P001 AIRMAN RECRUITING

STATISTICS:
The demographic information, as estimated, within an approximate 50-miles radius of the 167th AW indicates a total population of 1,116,763. The black population comprises 58,955 or 5.27% of the total population. Other minorities comprise 59,216 or 5.30% of the total population. Unit strength as of 30 Sep 04 was 1162 members.

Total recruiting gains were 135 of which 10 were black, including – 5 African American females, and 5 African American males. Our desired black representation is 4.5% and we currently have 43 black members or 3.7%. Other minority recruiting gains were 1 Hispanic male; 1 Asian female; 1 Asian male; 

and 1 American Indian male.

The female population at the 167th AW is 186 or 16.0%, which includes 14 black females comprising 7.5% of the total female population. Female recruitment was 31, which is approximately 23% of total recruitment. 

Our hispanic representation within the unit is 7 or less than 1% of the unit strength. Our Native American representation is 22 or 1.8% of the unit strength. Our Asian representation is 6 or less than 1% of the unit strength.

ANALYSIS:

Minority recruiting has increased significantly over the last year. There were 15 minority gains, as compared to 1 during FY-03, and 4 minority losses, 1 Asian, and 3 African Americans, this past year. Female recruitment increased by 100%. However, the female population percentage within the unit has remained relatively unchanged. There were 31 gains and 29 losses.  

MANAGEMENT ACTION:

 The 167th Air Wing recruitment section has, and will continue to make changes over the next year.  The recruiting office has three aggressive recruiters this year. They are very eager and enthusiastic about increasing our overall recruiting numbers. They, along with the Wing Effectiveness and Diversity Council, have formed a plan to increase minority recruiting specifically. Unit recruiters, along with Diversity Council members, regularly attend Local County Fairs, High School Career Events, and Job Fairs. The Diversity  Council, Military Equal Opportunity Office, Inspector General, and unit members have assisted in the overall recruitment effort by providing leads and being actively involved in local community activities.   The recruit training program, or organized student flight has increased  in size. The non-prior service recruits are involved in this flight prior to leaving for basic training to help them in their preparation. Reports back from basic training continue to be very encouraging.  The 167th Air Wing, with the total support of the wing and unit commanders, will continue to increase its involvement in local community events and organizations. 

 POO2 COMMISSIONING OF AIRMEN: 

STATISTICS:  

The 167th Air Wing has a total officer strength of 164 as of 30 Sept 04.  This total encompasses 133 males, and 31 females; including - 128 white males, 5 black males,  2 black females, 1 female listed as other minority, and 28 white females.  We obtained 7 new officers in FY 04, 1 white female, 5 white males, and 1 female listed as other minority. Of the 7 new officers, 4 were new commissions, 1 white female, and 3 white males. Our loss of officers this past year was 19, of which 14 were white males, 3 were white females, 1 was a black male, and 1 listed as a minority male.

ANALYSIS: 

As indicated, our officer involvement is diverse. Female officer involvement continues to be well represented. Currently at 18.9% it is about 2% above the unit representation. Again, we gained fewer officers this year, while losing more than twice as many to separation.

MANAGEMENT ACTION:

The 167th is continually striving for a qualified, dedicated and diverse workforce. Recruiting efforts are extensive and include the efforts of individual members throughout the base, as well as the recruiting staff and the work of the Diversity Council. Recruiting efforts include such activities as local school involvement, significant community involvement, as well as participation in county fairs and other regional activities.  Management is aware that there were few minority officers gained this year. Mentoring, both formal and informal, should assist minority members in preparing for possible commissioning opportunities. Management should help ensure that qualified applicants are aware of commissioning opportunities that become available.  Management should also look at continuing mentorship for all officers. This should help with officer retention.
E101 ON THE JOB TRAINING:
STATISTICS:  

During FY04 there were 194 CDC end-of-course examinations administered.  The unit pass rate is approximately 98% (3 failures out of all the tests given). All of the recorded failures were taken by 2 white males, and 1 white female.

ANALYSIS:  

OJT is an important and integral part of the enlisted member’s training.  Appropriate and adequate training should be provided under the supervision of the immediate supervisor, and in coordination with the member’s trainer, which is not necessarily the member’s supervisor.  The member should also have the support of a mentor, someone available to council and guide the individual.  The probability of a trainee successfully completing their course exam is greatly enhanced when all of the above parties work together to help ensure that the member is properly trained and ready to test.  In addition, the self-study habits of the trainee are another important ingredient for success on the test.  This should be stressed as well. 

MANAGEMENT ACTION:

Management is very interested and concerned about the success and preparedness of individuals to perform their jobs and complete their end of course exams.  The Human Resources Advisor is looking into the implementation of a formal mentoring program. This program, in conjunction with proper supervision, as well as appropriate on the job training  should  help ensure that members are adequately prepared to perform all job responsibilities assigned to them. After the allowable first time failure for a CDC end-of-course exam; trainees should be afforded some study time during drill weekends to better prepare for the second test.

U201 UTILIZATION OF ASSIGNED PERSONNEL:

STATISTICS:   

Females are represented in approximately 32 different career fields.  The minority population is represented in approximately 26 different career fields.  The following career fields have a significantly high representation from females:

Nursing: 


23 of the 31 assigned or 74%

Information Management:

13 of the 25 assigned or 52%

Personnel:


14 of the 33 assigned or 42%

Medical Services:


32 of the 84 assigned or 38%

Health Service Management:
15 of the 43 assigned or 34%

Financial Management:

 6 of the 14 assigned or 42%

Visual Information:

  6 of the 8 assigned or 75%

Services:


8 of the 29 assigned or  27%

Command & Control:

7 of the 14 assigned or 50%

High representation from minorities (excluding white females):

Medical Services:


11 of the 84 assigned or 13%

Personnel:


8 of the 33 assigned or 24%

The next listing of career fields shows a low or no representation by females:

Security:



3 of the 72 assigned or 4.1%

Pilots & Navigators:

3 of the 71 assigned or 4.2%

Maintenance:


7 of the 254 assigned or 2.7%

Civil Engineering:

3 of the 87 assigned or 3.4%

Intel:



0 of the 11 assigned or 0.0%

Life Support:


0 of the 12 assigned or 0.0%

Chaplain


0 of the 5 assigned or 0.0%

Dental



0 of the 4 assigned or 0.0%

The following career fields show a low or no representation from minorities:

Civil Engineering
:

3 of the 87 assigned or 3.4%

Security:



3 of the 72 assigned or 4.1%

Pilots & Navigators:

2 of the 71 assigned or 2.8%

Maintenance:


7 of the 254 assigned or 2.7%

First Sergeant


0 of the 11 assigned or 0.0%

Life Support


0 of the 12 assigned or 0.0%

Chaplain


0 of the 5 assigned or 0.0%

ANALYSIS:  

There continues to be a significant lack of representation of females in the areas of flying, maintenance and civil engineering.  This may negatively impact the future recruitment and retention of females and may affect their ability to obtain leadership positions and command responsibilities. Females appear to be increasing in numbers in the supply career field. There is still a large concentration of female members in the administrative and medical fields.  Minority member representation appears to be increasing in the medical services and personnel area, while decreasing in the flying career fields.  There continues to be a significant lack of representation of minorities in the areas of flying, maintenance and civil engineering.  This may negatively impact the future recruitment and retention of minorities and may affect their ability to obtain leadership positions and command responsibilities. There are also several career fields that do not have any minority or female representation.  
MANAGEMENT ACTIONS   

The 167th is continually striving to maintain a balanced and diverse workforce.  Management needs to truly appreciate the diversity of talent and thought of its personnel, and encourage all individuals to pursue career avenues that meet their abilities and interests. Appropriate supervision and mentoring can help identify such abilities and interests, and help individuals seek out necessary training to pursue opportunities that become available. The Diversity Council will continue to work with recruiting to seek out interested potential members and encourage them to consider career fields that may not be traditionally filled by females and minorities. 

S301 AWARDS AND DECORATIONS:
STATISTICS: 

There were a total of 129 federal awards presented and 57 state awards.  The allocation of those awards is as follows:

	Medal
	WM
	WF
	BM
	BF
	MM
	MF

	
	
	
	
	
	
	

	AFAM
	47
	8
	1
	0
	4
	0

	AFCM
	25
	6
	0
	1
	1
	0

	AFMSM
	34
	1
	0
	1
	0
	0

	WVAM
	28
	1
	0
	0
	2
	0

	WVCM
	2
	1
	0
	0
	0
	0

	WVMSM
	20
	2
	0
	1
	0
	0

	
	
	
	
	
	
	

	
	156
	19
	1
	3
	7
	0


ANALYSIS:

The number of awards overall was higher than last year. The majority of awards this year went to white males with 83.8% of the total awards received.  White females received approximately 10% of the awards, which is lower than their unit representation of 14%.  African American males were awarded less than 1%, which is lower than their demographic representation within the unit. African American females received approximately 1.6% of the awards. Other minority males received approximately 3.7% of the total awards, which is very close to their unit representation. Minority females did not receive any awards during FY04.

 MANAGEMENT ACTION:

There continues to be improvement in award distribution in reference to those males classified as other minorities; however for the category of minority female, there were no awards presented for the second year in a row. Overall, females seem to be underrepresented. Black males are also underrepresented. Management needs to do a better job in ensuring that the base populace is aware of the procedures necessary to submit an individual for an award. Individual awards continue to be an effective means of recognizing members for their accomplishments. Such recognition can go a long way in helping to build a member’s self-confidence and boosts overall morale, especially during this period of increased ops tempo. 

302 AIRMEN AND OFFICER PROMOTIONS:
STATISTICS:  

During FY 04, there were 27 officer promotions and 253 airmen promotions.  The officer promotion breakout - 23 were received by white males and 3 were received by white females, 1 was received by a black male. The promotions to O-5 included 8 white males.  Promotions to O-4 included 3 white males, 1 white female, and 1 black male.
Airmen promotions occurred as follows for FY 04: Of the 253 promotions; 195 were received by white males, 43 by white females, 2 by black males, 2 by black females, 6 listed in the category of  minority male, 1 listed in the category of minority female.  There were 74 promotions to E-6 and above: 53 were white males, 13 were white females, 2 were black males, 2 were black females, 4 listed in the category of minority male, and 0 listed in the category of minority female. Of those promoted to E-6 and above, there were 3 white males promoted to E-8, 2 white females promoted to E-8, and 1 listed in the category of minority male promoted to E-8; 3 white males promoted to E-9, and 1 white female promoted to E-9.

ANALYSIS:  
The statistics continue to be skewed by the small number of minority officers and airmen eligible for promotion at any given time.  The female promotions are slightly higher than their unit representation. But again, there are many factors that come in to play to determine whether a member is eligible for promotion.
MANAGEMENT ACTION:

There has been a slight increase in the promotions for minorities from last year.  Military Equal Opportunity Office is very aware that there are many factors that affect whether or not an individual is eligible for promotion.  However we need to make sure that all personnel have a opportunity for promotion. Once an individual has been identified for potential promotion, the individual, along with their supervisor, and possibly their mentor, should ensure that the individual completes any and all necessary tasks required to obtain the promotion.

S303 MILITARY DUTY TOUR SELECTION:

STATISTICS:  

For FY04 there were 11 permanent and 7 temporary AGR positions available. Three of the permanent positions are listed as “not yet filled”. Of the 8 remaining permanent positions, 4 were filled by white males, and 4 were filled by white females. Of the 7 temporary positions, 5 were filled by white males, and 2 were filled by white females. Technician positions are tracked at the state level and therefore not reported here.

 ANALYSIS:
AGR selections for permanent and temporary positions represent the unit demographics in terms of gender by not race. 

MANAGEMENT ACTION:
Continue to aggressively promote permanent and temporary open positions to the entire base populace. With the advent of the C-5 conversion and the significant number of full-time positions that will become available, we need to aggressively recruit, grow, and prepare all minority talent for some of those projected openings.

 R401 INVOLUNTARY SEPARATIONS ACTIONS:
STATISTICS: 

During FY04 there were 36 involuntary separations, which is significantly higher than last year’s total of 17. Of this, 26 were white males and 10 were white females. 

ANALYSIS:
This year the number was more than twice as last year. The screening process for new recruits appears to be not catching many of the recruits who end up involuntarily separated.  There were 20 administrative separations, 12 medical discharges, and 4 mandatory retirements.    

MANAGEMENT ACTION:

Management needs to help ensure that new recruits understand the requirements necessary to enlist, and more importantly, what is required once they do enlist. This should continue to reduce the number of administrative discharges. Medical discharges and mandatory retirements are typical for military attrition. 

R402 UNIT RETENTION:

STATISTICS: 

There were a total of 118 losses for FY04 broken down as 87 white males (73%), 1 black male (<1%),  1 Asian male (<1%), and 29 white females (24.5%).

ANALYSIS:

Unit losses have decreased slightly since FY03. Losses of minorities are relatively correlated to their unit representation. Losses of females is significantly higher than their unit representation.

MANAGEMENT ACTION:

Management is somewhat encouraged by the decrease in losses over the last year. Some of the voluntary separations may be related to the increased ops tempo around the world. The unit is actively working to find new ways to recruit, but more importantly to retain personnel. New recruits in the student flight work together to help one another prepare for basic training. They also participate in the mini-academy, which is a six-month course designed to further prepare new recruits for basic training and continued military service. Once the members complete basic training and technical school, the focus shifts to on the job training and mentoring to keep individuals headed in the right direction.  The Human Resources Advisor is looking forward to implementing a formal mentoring program for the base. NGB is in the process of testing a mentoring program that should be made available to all guard units in the foreseeable future.










6 November 2004

MEMORANDUM FOR HQ WVANG/SL

FROM:
167AW/CC    


222 Sabre Jet Blvd., Rm. 107


Martinsburg, WV 25401-7704


SUBJECT:  Affirmative Action Plan - ACTION MEMORANDUM

Enclosed is the Affirmative Action Plan update for fiscal year 2004.    








Eric Vollmecke, Colonel, WVANG








Wing Commander

Encl.









11 November 2003

MEMORANDUM FOR 167 AW/CC



            HQ WVANG/SL (Maj Kenneth Hale, 6430)



            IN TURN

FROM:  167AW/MEO

SUBJECT:  End -of-Year Military Equal Opportunity Reports

1.  Enclosed is the 2004 Affirmative Action Plan for the 167th Airlift Wing. 

2. Please direct any questions or inquiries to this office at DSN: 242-9323.






Audie Sanders, Maj, WVANG






Chief Military Equal Opportunity 

