                                                Department of the Army 

                           Hispanic Employment Initiatives Report for FY 03
The following report was prepared to meet the requirement of the Department of Defense (DoD) Hispanic Employment Initiatives, established in February 2000.  In May 2000, the Army issued their Hispanic Employment Initiatives, based on the referenced DoD guidelines.  The categories addressed in this report are: the recruitment, development, and retention of Hispanic employees and the status of the Hispanic Employment Program.

In addition, the DoD Working Group on Hispanic Employment Initiatives has been established and includes Army representatives from EEO/Civil Rights, Human Resources, and the career programs (CP) with the largest populations.  These representatives are from the Engineers and Scientists, Non-Construction (CP-16), Engineers and Scientists, Resources and Construction (CP-18), Information Technology Management (CP-34), and the Comptroller (CP-11) programs.  The DoD Working Group on Hispanic Employment Initiatives will be meeting for the first time in FY 04.

                                                                  Delia Ramirez Trimble

                                                                  Director, Hispanic Employment Program

                                                                  January 2004

                                                   Department of the Army
                             Hispanic Employment Initiatives Report for FY 03
The following report includes completed actions and plans and timetables for the implementation or continuation of initiatives.

I. Recruitment

A.  Objective:  Presidential Management Fellows (PMF) Program.  
Action Taken: 

 --Contacted a number of Hispanic Serving Institutions to inform career counselors and university student organizations about the program.

 --Hired one Hispanic PMF at DA level.

	Action Planned:                                                          
	Timetable:

	1. Continue to participate in the OPM PMF program.

2.  Encourage the training of DA assessors who serve on the panels that help select the PMFs.

3.  Conduct PMF information workshops 

at Hispanic Serving Institutions (HSIs).

4.  Establish relationships with relevant HSI college/university officials to promote the PMF Program.
	FY 04

FY 04

FY 04        

FY 04


B.   Objective:  Component Development (intern) Programs.

Action Taken: 

Reviewed the current status of the Intern program for FY 03.  Of the 2148 interns in DA, 147 or 6.8% are Hispanic.  The interns are in a variety of career areas.  

	Action Planned:  
	Timetable:

	1.  Continue to promote the DA intern program as a method of recruiting internal and external Hispanic candidates.

2.  Increase outreach efforts regarding intern opportunities to students and faculty at HSIs and to Hispanic organizations.  
	FY 04

FY 04




C.   Objective:  Student Employment Programs.

Action Taken:
A number of Army activities are using these programs plus incentives, where possible, to attract and hire Hispanic students.
	Action Planned: 
	Timetable:

	1.  Continue on-site recruitment activities at high schools, HSIs/colleges and universities, and career/job fairs.

2.  As part of a strategy of succession planning, will work with Civilian Personnel to encourage commitment by management to hire Hispanic students. 
	FY 04

FY 04


D.   Objective:  Persons with Disabilities and Disabled Veterans.
Action Taken:
--Participated in the Workforce Recruitment Program (WRP) for Students with Disabilities.  Of the 49 students hired throughout Army in the summer of FY 03, 5 or 10.2% were Hispanics. 
--EEO Office staffs are also continuing to work with vocational/rehabilitation specialists as well as the Disability Coordinators at colleges and universities.

	Action Planned:
	Timetable:  

	1.  Expand participation in the WRP and promote the program with HSIs and organizations for people with disabilities.

2.  Support the hiring of disabled veterans, especially those from the Iraqi and Afghanistan campaigns, through targeted hiring initiatives.
	FY 04

FY 04 


E.  Objective:  Hispanic Association of Colleges and Universities (HACU) Summer Internship Program.

Action Taken:

Participated as a member of the DoD/HACU Collaborative Task Force established during the HACU National Conference in October 2003.  The Partnership Agreement, signed by DoD and HACU on 17 Oct 03, states that “DoD will…Coordinate the planning for and consider increasing the number of cooperative education and internship opportunities for students in business, national security, scientific and technical occupations through the HACU national internship program.”

	Action Planned:
	Timetable:

	Will work with Civilian Personnel to encourage managers to review the benefits of utilizing the HACU Internship Program.
	FY 04


F.  Objective:  Outreach to Hispanic Serving Institutions (HSIs).  Encourage the Office of Small and Disadvantaged Business Utilization (SADBU) to form partnerships to support HSIs.

Action Taken:

--The DA Outreach and Special Emphasis Programs Office made campus visits to 12 HSIs.  

--Individual Army activities have also made on-site visits to HSIs and have established partnerships with these colleges and universities.  

--The Partnership Agreement between the DoD and the HACU (referenced above) states that “DoD will…Disseminate information to DoD Components about those HSIs offering major fields of study that meet the requirements of the DoD mission-related careers.”

--Through the DA Civilian Personnel Office, had an Army exhibit on employment opportunities with the Army at career/job fairs held on the campuses of eleven (11) HSIs located in California, Florida, New Mexico, and Texas.

	Action Planned:
	Timetable:

	1.  Continue to encourage the establishment of activity and SADBU partnerships with HSIs.

2.  Implement the action items contained in the DoD/HACU Partnership Agreement.
	FY 04

FY 04


G.  Objective:  Community and National Organizations.

Action Taken:

--Presented the DA Hispanic Employment Program Forum at the National IMAGE, Inc. annual conference in May 2003.

--Participated in the DoD/HACU Leadership Summit at the HACU National Conference in October 2003.

--Through the DA Civilian Personnel Office, had an Army exhibit at one national meeting or conference of a Hispanic organization, i.e., the Hispanic Association of Colleges and Universities, in October 2002.  

--Different Army activities had exhibits and participated in Hispanic organizations’ meetings and conferences, to include the Society of Hispanic Professional Engineers, Mexican American Engineers and Scientists, League of United Latin American Citizens (LULAC), and National IMAGE, Inc. 

	Action Planned:
	Timetable:

	1.  Support the National Association of Hispanic Federal Executives’ Hispanic Summit for which DoD is a sponsor.

2. Present employment information at the LULAC annual conference in San Antonio, TX.

3.  Encourage commanders, managers,

supervisors, and EEO/CP/SADBU program-related employees to attend the Hispanic organizations’ conferences that focus on employment/education issues.


	April 2004

July 2004

FY 04


H.  Objective:  Representation on Selection Panels.

Action Taken:

Assured that some Hispanic employees take the necessary training to be able to serve on rating and selection panels at all levels.

	Action Planned:
	Timetable:



	Encourage managers and supervisors to include women and minorities, to include Hispanics, on rating and selection panels.
	FY 04


I.  Objective:  GS-13 and Above Selections.

Action Taken: 

--Periodic briefings have been given to senior leadership to increase awareness regarding the underrepresentation of minorities and women, to include Hispanics.

--Managers were reminded that the payment of permanent change of station (PCS) costs should be authorized when filling positions, especially at GS-13 and above levels.  This item became an issue when DA discontinued the centralized registration and referral of candidates in different career programs (at the GS-11 and -12 levels and above).  The goal is to identify and remove barriers to upward progression.

	Action Planned:
	Timetable:

	In relevant leadership training, review the Affirmative Employment provisions included in AR 690-950, Career Management, that state that relevant career paths will be established free of unlawful or systemic barriers.
	FY 04


                                                       II.     Development

A.   Objective:  Senior Executive Service (SES).
Action Taken:

The SES module previously presented during training sessions has been posted on the DA Civilian Personnel web site at www.cpol.army.mil by clicking on the “Think SES” segment.  

	Action Planned:
	Timetable:

	1.  Raise awareness regarding the challenge that of the 260 SESers in DA, only 1 (or 0.4%) is Hispanic.  

2.  Continue to provide information to the workforce regarding training opportunities for SES courses.  Early SES development should include participation in DA professional training like the Executive Leadership Development Course (ELDP), Sustaining Base Leadership & Management (SBLM), and Organizational Leadership for Executives (OLE).  

3.  Also recommend that EEO Offices establish links to SES training information on their websites.


	FY 04

FY 04
FY 04


B.  Objective:  Defense Leadership and Management Program (DLAMP).
Action Taken:

--From 1997 through 2002, 399 employees were selected for the DLAMP program and 16 or 4% were Hispanics.  At present, there are still 326 active DLAMP participants in the Army and 14 or 4.3 % are Hispanics.  Note:  there were no DLAMP selections made in 2003.  

--Assured that managers and supervisors and Career Program Managers continued to inform all employees (GS-12 and above) about this program and the need for timely submission of the application package.  Information on the DLAMP is available to employees on the DA Civilian Personnel website at www.cpol.army.mil under “training, ” then “ACTEDS Training Catalog.”
	Action Planned:


	Timetable:


	1.  Remind commanders, managers, and supervisors of their responsibility to address the low participation rate for their Hispanic employees in DLAMP. 

2.  Request that Career Program Managers continue to encourage employees to submit their applications for DLAMP by publicizing the program in training sessions and workshops.  

3.  Also recommend that EEO Offices establish a link regarding DLAMP on their websites.
	FY 04

FY 04

FY 04


C.  Objective: Sustaining Base Leadership & Management Course.

Action taken:

--Assured that managers and supervisors and Career Program Managers continued to inform all employees (GS-12 and above and some GS-11s, by exception), including Hispanic employees, about this program and the need to include this course as part of an individual development plan (IDP) for professional development.  Information on this program is available to employees on the DA Civilian Personnel website, referenced above.

--Of the 512 employees who applied for both the resident and non-resident SBLM courses in FY 03, 18 or 3.5% were Hispanics.  The selectees for FY 03 totaled 392 and 15 or 3.8% were Hispanics.

	Action Planned:


	Timetable:



	1.  Promote the value of the SBLM course to commanders, managers, supervisors, and employees since each of them have responsibilities in this area.

2.  Also recommend that EEO Offices establish a link regarding DLAMP on their websites.
	FY 04

FY 04


D.  Objective:  Executive Leadership Development Program (ELDP).

Action Taken: 

Assured that information on this program, open to GS-12s and -13s, is available on the DA “cpol” website, referenced above.

	Action Planned:
	Timetable:

	Continue to publicize the value of this DoD 

Program to managers and supervisors for  the professional development of their mid-level executive staffs.
	FY 04


E.  Objective:  Component Development Programs.

Action Taken:  

Utilized the Individual Development Plan (IDP) to assure that each employee has the opportunity to participate in his/her own career planning.

	Action Planned:
	Timetable:

	Encourage the participation of all interested employees in formal development training or classes/courses, bridge positions, special assignments, or competitive details.
	FY 04


F.  Objective:  Developmental Opportunity Positions.
Action Taken:  
--The Army major command (MACOM) with the largest number of civilian employees, Army Materiel Command (AMC), has utilized both the intern program and the AMC Fellows Program to expand developmental opportunities. 
--Reengineered positions that were used as bridge positions to help create upward mobility opportunities for employees.

	Action Planned:
	Timetable:

	1.  The Army Materiel Command will fill 400-600 developmental positions for the full performance level of GS-11, 12, or 13.

2.  Encourage managers, when filling vacancies, to review the benefits inherent in reengineering positions and providing developmental opportunities.
	FY 04 

FY 04


G.   Objective:  Mentor Programs.
Action Taken:
Several Army major commands have already established formal mentoring programs that include Hispanic mentors and mentees.
	Action Planned:
	Timetable:

	1.  Encourage the establishment of new mentor programs.

2.  Evaluate the effectiveness of existing mentor programs.
	FY 04

FY 04


                                                     III.        Retention

A. Objective:  Agency based retention measures.
 Action Taken:  

--Utilized recruitment and retention initiatives for hard-to-fill occupations.  These actions resulted in the hiring of Hispanics at different Army activities.

--Did community outreach with local colleges, universities, and high schools.  These outreach efforts serve a dual purpose since they not only provide favorable visibility for the Army in the community, but they also strengthen the pride employees exhibit in representing the Army.  This helps with retention.

	Action Planned:
	Timetable:

	1.  Encourage the use of recruitment and retention initiatives, some of which are: recruitment allowances, relocation bonuses, awards, tuition assistance, and student loan repayment allowance. 

2.  Do evaluations to determine the effectiveness of the measures being taken to address the underrepresentation of Hispanics in Army. 
	FY 04

FY 04; quarterly


IV.  Hispanic Employment Program
Objective:  Program Management and Action Plans.
Action Taken: 
Continued to emphasize that the purpose of the DA Affirmative Employment Program is to achieve a work force, at all grade levels and occupational categories, that is representative of the available civilian labor force.  As a result, the mandate for the Hispanic Employment Program (HEP) is to focus on the action items required to achieve overall parity for Hispanics in the Army and at all grade levels.
	Action Planned:


	Timetable:



	1.  Assure active participation in the DoD Working Group on Hispanic Employment Initiatives.

2.  Provide sufficient training opportunities for HEP Managers.

3.  Assure relevant/timely HEP information is posted on the DA EEO and Civil Rights website: http://eeoa.army.pentagon.mil
4.  Review and evaluate the “actions planned” in this DA report.
	FY 04

FY 04

FY 04

FY 04; quarterly
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