NATIONAL GUARD BUREAU
1411 JEFFERSON DAVIS HIGHWAY
ARLINGTON VA  22202-3231
(State Name) NG DIVERSITY EXECUTIVE COUNCIL CHARTER

VISION
To achieve an organizational culture where diversity is valued as a personnel readiness, combat multiplier that is critical to mission readiness.

MISSION STATEMENT:
Create and sustain an organization that is dedicated to mission effectiveness, valuing diversity, and ensuring each individual has the opportunity and means to reach maximum potential.

GUIDELINES
l.   Meetings will be held quarterly, as needed, with location TBA.
2. Minutes will be maintained and distributed, with copies being forwarded to the Director, ARNG & ANG, ATAGs, ARNG & ANG Wing Commanders and ARNG & ANG SJDEC members.

ROLES AND RESPONSIBILITIES
1.  The Council members will lead by example, applying the vision of the Diversity Council to their daily activities and work environment.  All members will treat each other with respect, will attend meetings, be prompt and observe common courtesies of discussion with one another.  Each member has an equal voice regardless of military rank.

2.  The Adjutant General (TAG), (State Name) is Chairman.  The State Human Resource Advisor (ANG/HRA) will coordinate in planning, organizing, implementing, and facilitating agenda, in conjunction with the State Diversity Initiatives Coordinator (ARNG/SDIC).  

3.  The committee will be comprised of Army and Air National Guard military and civilian personnel.  The committee will equally represent traditional and full time personnel, as well as enlisted and officers.  Gender, culture, ethnic, Unit, Wing balance will be maintained.  Other members may be invited to observe or participate in committee meetings.

4.  An agenda will be prepared and will be distributed to all members and to individuals identified as being key players in Committee activities and initiatives.

5.  The Council membership will support and align with the ARNG and ANG Diversity Strategic Plan on Leadership Commitment, Policy, Recruiting and Retention, Training, Career Management and Development, Mentoring and Community Relations.

6.  Council members will serve no longer than four years on the committee.  Members selected by the TAG may serve an additional two years.

7.  Council members who separate will automatically lose membership in the committee.  State SDIC/HRA will recommend replacements to vacancies for the TAG’s approval.



							TAG Name
                                                                                 		_______ General, USAR or USAF
	   	The Adjutant General, ______ National Guard








STATE DIVERSITY EXECUTIVE COUNCIL PRIORITIES

Priority:  Improve transparency so that servicemembers and civilian employees understand performance expectations, promotion criteria, and processes.  
Ensure that there is transparency throughout the promotion system so all may better understand performance expectations and promotion criteria and processes.

Goals:
· Specify the knowledge, skills, abilities, and potential necessary to be an effective leader at each level of leadership:  the tactical, strategic, and operational levels.
· Educate and communicate to all servicemembers and civilians on the importance of, and their responsibility for total career development and opportunities (i.e. schools, promotions, deployments, assignments).

Actions:
· Develop communication strategies that educate all members of the successful traits, behaviors and qualities necessary to ascend to the higher levels of the officer, non-commissioned officer, and civilians ranks.
· Develop awareness of successful career and promotion opportunities through outreach (i.e. focused briefings, point papers, presentations, roll calls, training).  
· The SJDEC will identify those opportunities and be transparent in communicating educational opportunities to ensure all members have access to continual career development.


Priority: Resource and institute clear, consistent and robust diversity management practices with emphasis on roles, responsibilities, authorities, and accountability.   
Increase understanding of diversity and inclusion of diversity management and employees throughout NG.
Goals:
· Implement diversity strategic plans that address all stages of a servicemember’s and civilian life cycle.  Each strategic plan shall include:
· A diversity mission statement that prioritizes equity and inclusion and provides a purpose that is actionable and measurable.
· A Concept of Operations to advance implementation. 
· Develop the comprehensive analytic capability to ensure that diversity is uniformly included in the design and development of NG workplace programs and initiatives and allows diversity professionals to monitor the scope and impact of diversity in NG workplaces and programs to make informed decisions.
· Revise, reissue, and enforce compliance of existing diversity management and equal opportunity policies to:
· Define a standard set of strategic metrics and benchmarks that enables the CNGB to measure progress towards the goals identified in the strategic plan, including the creation of an inclusive environment.
· Report on the standard set of strategic metrics and benchmarks to JDEC by 1 Oct annually.
· Standard Set of Metrics to include, but not limited to:  Leadership Commitment, Policy, Recruiting (i.e. visibility reflecting the community and accessions) and Retention, Training, Career Management and Development, Mentoring and Community Relations (i.e. Affinity Groups).
· Establish standards that allow for the collection of data needed to generate these metrics and the analysis needed to inform policy action.
· Provide oversight of, and support for, the states’ respective diversity initiatives and metrics to ensure that, at a minimum, they align with the end state established by the JDEC.

Actions:
· Ensure diversity and inclusion strategies are incorporated into NG workforce planning.
· Establish common definitions, methodologies, and reporting templates to analyze total force metrics and measures associated with diversity management.
· Increase the enterprise wide capability to assess and analyze total force data and trends and enable the identification of root causes of barriers to diversity and equity.
· Each SJDEC will develop a scorecard, collection system, to analyze how their organizations are performing in identified areas specific to the diversity needs (for example:  accession demographics, retention, command selection, and promotion rates by race, ethnicity, and gender, analysis of assignment patterns by race, ethnicity, and gender, analysis of attitudinal survey data by race, ethnicity, and gender, identification of persistent, group-specific deviations from overall averages and plan to investigate underlying causes, summaries of progress made on previous actions, race, gender, age of current workforce, recruiting, retention, climate survey, complaints, supplier diversity, diversity training, nepotism, community building, analysis of assignment patterns by race, ethnicity, gender.  Summaries of progress made on previous actions are evident and clear on the SJDEC developed scorecard specific to diversity needs.
· The ARNG State Diversity Initiatives Coordinator (SDIC) and ANG State Human Resource Advisor (HRA) will work to identify metrics for designated areas.  Analysis will be in alignment with SJDEC identified diversity needs.
· Evaluate, assess, and develop qualitative and quantitative assessment methods that include standardized diversity and inclusion-oriented items and/or themes.
· For example, Appendix A:  Annual Results & FY Forecast.  Appendix B:  Goal, Actions, Metrics.


Priority:  To enhance readiness and mission accomplishment, effectively leading diverse groups must become a core competency across the National Guard.  
Develop structures and strategies to equip leadership with the ability to manage diversity, be accountable, and engender a culture of inclusion.
Goals:  
· Leadership training at all levels shall include education in diversity dynamics and training in practices for leading diverse groups effectively.
· Encourage a diversity competencies as a part of promotion criteria to be utilized in selections.
· A renewed ability of senior leaders to champion and define diversity program priorities.
· Diversity competencies and philosophies will be incorporated and aligned to ensure a sustained focus on diversity and diversity initiatives.  
· Leadership will work to ensure a workplace environment free of harassment, discrimination and unfairness.

Actions
· Create selections boards that are diverse in representation and thought practices.
· Ensure processes include the core competencies of diversity (i.e. questions for promotion boards and selections).
· Newcomer briefings include education on force development, diversity, and inclusion.
· Develop the ability of leaders to engender diversity and a culture of inclusion.
· Resource and institute clear, consistent, and robust diversity management policies with emphasis on roles, responsibilities, authorities, and accountability. 
· Include revamped, action-oriented, mission-focused diversity education at the organizational level.
· Incorporate diversity philosophies and strategies into existing professional military education at the organizational level.












Appendix A:  SAMPLE State JDEC – Priorities, Goals, Actions, and Metrics Report
State JDEC Reported Annually by 1 OCT to the JDEC at NGB.    Send completed form to ondra.berry@ang.af.mil

STATE JOINT DIVERSITY EXECUTIVE COMMITTEE
PRIORITIES, GOALS, ACTIONS, AND METRICS

STATE:						RANK/NAME:  				DATE:

SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  	
GOAL 1 – LEADERSHIP COMMITMENT
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  
GOAL 2 – EDUCATION AND TRAINING
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):
SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  
GOAL 3 – CAREER MANAGEMENT
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):
SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  
GOAL 4 – POLICY DEVELOPMENT
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):   
SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  
GOAL 5 – DIVERSITY AWARENESS
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):
SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  	
GOAL 6 – COMMUNITY OUTREACH & INVOLVEMENT
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red): 
SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  
GOAL 7 – RECRUITING & RETENTION
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):  
SAMPLE OF STRATEGIC PRIORITY FOCUS AREA:  
GOAL 8 – (OTHER)
	ACTIONS (Include Timeframe):
	METRICS:
	STATUS (Green – Yellow – Red):  
Appendix B:  SAMPLE Annual Results & FY Forecast
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Appendix C:  SAMPLE Goal, Actions, Metrics.

Leadership Commitment – Goal One

State ARNG & ANG leaders at every level in the organization are committed to creating an environment that fosters diversity and force development.

	OPR:
	Time Frame:

	Commanders and Supervisors at all levels
	



Actions:
· Apply evaluation systems such as performance reports and appraisals that include levels of expectations with clear feedback.
· Implement written force management plans, which will include measurable objectives for achieving diversity.
· Recognize outstanding performance (statewide & nationwide) through various National and State NG programs that positively impact mission readiness (i.e., sustainability, AFSO21, ESGR, special emphasis and community outreach initiatives) .
· Notify all non-US citizens in the State Army & Air NG of citizenship programs available to them.
· Implement diversity as a leadership strategy in all Army & Air NG strategic plans. 

Metrics (use at least one of the following):
· Percent of favorable response on diversity leadership survey questions
· Number of informal vs. formal EO complaints; number of substantiated vs. unsubstantiated EO complaints
· Number and percent of personnel by demographic category
· “Leadership Level” demographic statistics

Education and Training – Goal Two

Everyone (military and civilian) will be given 100% opportunity and access to appropriate diversity and force development training.

	OPR:
	Time Frame:

	Commanders
	



Actions:
· Incorporate diversity and force development training into existing programs to include initial and refresher training using Corporate and/or NGB unit adapted curriculum
· Implement diversity and force development/leadership development training statewide for senior executive leaders, directors, commanders and senior NCOs
· Implement Diversity & Leadership Champions Award Ceremony to highlight outstanding accomplishments
· Implement diversity and force development training to all members of Air and Army NG State Units

Metrics:
· Percent of units and personnel completing diversity and force development training


Career Management – Goal Three

Leaders at every level in the organization will ensure that every unit member has access to viable career and mentoring programs.

	OPR:
	Time Frame:

	Commanders
	



Strategies:
· Monitor career management and individual development programs
· Monitor mentoring program
· Establish retiree network to provide mentoring/assistance to supplement leadership development

Metrics (use at least one of the following):
· Number and percent of new accessions
· Number and percent of reenlistments by category
· Number and percent of loss rate by category
· Number of protégés in mentoring and development programs  



Policy Creation – Goal Four

Review and update NGB and State NG policies to ensure fair and equitable treatment.

	OPR:
	Time Frame:

	Commanders, State Equal Employment Manager (SEEM)
	Annually



Actions:
· Conduct annual reviews of NGB and local policies and submit recommended changes
· Establish distribution plan to ensure dissemination to all bulletin boards and public forums
· Update State NG websites with latest policy and guidance 

Metrics:
· Number of recommendations submitted and number adopted 

Diversity Awareness – Goal Five

The issues of diversity will be reviewed and emphasized when planning and conducting forums within the State Army & Air National Guard.

	OPR:
	Time Frame:

	Commanders, HRO, Chief of Staff, ESSO, Public Affairs, SEEM, MEO, HR/EO, etc.
	Annually



Actions:
· Integrate diversity awareness in the agendas of statewide workshops, conferences and forums including recognition of diversity achievement and encouraging diverse participation
· Rotunda display of statewide and/or national awardees during special emphasis recognition months
· State NG articles included in state/national affinity groups and special emphasis program news forums

Metrics:
· Number of forums conducted which contained diversity awareness and/or recognition.


Community Outreach and Involvement – Goal Six

Establish and enhance community relationships and partnerships through media advertising and active team participation in local events, youth activities, youth mentoring and other outreach programs.

	OPR:
	Time Frame:

	Public Affairs, Community Services Officer, Drug Demand Reduction, Recruiting and Retention, Commanders
	Annually



Actions:

· Provide presentations to organizations (rotary, legislative branch, local boards, state officials, etc.)
· Monitor advertising and media programs that communicate unit activities and accomplishments to a diverse community.
· Establish a long-term marketing plan addressing diversity
· Maximize use of resources to enhance involvement in youth and community programs
· Establish a partnership with local educators to build a community relationship that fosters National Guard involvement in education of our youth 

Metrics (use at least one of the following):
· Number and percent of National Guard members participating in youth programs
· Number of presentations to organizations
· Number of media events that showcase diversity in State NG
· Number of National Guard Education Partnerships



Recruiting and Retention – Goal Seven

The recruiting and retention force will recruit a force that reflects the diversity of the community it serves.

	OPR:
	Time Frame:

	Recruiting Supervisors, Battalion / Wing and GSU / Detachment Commanders
	On-Going



Actions:
· Ensure all personnel have an equal opportunity to apply for recruiting and retention vacancies
· Provide augmentees to create a diverse Recruitment and Retention team
· Integrate sustainability program in State NG marketing program

Metrics:
· Composition of recruiting force by category
· Number of new recruits
· Number of recruiting leads, involvement in community outreach activities, quarterly diversity articles, internal and external to media forums

Visible Recruiting – Goal Eight

Establish highly visible recruiting in communities of underrepresented groups.

	OPR:
	Time Frame:

	Recruiting Supervisors, ESSO, Wing and GSU Commanders
	30 Sep 10



Actions:
· Identify the strategic geographic area(s) and establish a National Guard presence in coordination with community leaders
· Recruit community partners and centers of influence to support recruiting team

Metrics:
· Number of individuals accessioned from underrepresented groups identified by strategic geographic area Number of events/drives, visits to obtain greatest outreach
· Establish partnerships with organizations that assist non –US citizens 
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