e  Career Helene S. Markoff. Director. Employee Developmrnl 
Development and and Training Division 
l:pward Mobility 

James Coleman. Employee Development Specialisl. 
Oak Ridge Training Center 

Group R Training EEO Officials James Evans. Federal EEO, CSC 

Budget Harry L. Peebles. Director, Office of Organizatiotl - 
and Management Systems 

Human Resources Charles R. Tierney; Director. Manpower Resource . 
Management 

EEO Councils1 
Committees 

Rose Mary Byrne. FWPAC Member 

Manuel A. Aragon, EEO Counselor 

10:45 - 12:OO N. Panels 

Croup. A ' Federal Financial Carlos A. R.uiz, Chief, Special Emphasis Division; OEO 
Assistance Programs 

EXO-PTaTiS James Evans, 'Federal EEO, CSC 
/ 

Freedom of Information John M. Treanor, Freedom of Information 
and Privacy Acts and Privacy Acts Officer 

William D. Luck, Attorney, Office of General Counsel 



wednesday, may 10 (continued) 

Group B Awards and Performance Anita L. Sciacca. Acting Director, Policies and Pr'ograms 
Evaluation Division. Office of Personnel Management 

Performance Evaluation Marion A. Bowden, Director. OEO 
Accountability 

Employee Unions Ronald W. Knisley. Acting Chief, EmployeeILabor . 
Management Relations 
Ray Gray, Director, Fair Labor I'ractices Department. 
AFGE 

1:30 - 3:OO Panels 

3:OO - 3:15 Break 

3:15 - 5:OO Panels 

Guesr Speaker - A. Diane Graham, Direclor Federal 
EEO. CSC. 

Repeat Panels of 9:05 - 10:30 a.m. of Group A 

Repeat Panels of 9:05 - 10:30 a.m. of Group I3 

Repeat Panels of 10:45 - 12:OO N. of Group A 

Repeai Panels of 10:45 - 1200 N..of Group B 



thursday, may 11 

"To srtccc~c~rl 11s oqirrrl oppmrlrctrit!l .~trcr!tcrgc.rs !lor/ 1r.il1 rclqtritocs trro c ~ . ~ x c ~ ~ ~ t i n l  irrgrodic~~rts: pc~rsorrnl 
ro?lrir t io,~ Ilirrt tr.h(rl ,I .P ctrcJ doiirg is right ~ t r d  ~r~rcs sor ! l  (I  trd, s c ro~d l ! , ,  forts o ~ r d  nrgu mc;,rts to pcrsrri~tlc~ 
oth r~rs.  " 

.lnt!ct H'. H g ~ r t l  
A 111orirr111 A s.soric11intt fo J *  I f ,  r1 A dr-(I tr ~ P I I I P I I ~  o f  Srior ec.s 

Announcements 

Coricurrent Workshops: 

Federal Women's / Mitzi Anderson. Department Federal h'omen's Program 
Program Manager 

Jan  Davenport. Headquarters  Federal M'onlen's 
Progranl Coordinator 

Karen Lunsford. Seat t le  Federal Women's J'r.ogran1 
Coordinator 

Hispanic Employment Luciano G. Turrietta,  Headquarters  Hispanic Employ- 
Program ment Program Coordinator 

Dr. Domingo N. Reyes, "Adventures in Attitudes" 

Equal Opportunity George Bell. Allocations Project Manager (formerly EEO 
Officers Officer), BPA 

Elaine M. Owens. EEO Officer. Kansas City. .hlo. 

Julian Romero. Assistant t o  Manager for EEO. 
Albuquerque 

EEO Counselors Sherre  Washington, EEO Counselor, Headquarters  

Lorrenzo Ricks, EEO Counselor, Headquarters  

10:30 - 10:45 . . .  Break 

10:45 - 1200 N. Workshops Continued 

12:OO - i 3 0  P.M. Lunch 

1:30 - 3:OO ' Workshops Continued 

Workshops Continued 



friday, may 12 

"M.t recogniza our responsibilitj/ lo ~ r o r k  l o snrd  the erodicnlior~ of  ~ ~ c g n l i l ~ ~ . ~  ill orrr socictj~ rrlrd 6.11 an 
doing, bring honor to G I I  r g ~ ~ r d a r ,  lo or1 r spccies, rind to o ~ r r s c l ~ * ~ . ~  itrdiz.id~rnlly. " 

Federal Women's 
Program Workshop: 
"O\:ercoming Barriers 

. to  the  Federal Women's 
Program" 

9:00 - 10:30 a.m. DOE FY 58 
Interim EEO Plan 

10:30 - 10:45 Break 

10:45 - Closing Reports of Recommenda- 
rions from Panels 
and M'orkshops 

Conference Evaluation 

Wrap-up ar~ t l  Action 
Assignmcntr, 

Carol Sapin Gold. Carol Sapin Gold L Associates 

Marion A. Bowden, I)irec~or. OEO 

8 - 

Roger Harris, Ilepiity 1)ircctor. Organization and 
Personnel, San Franr:isr.rl Oprratinns Office 



sponsor: 

Marion A. Bowden. Direcror 
Office of Equal Opportunity 

conference coordinator: 
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task force members: 

J a n  Davenport 
Lawrence hliller 
Nancy Northcraft 
Marsha Robinson 
Lucian Turr iet ta  
Geraldine Yelarde 
Mary Wright 

Roger Harris 
Karen Lunsford 
Ray Mt.ailduugt~ 
Roy Nakayama 
Lorrenzo Ricks 
Julian Rornero 
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