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Cvilian Personne
FEDERAL EQUAL OPPORTUNI TY RECRU TMENT PROGRAM

1. Purpose. This establishes and prescribes the policies,
responsibilities and procedures wthin USACE for | nplenentation
and mai nt enance of the program

2. Applicability. This regulation is applicable to al
HQUSACE/ OCE el enents, field operating activities (FOA) |ocated

}hin the National Capital Region and the U. S. Arny Center of
i

fi

tary Hi story serviced the Operating G vilian Personnel

Wi
M
Ofice, CEPE-OR
3.

Ref er ences.

a. FPM Letter 720-2
b. FPM Bulletin 720-10
c. Uniform CGuidelines on Enpl oyee Sel ecti on Procedures

4. Policies. |In accordance with 5 USC 7201, it is the ﬁolicy of
this Headquarters to conduct a continuing programfor the
recruitment of mnority group nenbers, wonen, disabled veterans
and handi capped individuals 1n a manner designed to elimnate
their underrepresentation for all civil service positions within
serviced activities and ensure equal opportunity. This program
requi res the support and participation of all Ievels of
managenent in order to be effective and neaningful. Each
supervi sor and manager wi |l be conscious of areas of
underrepresentation within their work force and will devel op
techni ques for program acconplishnments based upon their
assessnment of needs and opportunities. This programwl| be
devel oped and inplenented as required by the Ofice of Personnel
Managenent (OPM, the Equal Enploynment Qpportunity Comm ssion
(EEQC) and Headquarters, Departnent of the Arny. The Cvilian
Personnel O ficer (CPO and the Operating Equal Enpl oynent
Qpportunity O ficer (EEOCO serve as the principal advisors and
pr ogram managers.

5. Responsibilities.

a. Conmmanders will:

_ (1) Inplenent and enforce requirenents as set forth by
this program and assure full support by all |evels of managenent
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and supervi si on.

_ (2) Provide personal |eadership, active support and
vi gorous enforcenent of the policy on equal opportunity
recruitnment.

(3) Devote adequate resources to establishing and
conducting a continuous recruitnment programto include external
and internal recruitnment efforts and interagency recruitnment
activities.

b. Cvilian Personnel Oficer will:

(1) Serve as the primary action officer for the nanagenent
of this program providing technical staff support, assistance
and advice to managenent with regard to policies, prograns and
procedures applicable to recruitnent, training, pronotion and
ot her personnel actions affecting representation of the work
force.

(2) Provide orientation to all levels of managenent on
program requirenents.

(3) Wrk closely with the EEQO i n nmaki ng annual under -
representation determ nations.

(4) Expand or otherwi se redirect recruitnment activities in
ways designed to increase the nunber of candidates from
underrepresented groups in an applicant pool.

~ (5) Assure that all selections for enploynent are
consistent wth the Uniform Guidelines on Enpl oyee Sel ection
Pr ocedures.

_ (6) Establish a systemto nonitor and eval uate program
actions/acconplishnents consistent with requirenments established
by hi gher headquarters.

c. Equal Enploynment Qpportunity O ficer wll:

(1) Assist in the devel opnent, execution and eval uation of
t he program and work closely with the CPO to devel op and
i npl enment actions to reduce underrepresentation in targeted
occupati ons.

(2) Assist in devel opment of procedures to conduct a
recruitment programfor mnorities and wonen.

~ (3) Assist inorienting work force in program
requi rements, as requested.
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(4) Participate in recruiting activities as request ed.

(5) Assist in nmonitoring and eval uating program actions
and acconpl i shnents.

d. Chief, Recruitnment and Placenent Branch will serve as the
official with operational responsibility for this program

e. Special Enphasis Program Coordi nator will:

(1) ldentifying and assist applicants or potential
applicants from underrepresented groups in applying for Federal
enpl oynent .

(2) Assist in recruiting activities.

(3) Provides input to the devel opnment and inpl enmentation
of actions to reduce underrepresentation.

(4) Monitor the effectiveness of the program and recomrend
nodi fi cations when required.

f. Managers and Supervi sors:

(1) Project job openings and identify those suitable for
external and internal recruitnent in coordination with CPO

(2) ldentify enployees from underrepresented groups who
have, or potentiallﬁ have, necessary job-related qualifications
for occupations to be filled internally in coordination with CPO

(3) ldentify enployees from underrepresented groups who
need training to inprove their job-related know edges, skills and
abilities and the types of training needed in coordination with
CPO.

(4) Review jobs and identify those which can be used to
establish devel opnmental or 'bridge' positions and those which can
be restructured for trainee and upward nobility opportunities in
coordi nation with CPQO

(5) ldenfity jobs for which bilingual/bicultural
requi renents are needed or where only mninmal |anguage skills are
required in coordination with CPO
(6) Participate in recruiting activities as request ed.
g. Enployees will:

(1) Denonstrate willingness to participate in training
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and devel opnment opportunities.

(2) Keep Oficial Personnel Folders updated to ensure that
all pertinent information regarding educati on and experience is
present .

6. Procedures.

a. Data requirenents.

(1) Statistical determ nations of underrepresentation are
made in accordance with published regul ati ons and gui dance from
Equal Enpl oynment Qpportunity Comm ssion (EEOC) and Headquarters,
Departnent of the Army. Underrepresentation is based on the
civilian | abor force as defined by EECC (see definition,
paragraph 7d). The civilian |abor force data is based on the
1980 census.

(2) A conparison is nmade between the percentage a
particul ar race/national origin group and gender and the
percentage in which the sanme group is represented in the civilian
| abor force. Assessnents of underrepresentation are anal yzed at
t he begi nning of each fiscal year. Statistical determ nations of
underrepresentation of defined racial and ethnic groups and wonen
are required as part of the Federal Equal Opportunity Recruitnment
Plan (FEORP). The O fice of Personnel Managenment requires that a
separ ate docunent be maintained which is derived fromstatistica
data produced by the Affirmative Action Acconplishnment Report.
The FEORP will 1 ndicate strategies to be used to elim nate
underrepresent ati on.

(3) Determ nations of underrepresentation are based on
civilian | abor force data wthout regard to the availability of
mnorities and wonen in the | abor force with requisite skills.
Initial statistical determ nation of underrepresentation in
various categories in civil service enploynment will be nmade by
t he Equal EnPonnent Qpportunity Oficer 1n coordination wth the
Personnel O ticer. New determ nations will be nmade annual ly
prior to the start of each fiscal year.

~ b. Proposed actions (activities) to correct underrepresent-
tion.

(1) An assessnent will be made by the Personnel Ofice in
coordi nation with the EECO and appropri ate nanagenent offices of
grades or job categories expected to be filled in the current
fiscal year and on a |ong-term basis (based on antici pated
turnover, expansion, hiring limts and other relevant factors);

t hose occupational categories and positions suitable for internal
and external recruitment progranms for such jobs wll be
devel oped.
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c. Recruitnent Priorities. Once underrepresentation of job
categories and mnority/sex groups is identified and an index of
underrepresentation is conpleted, priorities for recruitnent
activities wll be established. Priorities will be based on
expected job openings in underrepresented job categories, the
severity of the underrepresentation of particular mnority/sex
groups, and the degree to which jobs have potential for
devel opnent and advancenent.

d. Recruitnent Methods proposed to correctunderrepresent-
ation.

(1) Internal Recruitnment Methods.

(a) Skills surveys will be conducted to determ ne the
availability or potential availability of skills within the
current work force. Interested enployees will be counsel ed on
career devel opnent and net hods of qualifying and applying for
positions wth advancenent opportunity.

(b) There will be increased coordi nati on between the
Affirmative Enpl oynment Coordi nator (Recruitnent and Pl acenent
Branch), EEO Ofice, |abor organizations, enployee associ ations
and ot her Federal agenci es.

(c) Geater use will be made of the authorized
alternate internal qualification standards contained in guidance.

(d) Maxi mum consi deration will be give, as appropriate,
to job redesign, upward nobility, job engineering and
est abl i shnment of entry level and bridge positions, and individual
devel opnment pl ans.

(e) Training agreenents will be devel oped, as
appropri ate.

(2) External Recruiting Methods.

(a) The follow ng sources will be contacted as
necessary:

O fice of Personnel Managenent

Speci al Enpl oynment Program Managers
nority and Wnen's O gani zati ons

Hi storically Bl ack Coll eges

Coll eges with Significant Mnority and
Femal e Enrol | ment

O her Federal Agencies

State Enploynent Service Ofices

Current Enpl oyees
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(b) Maxi mum enphasis will be placed upon the use of
excepted or nonconpetitive authorities, including Schedules A B,
and Cin the excepted service and other appointing authorities,
such as Veterans Readjustnent appointnents. The recruitnment of
mnorities for attorney, law clerk and | egal intern positions is
covered in USACE Supplenent 1 to AR 690-300.

(c) Increased enphasis will be placed upon |ocating
former Federal enployees.

~ (d) Maximum consideration will be given, as
appropriate, to job restructuring, job engineering and
establishment of entry |evel and bridge positions.

~ (e) Training agreenents wll be devel oped, as
appropri at e.

(f) Continued enphasis will be placed upon
participation in Cooperative Education Prograns.

(g) Paid advertisenments and radio and tel evision spot
announcenents will be used, as necessary.

(h) Name requests from OPMregisters will continue to
be made.

(1) Special exam ning authorities will be requested
from OPM as necessary.

]) An annual opportunity recruitnment file (applicant
pool) wll be established in order to give future consideration
to menbers of underrepresented groups who were recruited during
peri ods when applicant receipt is closed.

(k) OPMwill be requested to reopen exam nations, as
appropri ate.

_ (1) Planned interagency recruitnent activities
(cl eari nghouses).

(m Use of Federal Junior Fellowship Program

_ (n) Use of worker-trainee authority to nmake tenporary
appoi nt ments pendi ng establishnment of a register.

_ _ (o) Participation in |local community and national |evel
job fairs.

e. Evaluations. The Personnel Oficer and the Equal
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Enpl oynment CpFortunity Oficer will evaluate the FEORP at the end
of each fiscal year. The evaluation will include such things as
conparing the nunber of mnorities referred for consideration
agal nst the nunber of mnorities selected, the reasons for

nonsel ections, the use of the external/internal recruitnent

nmet hods identified in the FEORP, the barriers analysis reports,
and other itens considered appropriate.

7. Definitions.

a. Underrepresentation. Underrepresentation occurs when the
nunber of mnorities by gender within a category of civil service
enpl oyment constitute a | ower percentage than the percentage they
represent in the appropriate civilian | abor force.

(Headquarters, USACE and National Capital Region (NCR) Field
OQperating Activities (FOA) use the Standard Metropolitan
Statistical Area (SMSA ) for the Washington, D. C. area for al
enpl oynent categories except the professional categories.
Underrepresentation for the professional categories is based on
the National G vilian Labor Force statistic.)

b. Category of Cvil Service Enploynent. Category of civil
servi ce enpl oynent neans such groupi ngs of Federal jobs by
grades, pay systens and/or occupations as the Ofice of Personnel
Managenment deens appropri ate.

c. Targeted G oups.

(1) Black (except H spanic Blacks) - A person having
origins in any of the black racial groups of Africa.

(2) Hspanic - A person of Mexican, Puerto R can, Cuban or
Sout h American, or other Spanish culture or origin, regardl ess of
race.

(3) Anerican Indian or Al askan Native - A person having
origins in any of the original peoples of North Anerica, and who
mai ntains cultural identiftication through tribal affiliation or
community recognition.

(4) Asian or Pacific Islander - A person having origins in
any of the original peoples of the Far East, Southeast Asia, the
| ndi an subcontinent, or the Pacific Islands. This area includes,
for exanple, China, India, Japan, Korea, the Philippine Islands,
and Sanoa.

(5) Wiite wonen (excludes Wiites of Hispanic origin) - A
wonen having origins in any of the original peoples of Europe,
North America, or the Mddle East.
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(6) Handi capped Individuals - The Rehabilitation Act of
1973, as anended, defines a handi capped individual as any person
who, has a physical or nental inpairnment which substantiallK
[imts one or nore of such person's major |life activities, has a
record of such inpairnent, or is regarded as having such an
i mpai r ment .

(7) Disabled Veterans - A person who was separated under
honorabl e conditions fromactive duty in the arnmed forces
(perforned at any tine) and who has established the present
exi stence of service-connected disability of 30% or nore or is
receiving disability conpensation retirenent benefits or
pensi on because of a public statute adm ni stered by the Veterans
Adm ni stration.

d. Gvilian Labor Force (CLF). The nunber of persons 16
years of age and over, except those in the Arned Forces, who are
enpl oyed or who are seeking enploynent. This information is
based on the nobst current census.

e. Recruitnent. Recruitnment neans the total process by which
t he Federal Governnment and the Federal agencies locate, identify
and assist in the enploynent of qualified or qualifiable
applicants from underrepresented groups for job openings in
categori es of enploynent where underrepresentati on has been
determ ned and includes both internal and external recruitnment
actions.

f. Applicant Pool. Applicant pool nmeans all types of
i stings fromwhich selections may be made, including, but not
imted to, pronotion lists, conpetitive certificates and
nv entories of eligibles, applicant supply files and |ists of
ligibles for certain nonconpetitive appol ntnents.

FOR THE COMVANDER:

I
I
|
e

—

PAT M STEVENS, |V
Col onel, Corps of Engineers
Chi ef of Staff



