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PREFACE

This document outlines the consolidated agency-wide Equal Employment Opportunity
(EE0) Program Plan for FY 1986. EEQ is a fundamental policy cf the Federal
government, and the NRC is committed to providing a personnel management system
free from discrimination for all employees and applicants for employment.
Moreover, the NRC recognizes its obligation to implement programs that will
eradicate underrepresentation or barriers to equal opportunity wherever these
may exist. Thus, the Commission and senior NRC management are committed, as a
matter of policy, to the establishment and pursuit of vigorous and effective
Equal Employment Opportunity and Affirmative Action programs.

ix



y EXECUTIVE SUMMARY
1.1 Purpose

This 1s the second Consolidated EEQ Program Plan prepared b{ the
staff of the Office of Small and Disadvantaged Business Utilization/
Civil Rights (OSDBU/CR). The Plan structures the strategy for
implementing and monitoring EEQ and affirmative action programs and
activities agency-wide in FY 1986.

1.2 Background

KRC staff and managers have prepared a number of EEQ related

plans and other initiatives since the agency was established in

1975. Review of these multiple plans and pregram reports

showed the need to ?rtpare a single, consolidated EEO Program Plan
scttin? both overall directions and specific but achievable objectives.
This plan permits flexible implementation by individual executives and
managers, and makes executives and managers responsible and accountable
for achieving the program's objectives.

1.9 Analysis of Current EEQ Programs

NRC has conducted EEQO and affirmative action programs since its
establishment. A number of programs have bezn implemented to

respond to government-wide affirmative employment objectives.

A wide range of both formal and informal career development opportunities
have been provided to all employees. Appropriate efforts have been made
to increase the representation of minorities and women in the workforce.
Programs have been directed at disabled veterans and the handicapped.

The numbers of minorities and wemen in technical and scientific occupations

are small in the civilian labor force. This has had an unfavorable impact on
the NRC's ability to increase the representation of these groups in the Agency's
workforce. Additionally, public health and safety concerns have sometimes
restricted NRC managers from hiring other than fully trained, experienced staff,
which further 1imits opportunities for either entry-level hiring or large

scale development of NRC staff.

NRC has the appropriate organization structure in place to

achieve EEQ hiring goals. The activities themselves need to be
results oriented and systematically monitored against specific
program objectives., Great:r emphasis will be placed on coordinating




the various affirmative employment pro?rams while retaining their
individual identity. Recruiting and placement strategies should

continue to be examined critically to maximize the potential for

reaching minorities, women and other protected groups, as appropriate,

and then encouraging them to accept NRC employment. More emphasis needs

to be placed on developing and utilizing current NRC employees. Most
important, managers and supervisors need to know their EEQ responsibilities,
plan realistic accomplishments, and be held accountable for proper
implementation of the program. The Commission and NRC senior management
are committed to achieving demonstrable progress in each of these areas.



2. INTRODUCTION
2.1 Statutory and Regulatory Basis for NRC EEQ Programs

Equal Employment Opportunity (EE0) is a system of employment
practices under which individuals are not excluded from
participation, advancement, or benefits because of their race,
color, religion, sex, national oriain, age, handicap, or other
factor which cannot lawfully be the basis for employment actions.
EE0 provides an employment system in which neither intentional
nor unintentional discrimination operates.

Title VII of the Civil Rights Act of 1964 is the primary foundation
for all EEQ programs in the Federal government. Several Executive
Orders and Public Laws further emphasize government policy to
provide equal opportunity in Federal employment.

Executive Order 11478 of August 8, 1969 states, in part, that "it
fs the policy of the Government of the United States to provide
equal opportunity in Federal employment for all persons, to
prohibit discrimination in employment because of race, color,
religion, sex or national origin, and to promote the full
realization of equal employment opportunity through a continuing
affirmative program in each executive department and agency.”
This executive order further states that “the head of each
executive department and agency shall establish and mainta a an
affirmative program of equal employment opportunities for o'l
civilian employees and applicants for employment within the
agency's jurisdication.”

The Equal Employment Opportunity Act of 1972 (P.L. 92-261) gave
the Civil Service Commissfon authority to enforce
antidiscrimination provisions within the Federal government. The
Federal Rehabilitation Act of 1973 extended protection against
discrimination to employees and applicants for emplovment on the
basis of mental or physical handicap. The Fair Labor Standards
Amendments of 1974 (P.L. 93-259) established provisions in
Federal government employment for nondiscrimination due to age;
these were further expanded by the Age Discrimination in
Employment Ac*t of 1978 (P.L. 90-202). Reorganization Plan No. 1
of 1978 and Executive Order 12067 gave the Equal Employment
Opportunity Commission lead coordinating responsibility for all
Federal equal employment opportunity programs and activities.
Further regulations are codified under 29 CFR 1613.



2.2 EEQ Responsibilities and Authorities

Federal regulations provide that each agency head is required to

exercise personal leadership in establishing, maintaining, and

carrying cut a continuing affirmative program designed to promcte

equal opportunity in every aspect of agency personnel policy and

practice in the employment, develcpment, advancement, ard treatment of
employees. The EDO is the senior NRC staff official responsible for operating
and monitoring the overall EEO program. The Nirector, OSDRU/CR, is the
principal staff manager responsible for assisting the EDO in managing NRC EEO
programs, and for advising the Commission on EEQ matters.

2.3 EEO Constituent Group Committees

NRC has four recognized employee committees which advise the EO0 and other
agency officials on EE0 matters. Committees meet regularly to discuss tED
matters of interest to NRC staff and periodically relate issues and concerns
to management.

The EEQ Advisory Committees are providing a valuable service to the Agency,
and they are to be encouraged in their work bv assistance from OSDRI/CR and
the staff management. This assistance will include providing the EEQ Advisorv
Committees with full and timely access to informztion, consultation on the
development of subsequent EED plans and policies, and cooperation in providing
time for members to attend meetings of the committees.

The Affirmative Action Advisorv Committee (AAAC) advises EOC and the Director,
0SDRU/CR, on affirmative action matters. The AAAC also reviews EEQ plans as
formulated and implemented by the Civil Rights Program Manager (CRPM) in
0SDBU/CR, the Federal Women's Proqram Manager (FWPM), the Division of
Organization and Perscnnel (04P),ADM, and other NRC offices.

The Federal Wemen's Program Advisory Committee (FWPAC) advises the FWPM, the
Director, 0SORU/CR and the EDO regarding women's issues and concerns. The FWPAC
alsn reviews EEQ plans formulated and implemented by OSDAU/CR and ADM as they
relate to NRC women emnloyees and applicants for employment.

The Committee on Age Discrimination advises the Director, 0SDBU/CR, and the £00,
in carrying out both the spirit and the intent of the Age Discrimination in
Employment Act of 1978, as amended., The Committee does not become involved in
individual cases, but NRC emplovees are urged to bring to the attention of

the Committee anv gereric matters associated with age discrimiration.

,The Joint Labor-Management Equal Emplovment Qpporturity Committee was
established on April 19, 1982, by the NRC and the National Treasury Emplovees
Union (NTEU) to advise manacement on matters concernina EE0, Hal® the members
are appointed by NRC managemant® and half by the NTEU,



The NRC has also authorized the establishment and operation of an
NRC Chapter of Blacks in Government (BIG). This organization
advises the Director, OSDBU/CR, and the EDO on matters pertaining
to the recruitment and advancement of Black employees.

2.4 Overview of the NRC Workforce

As of May 31, 1985, the total NRC workforce of 3367 permanent
full-time employees was 68.1 percent male and 31.9 percent
fem2le. Members of the four designated minority groups
constituted 15.9 percent of the workforce: 10.7 percent were
Black, 1.1 percent Hispanic, 3.8 percent Asfan-American or
Pacific Islander, and 0.7 percent Native American or Alaskan
Native. Table 2.1 shows the minority group representation by sex
for groups of headquarters offices and each region.

As of May 31, 1985, women constituted B5.8 percent of the
workforce at grades 6G-1 to 6G-8; 61.2 percent of the 6G=9 to
6G-12 workforce; 9.8 percent of the GG-13 to GG-15 workforce;

6.5 percent of the 6G-16 to 6G-18 workforce, and 2.9 percent of
the SES workforce. Minority group members constituted 29.6 per-
cent of the 6G-1 to 6G-8 workforce, 20.7 percent of the 6G-9

to GG-12 workforce; 11.4 percent of the GG-13 to GG-15 workforce;
2.2 percent of the GG-16 to 6G-18 workforce, and 4.4 percent of
the SES workforce. Table 2.2 shows the distribution of specific
minority group members by sex in these grade groups.

Most minorities and women are clustered in the clerical and
administrative fields. With respect to the three most populous
orafsceional occupation groups, as of May 31, 1985, women
constituted 3.6 percent of those in the engineering occupations,
13.4 percent of the scientific occupations, and 20.8 percent of
the attorney group. In the same fields, 12 percent of
engineers were minorities, 7.4 percent of scientists, and 7.5
percent of attorneys. Table 2.3 shows the distribution of
specific minority groups by sex within NRC occupational groups.

The majority of the NRC workforce is over age 40. As of

May 31, 1985, 56.9 percent of employees were 40 years of age
or older. Table 7.4 shows the distribution of employees by age
within NRC occupational groups.

2.5 Progress During FY-1985
‘A comparison of this year's figures with those provided for FY-1984 shows

gains in several important areas. These fiqures reveal that NRC continues to
experience positive results from {ts Affirmative Action efforts.



Table 2.1 NRC Workforce Profi'e by Organization as of March 31, 1985
(Pervanent Full-Tiue Employees)

Total White Black Hispanic Asfan-Amer, Native Amer,
— ; Pac. Island  Alaska Native
Male Female Male Female Male Female Male Female Male Fewale Male Female

Comaission 186 116 168 es 9 29 1 0 7 2 1 ]
Dffices (61.6) (38.4) (55.6) (28.0) (3.0) (9.6) (0.3) (oo) (2.3) (0.7) (0.3) (o0)
EDO Staff 366 338 290 29 67 91 L) 1 3 B 2 3
Offices (52.0) (48.0) (401.2) (34.0) (9.5) (12.9) (0.s) (0.1) (0.4) (0.6) (0.3) (0.4)
NMSS 185 100 m 3 6 23 1 2 ? 1 0 |
(64.9) (35.1) (60.0) (25.6) (2.1) (8.1) (0.35) (0.7) (2.5) (0.38) (o00) (0.35)

NAR 480 121} 408 112 ? 2% 5 2 59 4 1 0
(76.9) (23.1) (65.4) (18.0) (1.1) (4.2) (0.8) (0.3) (9.5) (0.6) (0.2) {00)

RES 158 58 139 4 3 10 ? 0 14 1 0 0
(713.1) (26.9) (64.4) (21.0) (1.4) (4.6) (0.9) (o0) (6.5) (0.5) (00) (00)

1€ 179 58 164 51 6 7 1 0 [ ] 0 0 0
(75.5) (24.5) (69.2) (21.5) (2.5) (3.0) (0.4) (00) .(3.0) (00) (00) (00)

Region 1 199 60 185 9 3 9 3 1 8 1 0 0
(76.8) (23.2) (71.4) (18.9) (1L.2) (3.5) (1.2) (0.4) (3.1) (1.2) (00) (00)

Reglion 11 192 63 179 26 1 3 0 1 2 1 0 0
(15.3) (20.7) (70.2) (10.2) (4.3) (13.7) (o0) (0.4) (o0.8) (0.4) (00) (00)

Region 111 174 12 164 66 5 4 3 0 2 2 1 0
(70.7) (29.3) (66.7) (26.9) (2.0) (1.6) (1.2) (00) (o.8) (0.8) (0.4) (o0)

Reglon 1Y 99 40 91 » + 2 3 1 0 0 0 0
(71.0) (29.0) (66.0) (27.0) (2.9) (1.4) (2.2) (0.7) (o0) (00) (00) (00)

Reglon ¥ 76 25 68 20 2 2 B 2 2 1 0 0
(75.2) (24.8) (62.3) (20.0) (2.0) (2.0) (4.0) (2.0) (2.0) (1.0) (00) (00)

Totals 2293 1074 2027 805 23 238 27 10 112 1§ i 4
(6a.1) (31.9) (s60.2) (24.0) (3.7) (1.1) (o.8) (0.3) (3.3) (o.5) (0.12) (0.12)

“Tource: ADH, O&P




Table 2.2 NRC Workforce Profile by Grade Level as of March 31, 1985

Total White Black Hispanic Asian-Amer. Native Amer.

e . 1 ) Pac. Island Alaska Native
Male Female Male Female Male Female Male Fcmale Male Female Male Female

GG-1 to GG-B8 ** 102 615 65 440 30 160 ‘ 5 2 8 1 2
(14.2) (85.8) (9.1) (61.4) (4.2) (22.3) (0.5.) (0.7) (0.3) (1.1) (0.14) (0.28)

66-9 to GG-12 163 257 133 200 24 53 2 3 4 1 0 0
(38.8) (61.2) (31.7) (472.7) (5.7) (12.6) (0.48) (0.7) (0.9) (0.23) (00) (00)

66-13 to GG-15 1786 193 1597 156 65 25 21 2 101 8 2 2
(90.2) (9.8) (80.7) (7.9) (3.3) (1.26) (1.1) (0.1) (5.1) (0.4) (0.1) (0.1)

GG-16 to GG-18 43 3 42 3 0 0 0 0 1 0 0 0
' (93.5) (6.5) (91.l) (6.5) (o0) (00) (o0) (00) .(2.2) (00) (00) (00)

SES 199 6 190 6 ) 0 0 0 4 0 1 0
(97.1) (2.9) (92.7) (2.9) (2.0) (o0)  (0o) (00) (2.0) (o00) (0.5) (00)

Totals 2293 1074 2027 805 123 238 27 10 112 17 4 4
(68.1) (31.9) (60.2) (24.0) (3.7) (7.1) (0.8) (0.3) (3.3) (0.5) (0.12) (0.12)

* permanent Full-time Elplojies
*+ Includes Wage Grade Employees

Source:

ADM, 08P



Table 2.3 NRC Workforce Profile by Occupation Group as of March 31, 1985

White Black wispanic Asian-Amer. Native Amer.
Pac. Island Alaska Native
Occupation  ~=-ccceccccccccccccnacccccsccnnas —- - -
Male Female Male Female Male Female Male Female Male Female Male Female
Engineers 1268 47 1118 39 30 0 16 1 103 6 1 1
(96.4) (3.6) (85.0) (3.0) (2.3) (00) (1.2) (0.08) (7.8) (0.46) (0.08) (0.08)
Scientists 446 69 418 59 18 8 4 2 6 0 0 0
(86.6) (13.4) (81.2) (11.5) (3.5) (1.6) (0.8) (0.4) (1.2) (00) (00) (00)
Attorneys 95 25 89 22 4 3 0 0 2 0 0 0
(79.2) (20.8) (74.2) (18.3) (3.3) (2.§) (00) (oo) (1.7) (o00) (00) (00)
Administrators ** 398 247 350 192 42 49 3 2 1 3 2 1
(61.7) (38.3) (54.3) (30.0) (6.5) (7.6) (0.5) (0.3) (0.16) (0.47) (0.3) (0.16)
Clerical 86 686 52 493 = 29 178 4 5 0 8 1 2
(11.1) (88.3) (6.8) (63.9) (3.8) (23.1) (0.5) (0.65) (00) (1.0) (0.13) (0.26)
Totals 2293 1074 2027 805 123 238 27 10 112 17 . 4 4
(68.1) (31.9) (60.2) (24.0) (3.7) (7.1) (0.8) (0.3) (3.3) (0.5) (0.12) (0.12)

* permanent Full-time Employees

** Includes Employees in Professional Non-technical Occupations such as Management Analyst,
Personnel Specfalist, Contracts Specfalist, Computer Programmer, and Librarian.

Source: ADM, O&P

Program Analyst,



Table 2.4 NRC Workforce Profile by Age and Occupation Group as of March 31, 1985 *

Occupation Total Under 30 30-39 40-49 50-59 60 and Over
Engineers 1315 87 383 405 332 108
(39.1) ( 6.6) (29.1) (30.8) (25.2) ( 8.2)
Scientists 515 38 151 151 141 34
(15.3) ( 7.4) (29.3) (29.3) (27.4) ( 6.6)
Attorneys 120 4 47 35 25 9
{ 3.6) { 3.3) (39.2) (29.2) (20.8) ( 72.5)
Administrators 645 32 224 225 130 34
(19.2) ( 5.0) {34.7) (34.9) (20.2) ( 5.3)
© Clerical 772 241 243 152 106 30
(22.9) (31.2) (31.5) (19.7) (13.7) ( 3.9)
Totals 3367 402 1048 968 734 215
(100) (:1.9) (31.1) (28.7) {21.8) ( 6.4)

* permanent Full-time Employees

Source: ADM, O&P



2.5.1 Increase in Women Employees

Between March 1984 and March 1985, NRC grew by 2 total of 68 permanent
full-time (PFT) employees, 3299 to 3367, a 2.1 percent increase. During the
same time, the number of PFT women employees rose 60 persons, 1014 to 1074, a
5.9 percent increase. Thus, in net, women's percentage of the Acency increase
was 88.2 percent or 60 of 68 persons. Women's representation in the Agency
PFT population rose from 30.7 percent to 31.9 percent, a 1.2 percent increase.

2.5.2 Increase in Minority Employees

Similarly, during the same time, acainst the 2.1 percent Agency growth,
minority group PFT employees increased their number by 52, a 10,8 percent
growth., Minority group employees' percentage of the net Agency increase was
77 percent or 52 of 68 persons, and minority group employees' representation
in the population grew from 14.6 percent to 15.9 percent, a 1.3 percent

increase.
2.5.3 Increases at 6G-13/15

In grades 13-15, while the Agency increased 33 PFT employees, a 1.7 percent
growth, women increased 27 persors, 3 12.9 percent growth. Women constituted
65.7 percent of the Agency net growth in this range, and their representation
in this population rose from 8.8 percent to 2 a,8 percent. In grades 13-15,
against the 1.7 percent Agency growth, minority group PFT employees increased
ny 13 employees, a 6.1 percent rise. The minority group increase represented
39.4 percent of the Agency net increase in this range, and their
representation in this population rose from 10.9 percent to 11.4 percent.

2.5.4 Representation at SES Levels

In the SES, during the year March 1984 to March 1985, women experienced a
rowth of 2 persons, increasing their SES representation from 1.9 percent %o
.9 percent, Similarly, minority group emplovees increased by 1 employee,

while their representation in the population rose from 3.9 percent to 4.4

percent,
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3. CURRENT NRC EEO PROGRAMS
3.1 Affirmative Empioyment Programs

Affirmative Employment Programs are personnel management programs which are
implemented for the purpose of furthering EEQ goals and objectives. The Office
of Personnel Management (OPM) has established several specific affirmative
action programs for use government-wide to focus personnel staffina and
management attention on EEQ related problems.

Under provisions of the Civil Service Reform Act (CSRA) of 1978, the regulatory
responsibility for the development of pnlicies for affirmative emplovment
programs was delecated to OPM and the enforcement aspect was delecated to the
Equal Employment Opportunity Commission (EEOC). Unless an exception has been
aranted, all covered Federal agencies and organizations must develop programs
and policies consistent with those established by 0PM,

3.1.1 Federal Women's Proaram

The Federal Women's Program (FWP) is an affirmative employment program which
places special emphasis on the employment concerns of women, The proyram was
established by the Civil Service Commission in 1967 to address the under=
representation and underutilization of women in the Federal government and was
made an integral part of the Federal EEOQ program in 1963 for program emphasis
and visibility., The FWP is the broadest in program resporsibility of

all the affirmative employment proarams because it focuses, in particular,

on employment matters as they affect women, the largest single constituent
group. Provisions of all the other affirmative employment programs also
apply to women. The FWP is managed by a designated Federal Women's Program
Manager (FWPM) who reports to the Director, 0SDBU/CR, and s the

principal advisor to NRC managers on employment concerns of women,

A Federal Women's Program Advisory Committee (FWPAC) has been established

to advise and assist the FWPY in addressing specific concerns of NRC women,
In addition, there is an appuinted collateral duty Federal Women's Program
Coordinator (FWPC) in each region,

The FWPM participates in formal recruitment activities with the Division of
N&P and in informal recruitment efforts of the various minority and women
oraanizations; counsels managers/supervisnrs concerning strategies aimed at
improvina employment opportunities for women; counsels women regarding
performance, trainina, and other career enhancing efforts; develops and
implements plans and proorams for women emplovees; and in coniunction with the
Management Development and Training Staff (MDTS) and the Federal Women's
Proaram Advisary Committee (FWPAC), cnnducts trainina and awareness programs
‘ opened to all NRC emplovees. To ensure that there is an Aaency-wide, uniform
FWP effort, the FWPM assists the Recional Administrators in implementing a
viable FWP by assisting the Reqianal FWP Conordinators to develop and achieve
thefr goals and objectives.
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3.1.2 Federal Equal Opportunity Recruitment Program

The CSRA created the Federal Equal Opportunity Recruitment Program (FEORP)
requiring Federal agencies to develop a recruitment plan to eliminate under-
representation of minorities and women in certain covered positions. Although
NRC positions are not among the covered positions, in 1981 the Agency
voluntarily established a program which parallels FEORP and which is designed
to eliminate underrepresentation in targeted categories of employment in NRC.

NRC makes yearly determinations of underrepresentation in accordance with EEOC
criteria ir the most populous professional occupations in NRC: General
Engineering, 6G-801; Nuclear Engineering, GG-840; Health Physics, GG-1306;
Attorney, GG-905; and Security Administration, (G-080. Annual goals have been
established since 1982 for each of the major offices planning to employ a
significant number of staff in these occupations, and an annual assessment of
progress towards meeting the goals is made in" November of each year.

In 1982, the NRC advised the Equal Employment Opportunity Commission (EEOC)
that the percentage of women and minority representation in the total
professional civilian labor force could not be uniformly applied to engineering
and scientific occupations. 1In 1584, in order to obtain more accurate

data, NRC contracted with the U.S. Department of Energy and Oak Ridge
Associated Universities to develop specific information pertaining to the
reoresentation of Engineers and Scientists in the workforce. This information
was used to set goals in the engineering and scientific occupations for the
FY-1385 Affirmative Action Plan, which were as follows:

Occupation 0ffice , FY-1985 Goal
Nuclear Engineer, GG-840 NRR 2 Asfan Males
1E 2 Asfan Males
General Engineer, GG-801 NRR 1 Hispanic Male
IE 1 Black Male
Security Administrator, GG-080 ADM 1 White Female
NMSS 1 White Female
Attorney, GG-305 0GC 1 White Female
ELD 2 White Females

External strategies have emphasized broadening and increasing the applicant
pool from which selections into target positions are mace. NRC has an
aggressive recruitment advertising policy, and special emphasis has been given
to advertising in publications and at professional meetings which are targeted
towards minority and women's groups. In addition, the staff annuaily recruits
_at colleges and universities and participates in cnllege job fairs;
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here again emphasis is placed on those with a high quality engineering
curriculum and a good representation of minority and women students.
Finally, since its inception NRC has had an active Cooperative Education
(Co-op{ Program to increase the availability pool for engineering,
scientific, and legal positions.

3.1.3 Programs for Veterans

various statutes and Federal regulations recognize the particular employment
problems many veterans face. NRC affirmative action programs directed toward
veterans include focusing on the special needs of disabled veterans.

3.1.3.1 Disabled Veteran Program

OPM requires all agencies to develop and have in place a current Disabled
Veterans Affirmative Action Plan (DVAAP). The NRC DVAAP, was approved
by the Office of Personnel Management (0PM) on January 11, 1985.

As of May 31, 1985, the Agency employed 66 disabled veterans entitled to
compensation for disability or who had been released from active duty
because of disabilities.

3.1.3.2 Vietnam Era Veterans

Although the competitive civil service has established several
special hiring authorities to facilitate the entry of Viet m era
veterans into Federal service, NRC hires these veterans under its
own excepted merit system, Approximately 292 staff members are
Vietnam era veterans; these veterans account for about 8.7 percent
of the total NRC staff, ‘

3.1.4 Handicapped Program

The NRC Affirmative Action Plan for Handicapped was updated and formally
approved by the EDO on November 23, 1684,

During FY-1684 two new employees with targeted disabilities were hired.
During FY-1985 (as of July 15, 1985), one new employee with such a disability
had been hired. The number of NRC employees with targeted disabilities
remained at 19 as of July 15, 1985.

During October and November of 1984, the NRC made serious efforts to upgrade
and update the data base on handicapped employees. The Agency canvassed the
total NRC work force twice within two months, encouraging all employees to
complete and return Standard Form No. 256, "Self-ldentification of Reportable
Handicap.® Approximately one-third of our employees responded, giving the
Agency a more reliable data base on which to gauge future progress.

Recruitment efforts during FY-1985 included attending the Job Fair sponsored
by the President's Commission for the Handicapped in May 1985, We have also
commenced discussions with the State of Maryland's Vocational Rehabilitation
Center with the objective of participating in their student volunteer service
program,
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3.1.9 Hispanic Employment Program

The Hispanic Employment Program (HEP) is an affirmative employment program which
places special emphasis on the hiring, promotion, and retention of Hispanics.
The program was established in 1970 as the Sixteen Point Program for Spanith
Speaking Americans by Executive Order and was incorporated into the Federal
Personnel System through FPM Letter 713-18 of January 23, 1973. In 1978,

the program name was changed to the Hispanic Employment Program.

HEP focuses on the underrepresentation of Hispanic Americans in
the Federal employment sector commensurate with their availability in the
civilian labor force. Hispanic representation in the NRC workforce is about

1 parcent.

HEP is guided and directed by OPM. Like other affirmative employment programs,
its accomplishments are evaluated by the EEOC. In NRC, HEP 1s a collateral

duty managed program; a Hispanic member of the OSDBU/CR staff is the HEP Manager
(HEPM) for NRC; the HEPM attends meetings at OPM and conferences throughout

the country where Hispanic issues and concerns are addressed. In addition,

the HEPM participates in recruitment activities directed tcward Hispanics and
coordinates programs to increase awareness of Hispanic issues. Concerns for

the representation and utilization of Hispanics are addressed in the "Report

of Accomplishments” for Minorities and Women submitted annually to the EEOC.

3.1.6 Part-time Employment Praogram

The Federal Employees Part-time Carcer Employment Act of 1978 (P.L. 95-437)
required Federal agencies to develop a program to provide part-time career
employment opportunities to the maximum extent feasible. In 1973, NRC published
proposed management directives for its program for comment, and the directives
were published in final form in 1982 as part of NRC Manual Appendix 4108,

Annex 2. As of May 11, 1985, a total of 152 permanent part-time staff

members were employed by NRC.

Offize Directors and Regional Administrators have established annual geals for
part-time career employment in the Office/Region Staffing Plan prepared annually.
Additionally, selecting officials are required to review each position under their
supervision as it beccmes vacant to determine the feasibility of filling it on

a part-time career basis; and NRC regulaticns provide informaticn concerning
part-time employment for emplayees interested in changing from full-time to
part-time status.

NRC has historically encouraged the use of part-time professional employees.
In addition, the program has been of particular value in the regions, where
* part-time clericals are employed at many of the reactor sites to support
Resident Inspectors. In most cases, these positions provide employment .o
per:ons. primarily women, who would otherwise be unable to enter the labor
market,
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3.2 Affirmative Action Recruitment, Hiring, and Placement

NRC 1s constantly working to increase the representation of minorities,
women, and the handicapped in positions where underrepresentation of these
groups may exist. \

3.2.1 Encouragement of Entry-Level Hiring

Both the affirmative action benefits and other advantages of entry-level hiring
are recognized within the NRC. The importance of entry-level hiring was given
strong emphasis by the EDO when on March 11, 1985, he directed that during

the remainder of FY-1985 and for FY-1986, 25 percent of all NRC outside hires
would be employed at the entry levels. This program is being carefully
monitored by the Division of O&P; Regional Personnel Officers, and OSDBU/CR.

As of July 3, 1985, a total of 10 entry-level professional staff members had
been hired during FY-1985. These included 5 white females and 2 male minority
groun members.

3.2.2 Entry-Level Recruitment

Among the several protected groups, the availability of minorities and women
in most professional occupations appears to be measurably greater |mong those
‘at the beginning of their careers than among experienced applicants. For this
reason, more highly qualified women and minorities have expressed interest in
Joining NRC at the entry level. To attract highly qualified women and
minority applicants, the NRC is attempting to fill as many positions as
possible at the entry level.

Since its inception, NRC has conducted an active college recruitment program.
Emphasis is placed on colleges with a high quality engineering program and a
aood minority and female representation. The FY-1985 College Recruitment

rogram included 32 visits to college campuses. Ten of these visits were to
predominately minority schools. These visits included participation in 18
minority or women campus job fairs.

The "Student Invertory" of applicants for the Agency's entry-level engineering
and scientific positions has shown the positive results of our recruitment,

Of the 409 entry-level applicants who have been entered into the Student
Inventory between October 1, 1984 and July 12, 1985, approximately 34 percent
(141 applicants) have been either women or members of minority groups.

These applicants included:

95 women (including 7 Asian, 11 Black, and 2 Hispanic women)
1 American Indian male

28 Asian males

15 Black males
2 Hispanic males

13T Total
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3.2.3 Hiring Experienced Staff

Recruitment programs have been increasingly successful in soliciting
applications from experienced engineers and scientists who are women and/or
members of minority groups. Of the 258 experienced applicants who have been
entered into the Headquarters Applicant Review System between October 1, 1984
and July 12, 1985, approximately 28 percent (73 applicants) have been either
women or members of minority groups. These applicants included:

12 women (including 3 Asian women)
1 American Indian male

52 Asfan males
5 Hispanic males
3 Black males

73 Total

In attempting to reach experienced workers, NRC regularly advertises in
national technical magazines and journals and in predominantly minority and
women's magazines with technical readership such as U.S. Black Engineer,
Society of Women Engineers, and Hispanic Engineer, In addition to
attending meetings of organizations such as the American Nuclear Society
(ANS), NRC is either represented at or participates in technical society
meetinrgs conducted by minority and women's organizations.

3.2.4 Cocperative Education Program

The NRC Co-op Program is aimed primarily at individuals pursuing degrees in
engineering and scientific disciplines of interest to NRC. There is an
occasional requirement for Co-ops in non-technical disciplines. FTE for this
program is centrally funded and managed by 02p.

The Co-op Program can provide NRC with mincrities and women who can later
become applicants for entry-level professional positions. In FY-1985 a tota!
of 32 Co-ops were on NRC rolls, These included 15 women (including 3 mincrity
women) and 3 minority men; thus, 1R for 59 percent) of the Acency's Co-0p
employees were protected group members.

Six of the NRC Co-op employees graduated in FY-1985, Two accepted offers with
the Agency, one declined, one went to military service and two pursued further
goals in higher education.

3.2.9 Review of NRC Employment Practices

‘The majority of NRC employment practices which impact affirmative action
recruitment or advancement are covered by NRCM 4108, “Employment," and NRCM
4130, "Position Evaluation and Pay Administration." Both these issuances have
been revised within the past 3 years, and particular attention was paid during
the revision process to ensure that none of the policies and practices created
arzificia1 barriers to the emplovrent or advancement of minorities and women in
NRC.
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In addition, review of employment practices is an ongoing process. Input and

feedback from EEQ constituent groups, EEQ Specialists, and employees have been
helpful in this process. For example, the Labor-Management EEO0 Committee has

continued to stress the advantages of entry-level recruitment over recruitmert
of experienced perscnnel in furthering affirmative action coals; the Committee
has been an important influence in promoting these advantages among selecting

officials and in locating minority candidates.

3.2.6 Qualifications Review and Analysis

During FY-1985, the Division of O&4P has conducted a special review of the
qualifications required in vacancy announcements for selected vacancies, The
purpose of the review is to assure that qualifications are not unduly
restrictive and are related to the duties of the vacant position. As of

May 31, 1985, a total of 78 vacancy announcements had been reviewed. Thus
far, as a result of these reviews, four vacancy announcements have been
reposted to more correctly state qualifications requirements and in the
interest of assuring that requirements are rot too narrowly drawn,

> 5 Development and Utilization of NRC Staff

NRC training and development goals have been established to provide the maximum
feasible amount of both technical and scientific and non-technical training to
the broadest spectrum of NRC emplovees. NRC provides training to new employees
entering on duty, current professicnal employees so that they can stay abreast
of technological developments, a1l employees to maintzin and improve their
present job skills and knowledge, present and prospective supervisory,
management, and executive personnel, and employees who need to be retrained as
a result of reassignment.

3.3.1 Training Programs

The Government Employees Training Act (P.L. 85-507) authorizes agencies to
train employees to enable them to better perform their duties. The Management
Cevelopment and Training Staff (MDTS), ADM, is responsible for administering the
Governme. 't Employees Training Act at NRC. Consistent with definite needs which
arise or are anticipated, employees are provided the opportunity to develop
their knowledge, skills, and abilities to enhanc2 their job performance and
prepare themselves for future duties. Additionally, NRC provides oppertunities
for employees to acquire or update knowledage or skills necessary to maintain
and improve NRC operations and to acquire knowledge or skills necessary to
perform newly assigned responsibilities or resporsibilities which will be
assigned in the immediate future such as the next step on the career ladder of
_ the employee's position.

Since 1977, NRC has conducted a formal Career Counseling Program which is now
open to all employees. Participation is voluntary, and the objectives of the
counseling are to provide: an increased avwareness of skills, interests and
aptitude; clarification of values and priorities; development of coal setting
abilities; understanding cf obstacles to career planning; and unders*tanding
the procecs of career decisionmaking. Over 1,000 NRC employees nationwice

-
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increased awareness of skills, interests and aptitude;
clarification of values and priorities; development of goal
setting abilities; understanding of obstacles to career planning;
and understanding the process of career decision making. Over
1,000 NRC employees nation-wide have attended this program.

Since 1979, NRC has sponsored training under the Certified
Professional Secretary Program. Specifically targeted at
Secretaries, the program requirements permitted an expansion of
the definition of "job relevancy." Courses in fields such as
accounting, para-legal trainin?. and economics, which are
normally unavailable, are available in a modified program
administered in association with the National Association of
Secretaries.

In order to ensure that all employees are aware of the training
opportunities available to them, ADM issues a Guide to Training
Opportunities (NUREG/BR-0017) to all employees. In addition,

Training Announcements are distributed to all employees when new
in-hcuse training is made available. NRC managers are given detailed
course descriptions and schedules in order to ensure wide dissemination
of training information.

3.4 Complaint Receipt and Processing

There are well establishéd. formal precedures for filing, receiving, and
adjudicatin? complaints of discrimination. Throughout the process, discussion
and informal problem resolution, where possible, are encouraged.

3.4.1 The Complaint Process

NRC has 26 EEO Counsaelors who are appointed by the Director,

0SDBU/CR. Sixteen are located in headquarters and two in each

regional office. The counselor is the first stop for an employee

or applicant for employment who believes he/she has been

discriminated against in some aspect of his/her employment.

The counselor has 21 calendar days to attempt to i : ch an informal
resolution. If the final counseling interview is not completed in 21
days, the counselor must give written nctice of the right to file a
?iscrimination complaint any time up to 15 calendar days after the fimal
nterview.

If informal resolution fails, the employee or applicant may file a fermal
complaint with designated members of the 0SDEU/CR staff. In addition,

* bargaining unit employees may file a grievance under the negotiated grievance
procedure. NRC has developed an effective discrimination complaint
investigation system based on a system of contractor based investigations

and reports. This approach permits a full, independent review and
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investigation of complaints by trained investigators, not regular employees of
the agency. After completing the investigation, the investigator presents the
Director, OSDBU/CR, with a fully documented report. The Director, OSDBU/CR,
forwards one copy of the investigation report to the complainant and cne copy to
. designated EEQ Officer for review, analysis, and an attempt at reaching an
informa! resolution. If an informal resolution is agreed upon, the terms of the
agreement are reduced to writing, and the matter is closed.

1f informal resolution fails, the EEQ Officer issues a proposed disposition of
the complaint based on the recommendation of the EEQ Officer and the Director,
0SDBU/CR. 1€ the complainant rejects the proposed disposition, he or she it
informed of his or her rights under the law, including the right to a hearing
before an EEOC examiner, the right to appeal any agency decision made in
connection with the complaint to the EEOC Office of Review and Appeals, and the
right to file a civil action 1n a U.S. District Court after 180 calendar days
from the date the initial complaint was filed.

3.4.2 Analysis of Complaints

NRC policy is to maintain a positive environment for the EEO complaint process
and to ensure that complainants and witnesses are free from reprisal er
harassment. Since its inception in 1975, the NRC has had a total of 50 formal
EEO complaints filed and accepted for processing under the regulations. Table
3.1 summarizes these complaints by the basis for each., Overall, complaints
basec on race factors lead the list, closely followed by those based on age.
Only 19 complaints remained cpen as of May 31, 1985. 0f the 31 complaints
closed, 19 were withdrawn after resolution satisfactory to the emplovee in 13
cases, 7 were cancelled by NRC after a finding of no discrimination, 4 were
rejected by the NRC, and 1 was cancelled by NRC for failure to prosecute. In
addition, data on informal complaints and contacts with EEO Counselors is
systematically collected and analyzed to spot pctential problem areas and

trends.
3.5 EEO Training for NRC Staff

Employees, supervisors, and manajers need to be aware of th2 impacts of past
discrimination on members of protected groups and be sensitive to potential
discriminatory actions., More important, supervisors and managers need to know
how to integrate the principles of affirmative action into their personnel
decisions. Accordingly, EEQ and affirmative action training has been and will
continue to be provided for NRC staff at all levels,

3.5.1 Executive Training

‘Seninr-level managers had not received formal EED training as a group since
1976, although EED topics had been included in many general management
courses. This situatinn was addressed by means of two '-day EEO trainirg
seminars conducted in May 1985,
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Table 3.1 Formal EEO Complaints Filed at NRC
1975 through June 30, 1985

Basis Individual Class Total
Age 11 1 12
Sex 8 2 10
Race 16 2 18
Race & Sex 2 2 i
Age & Sex 2 0 2
Race, Color & 1 0 1
National Origin

Harassmert 3 0 3
Totals 43 7 50

Source: 0SD3U/CR
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3.5.2 Employee Orientation and Awareness

Semiannually, MDTS conducts orientation training for all new
employees. Representatives from selected NRC offices, including
0SDBU/CR, describe their primary functions, and in the case of
0SDBU/CR, their EEQ program responsibility. The OSDBU/CR
supports various functions of special emphasis groups and
committees, such as the Asian/Pacific American Heritage Week;
Black History Month; and the Hispanic Heritage Week. Each year
0SDBU/CR makes funds available to each special emphasis group for
use on special activities as needed.

3.6 EEQ Planning, Implementation, and Review

NRC has a centralized syster for EEQO planning. However, program implementation
is carried out by several EDL staff offices working with individual headquarters

offices and regions.
3.6.1 Review of Program Planning

Within NRC, OSDBU/CR has the priicipal responsibility for EEQ program planning.
.The objective of the EEQ planniny process is to provide NRC with a systematic
approach for establishing affirmative action plans and goals. In turn, these
plans are designed to be integrated into the ongoing management and personnel
process. ‘

3.6.2 Program Implementation

Once EEQ plans and affirmative action goals are established and approved by the
Commission and the EDO, staff offices such as OSDBU/CR and ADM are responsible
for developing specific programs and activities for achieving the goals and then
monitoring achievement of those goals. Ultimately, individual managers and
supervisors are the focus for the implementation of NRC EEQ and affirmative
action programs through their day-to-day personnel decisions.

3.6.3 Reporting Responsibilities

04P provides the basic perscnnel data needzd by OSDBU/CR, ADM, the EDO, and the
Commissicn to prepare, operate, monitor and evaluate EEQ programs. In turn,
0SDBU/CR has the principal responsibility for analyzing data and submitting
reports.

3.6.4 Reports to NRC Management

‘Based on data from 0&P, OSDBU/CR prepares information to provide NRC management
with an assessment of the effectiveness of EEQ and affirmative action
fnitiatives and to shew long-term changes in EEO conditions. Reports to NRC
management are usually made in conjunction with the preparation of formal
rep?r:s to the EEOC and other agencies rather than on a recurring internal
cycle.
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3.6.5 Reports to Other Aaencies

A1l Federal agencies are required to prepare and submit to the g20C a vearly
Affirmative Action Plan containing goals and accomplishments. In addition to
this report, NRC also prepares and submits program-specific reports on the
various affirmative employment programs such as the Disabled Veterans
Affirmative Action Plan (DVAAP) for disabled veterans.

3.6.6 Status of Reporting Systems

NRC analysts and managers use a comhination of autemated and manual systems to
record EEQ related data.

3.6.6.1 Automated Personnel System

The Automated Personnel System (APS) maintained by the Division of Organization
and Personnel (0&P) is the principal source of EEQ data for the NRC.
Identification of minority group membership ard handicapped status is based on
employee self-identification. Data on sex and age is based on 04P review of
official employment records. The system builds a3 transaction history file which
provides the data from which analysis of employment trends can be undertaken.

In addition, the svstem produces a number of pre-formatted reports analyzing the
compnsition of the NRC workforce.

The current APS is an excellent system for capturing ard storing data required
for EE0 aralyses; during the perind October 1, 1984 through July 31, 1985, the
Division of O&P produced €2 FEN-related reports. The availabilitv of micro-

computers ncw makes it possible to transfer, manipulate, and format this data.

3.6.6.2 Manual Reporting Systems

Labor-intensive manual svstems are now used to collect selected data on
applicants for NRC employment and to track them throuqh the employment process.
A sionificant percentage of training and development data is maintained
manually.

3.7 Management Accountability for EEQ Accomplishments

Individua) supervisors and managers have the ultimate respansibility for the
success or failure of achieving EE0 program objectives, anc will be held
acenuntable for performance in meeting the Agency's EEOQ policies and chisctives.,
- o 4 | Authority and Accountability

' The head of each agency, or his desionee, has the responsibility for

establishina, maintaining, and carrying out a r~ontinuine affirmative
action prcaram. After the proposed hiring gcals and other
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affirmative actions are approved by the Chairman, they are formally transmitted
to Office Directors and Regional Administrators by the EDO. O0SDBU/CR then
provides the EDO and the Chairman with assessments of management EEQ activity
based on reports submitted by individual offices and review of data submitted

by 0&P.
3.7.2 EED and the Performance Appraisal Process

The EEO accomplishment report submitted annually by Office Directors and
Regional Administrators to OSDBU/CR is analyzed in order to provide the EDO
and the Chairman information regarding the performance of manzjers and
supervisors in achieving their assigned goals, in addition, the Director,
0SDBU/CR has been appninted as a non-voting, ex officio, long-term member
of the SES Performance Review Board.

Under gurrent NRC performance appraisal systems, both SES and
non-SES managers and supervisors must be rated on their EEQ
performance as a part of their overall management effectiveness.
Rating officials evaluate EEQ perfarmace as part of the aporaisal
process., While both OSDBU/CR and ADM now provide input to the
performance rating process for Office Directors and Regional
Administrators, the EEQ effectiveness of lower-level managers and
supervisors is generally not assessed as systematically.

3. 7.3 EED as a Factor in Recognition and Awards

The NRC Equal Employment Opportunity Award is presented to employees for
outstanding achievements or contributions in furtherance of the NRC EED
Program. The award is approved by the EDO and presented during the Annual
Incentive Awards Program. Since 1977, nine, or 45 percent, of these awards
have been to supervisors and managers in recognition of their EEO
accomplishments.
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4. ASSESSING THE FY-1985 NRC EEOQ PLAN

The Office of Small and Disadvantaged Business Utilization/Civil Rights has
the lead for monitoring the implementation and assessing and reporting the
accomplishments under NRC's FY-1985 Consolidated EEQ Program Plan. The