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Uhder standing and Using thi

Population Studied

Thisreport is prepared in acordance with Section 114 ofthe National Seaurity Act of
1947 as amended by Sedion 324 ofthe Intelli gence Authaization Act for Fiscal Year2003
This report summarizes demograptta on the population ahinorities, woren, and persons
with disabilities PWD) employed within th&).S. Intelligenee Communty (IC) during
fiscal year(FY) 2016 (between Octobér 2015 and Septeber30,2016).

Table 01 lists theb largest gencies and thell other elementshat compse the IC. As
used in thisreport, fi dtal IC workforceo refers toal 17 agencies and comporents combined.

Table01: 6 Agenciesand 110ther Elements

6 Agencies 11 Other Elements

Central Intelligence Agency Department of Energ{DoE), U.S. Air Force (USAF)

(CIA) Office of Intelligence and National Air and Space
CounterintelligencgIN) Intelligence Center (NASIC)

Defense Intelligence gency Department of Homeland Security U.S. Army (USA), Intelligence

(DIA) (DHS), Office of Intelligence and | and Security Command
Analysis(I&A), and Homeland (INSCOM), National Ground
Security Investigations Intelligence CentefNGIC)

Federal Bureau of hestigation Department of Stat@boS), Bureau | U.S. Coast Guard (USCG)

Intelligence Branch (FBI/IB) of Intelligence andResearcl{INR) | Intelligence

National Geospatidhntelligence | Department of the Treasu(ipoT), | U.S. Marine Corps (USMQ)

Agency (NGA) Office of Intelligence and Aalysis | MC Intelligence Activity
(OIA) (MCIA)

National Reconnaissance Office| Drug Enforcement Administration| U.S. Navy (USN), Naval

(NRO) (DEA), Office of National Security| Intelligence Activity (NIA)
Intelligence(ONSI)

National Security Agency (NSA) | Office of the Director of National
Intelligence (ODNI)

Data Collection Methods

In response to an annuwddtac a | | f r o mofficehoéIC Bogdall Enfpleyment
Opportunity and Diversity (IC EEODeach IC element queries its @dioldings to compiland
report a common set of requiremenBespondent IC elements submit total counts of
individuals employed and hired during th¥, as well as data on promotions, attrition, awards,
educationandcareerdevelopment program3a/Norkforce population counts apeovided by race
and national origin (RNO), gender, and pay grade.

The IC continually works to establish a consisstanhdardizeanethod for collecting and
analyzing diversity data across tt@mmunity This effort is compliated due to the divergent
size, complexity, and maturity of personnel data holdifgmta may be compiled automatically
in larger elements, while smaller IC elements use more manual collection mefth@d®DNI
does not have a central data repositorgarsonnel records across the IC. Therefi@dsEOD
applies quality controls to each data submissiGhEEOD compares eachelem&rg d at a
various categories (e.g., RNO, hiring, attrition) to the 6y and IC elements are asked to
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verify chan@s or send corrections if an error is discovered. This quality assurance process
improves the validity and reliability of the reported data.

Data Conditions and Anomalies

This report details the percentage of minorities, women, and PWD employed ddring F
2016. Key indicators are reported with regard to promotions, attrition, awards, and education
programs. Standard definitions for these attributes are provided; however, IC elements may not
store, categorize, and sort data in the same way for all peisactions.For example, an IC
element may be able to readily provide attrition counts by pay grade, RNO, and gender through
automated data retrieval, but manual counting may be required to determine whether personnel
attrition was due to resignationtirement, or termination.

Smaller IC elements present unique challenges in data compilation, as the members of the
workforce may be ctocated with noAC personnehndmay not be identified as having an IC
affiliation. In some instances, data pointer@unavail able or incomplete for afull analysis of
someattributes. Please consideh¢ followingdata collection anomalies when reviewing this
report:

- USMC is a component of the USiwdits data verereported with USN.

- The NROOG6s s ub mcidlianiemployeesfynded sy ¢ha NROIncluding
the Department of Defenée(DoD) NRO cadre established in October 2015, and details
in from multiple IC elements who are reimbursed by the NRO. Gainkoasés for
these detailén are staffing gains @hlosses tandfrom their parent elementsot hiring
and attrition.

Data Definitions

Grades and Senior PositionsFor the purposes ofthis report, fihigher pay grades oefers
to General Schedule/General Gra@S(GQ 13 through1l506 thef f deregradesfor senior
positions.iSen i @asi@ionsrefer to positions hjher than GS/GG15; theseare defined by eath
IC element(s exeautive service system and senior professioral popuktions(e.g., DoD 6 Befense
Intelli gence Senior Exeautive Sewvice[DISEY, DoDGs Defense Intellig ence Senior Level [DISL]
employees, CIAG Senior Intelligence Sewvice[SIS, or ODNI 6s Seni or Nati on
Service[SNIS)).

RNO Categories. TheFY 2016 RNO data wascollected in accordance with therace and
ethnicity reporting requirements in theU.S. Equal Employment Oppatunity Commission
(EEQC) Management Diredive-715 (MD-715. Under this dredive, employeeswho sleded
fiHispanic or Latinoo as their ethnicity were courted as fiHispanic or Latino, regardless ofrace
In addition, EEOCdatafor individuals of Native Hawaiian or Padfic Islander origin were
reported separately from Asians. In somefigures and tables, RNO caegories are abbreviated as
fol | oAVWA N dofiAmerican Indian/Alaska Native an d  PIN&Ir Native Hawaii an/Pacific
Islander. AWhges ¢ DO r-MifirNo mreferts ¥ aonHispanic Whites throughout the
report. In the figures and tables, Africédhkme r i cans are reeferred to as

12



Statistical Measures and Percentages

Statistical Reporting. Results a& expressed as percentages otdted 1C workforce, or
some subset of the workforce. When making observations of a population, there is always the
possibilitythatan observed effect may have occurred duedallactionerror.

Percentages of Small Bpulations May Be Misleading. Due to the small population
counts, prcentages can fluctuate significantly if there is a one or two person cHarge
example, data points relating to participationsenior service schools couldappea to be
unusually high, but it is important to understand that sadltulations arebased on snall
numters relative to the IC workforce as a whole.

Attrition Measures. This report examinetsvo related measures of attritiothe attrition
rate andshare of overall attihtn. Shares are also a measure of such things as hiring, promotions,
and awards throughout this repoftable 02provides adefinition of each measure, explains how
it is used andcdculated, and outlines its imgicaions.

Table @: Measures of Attrition

Term Definition How it is Used How it is Calculated I mplications
Attrition Comparesthe Usedwithin group Calculation: An increasing attrition rate
Rate number of analyses. Answers Minorities who left/all within anorganization
attritionsina guestions such agiWhat| minorities. could be an indication of
stbsetwith the percentage of the £ le: 1f 20 minoriti probdemsif the attrition
total numberin minority workforceleft ﬁéw.enc irr]n;nlg\r(lt:;z occursin one ecific
the subset, the agency in a FYD there w:rge 5 O)(l) minorities group or is unexpected
expresedasa total, the attrition rate based on humg_n .capital
percentage. would be 20200, or 10%. plansand actiities.
Share of Comparesthe Usedto compare Calculation: An increasing share of
Overall number of attrition to overall Women who left/all overall attrition within an
Attrition attritionsina representation in the employees who |eft organization canbe
subsetto thetotal | workforceor overall le: 1f | Jindicative of a larger tren
number of hiring, for example. Example: If 400employees and worth exploringif it
attritionsin the left the agency and 100 affectsone group over
organization, | Answers questions such| WEre WOmen, the female | gyperg
expresedasa as fOf all employees
pe?c entage. who left the agency in a | Would be 100400, or
FY, what percent was 25.0%
female?0

External Benchmark Comparisons. The composition of the IC was compared to the
most recent benchmayear at the time th&nnual Report was published, which was one or two
years earlier.Thus, FY 2016 IC composition is compared to the Federal Work(ektg 2014
and Civilian Labor ForcéCLF) for 2014 (taken from theDffice of Personnel Management
[OPM)] Federal Equal Oppartity Recruitment PrografiFEORR). The population comparison
group for FY 2012016 is taken from the FY 20Imerican Community Survéy.S.Census
Bureay which includes projections from tlamerican Community Survey
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Executive Summary

The AnnualDemographidReport on Hiring and Retention bfinorities, Women, and
Persons with Disabilitiesn theUnited Statesntelligence Communitgxamines workforce
demographicselating tocivilian empbyees in all 17 elements of the UlBtelligene
Community It highlights progress the IC has made in increasing diversityllasttatesthe
| C 6ostinued investment in strengthening the talent and diversity of the workfoocgh
innovative and broatdasednclusion initiatives The October 5, 201@residatial
Memorandun{PM) titled Promoting Diversity and Inclusion in the National Security Workforce
statel thati VB have made important progress toward harnessing the extraordinary range of
backgrounds, cultures, per speadgenciesarsthis ski | | s,
wor kforce are | ess diverse on average than th

ThelC recognizsthe importance of having a diverse workfotaeensure it both
performs at its best and maintains the confidence of the American p&delese in an
increasingly complex and interconnected worl d
normal! Both at home and abroad, thaitdéd Statesfaces such diverse national security threats
suchas terrorism, cyberattacks, drug traffickimpglitical instability, nuclear proliferation,
disease outbreaks, space competition, and much3m@eeintering such diverse threats requires
a creative and dynamic IC capable of collecting and providing nuanced, multidisciplinary
intelligence tgpolicymakers, military personnel, and law enforcement officials alike to
successfully protect American lives and interests around the world. Indeed, oné & thes
enterprise objectives is to Abuild a® more agi

Along with adiversework environmentinclusivenessvithin the workforces critical to
maximizing mission effectiveness and impact. Given its national security mission, there is no
more important place to encourage and support a culture of diversitycduslon(D&I) than
today'slC. The intelligence effort is onlgtrengthened by the presenceD#| to attract and
retain the employee who is most qualifiedactin defense of thnation. The value of
increasing diversity, especially in underrepresestgiments such as minority groups, women
andPWD, expands the talent base and more accurately reflecgalytic capabilities
necessary to evaluate and meet mission requirerhents.

Theleaders of | | 17 1 C el ement so chlBmOatedamdl di ver sit
developed théntelligence Community Equal Employment Opportunity aneiBity Enterprise
Strategy (2@5-2020) hereafter Enterprise StrategyheEnterpriseStrategypresentan
integrated approach to enswthatthe IC is poised to competer and employhe best and
brightest individuals from diverse backgrounds, experiences, and intellectual perspddires.
EnterpriseStrategyprovidesthe frameworkfor IC-specific diversity and inclusiomitiatives

1Cl apper, James, iOpening Statement on the Worl dwide Thre
https://www.dni.gov/index.php/newsroom/testimoniesf2brigressionalestimonies2016/134-DNI-Clapperopening
statemenbn-the-worldwide-threatassessmeiieforethe-senatearmedservicescommittee2016 (accessed July 15, 2016).

°Cl apper, AWorl dwi de Threat Assessment. o

3 The National Intelligence Strategy of the United States of Am&t4.

4Kohli. J.,et al. "A Better, More Diverse Senior Executive Service in 2050: More Representative Leadership Will
Improve the Effectiveness and Efficiency of the Federal Governihé@enter for American ProgresSeptember 22, 2011.
https://www.ameganprogress.org/issues/race/report/2011/09/22/102&tiermorediverseseniorexecutiveservicein-2050/.
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The Enterprise Strateggstablishes framework to ensurthatthe ICis poisedo meet its
missioncritical EEO, diversity, and inclusion imperativesheEnterpriseStrategyis aligned
underfive goal areas:

Leadership and Accountability
WorkforceDevelopment and SuccessiBlanning
Recruitment, Hiringand Retention
CareeDevelopment and Advancement

Equal Employment Opportunity and Inclusion

agrwnE

The development dhis plan was in alignmentith theNational Intelligence Strategy of
the United States of Ameri@®14 theU.S.IntelligenceCommunityHuman CapitaVision
202Q and Executive Order 1358Bstablishing a Coordinated Governmenite Initiative to
Promote Diversity and Inclusion in the Federal Workforce

The Partnership for Public SerPladecteWarkec ogni
in the Feder al Government 0 f atedbynembersdfgsht h yea
workforce as a good place to work; employees are satisfied with their jobs and their organization.
While embracing this recognition, the IC comnt@s to employ best practices and initiatives to
increase the representation of minorities, women, and PWD in the workforce.

Diversity is embedded within tHe C Briciples of Professional Ethi¢g&\ppendix B)
Specifically, ni[ w] arNatom prenote diviereitg and inclugonmour y o
wor kforce, and encourage diversity in our t
professionalism principles, officers at all levels, from etefel to senior executive, are
expected to continuallyhrn ways to better understand and promote diversity as essential to
achieving the 1 Cds mission.

f
hi

IntelligenceCommunityDirective 110,/C Equal Employment Opportunity and Diversity,
i s foundat idvarsityandimclusiofraanewoR.6This paty directive, applicable
to every IC element, states that the IC shall provide equal opportunity in employment for all
persons and promote diversity. The policy reinforces the linkage of diversity and inclusion to the
| C6s mi ssion:

Diversity is a missio-critical imperative for the IC. The IC will foster
diversity in its workforce through the recruitment, development, and
retention of minorities, women, persons with disabilities, and individuals
of various backgrounds, cultures, generations, perspextared ideas,
among other aspects.

During FY 2016, several Kide strategidnitiativeswereimplemented to increaske
hiring, promoting, and retainingf minorities, women, and PWD within the workforc&cross
the IC, initiatives and activities argategically aligned through advisory bodies, such as the IC
EEOD Council (comprised of EEOD senior principals from each IC element) and the IC
Recruitment Committee (ICRC) (comprised of representatives from each IC elameam
capital office. The IC expanded targeted outreach and recruitment, supported emyéalyee
diversity efforts, increased leadership accountability and engagement, and increased its focus on
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talent development and advancemdfbur focusaregsosi t i vel y i mpacted t he
and inclusion efforts:

1. Outreach and Recruitment The IC rnurtured existing relationships and created new
partnerships with minoritgerving institutiongMSIs) and professional organizationk
addition, strategic relationships with targeted higédrcation institutions and feeder
schoolswere developetb identify and attract enorediversetalentpipeline Outreach
and recruitment staffs and employee volunteers (through employee resource groups
[ERG]) identified and created opportunities for surstd relationships that wiéixpand
t he 1 Cds ac c e spoppulations Ghese eppatanitiemcraasdena pool of
competitive applicantBy increasing transparency into IC careers laaddson exposure
to IC professionals throughformationsessions, resume reviews, and analytic
simulations with students.

2. Employeeled Efforts. Focused strategic EEO and diversity initiatigegh agliversity
summitsandERGshave resulted igreater awareness of the importancdivérsity and
inclusionacross the IC.Flagship events included:

T 206 1 C Womenbés SBIimmit (hosted by

1 2016 ICLesbian, Gay, Bisexual, Transgender, and ABesnmit(hostedby
DIA)

1 First AnnualLeadership Pipeline Development Summit, focusedifoican-
American and Hispanic IC Bfessionalghosted by ODNI)

3. Leadership and Accountability. Many agenciesdoptednandatory unconscious bias
awareness traininigr seniorsand ncreased focus on management accountability through
the adoption of Adi ver sjedivws fa allsenidr offcdrsu si on o
IC Principals were held accountable for thairersity and inclusiorfforts in briefings
to the National Security Council, and resultant working groups and summits increased
focus on diversity best practices and chaltengcross the national security enterprise.

The previouslymentionedOctober 2016°residentiaMemq re-emphasized the important
role of leadership and accountability in promoting a more diverse and inclusive
workforce(see Appendix C)

4. Career Developmen and Advancement SeveralC-wide forawere convened to
increaseawareness and provide solutions to increasing minority, women, and PWD
representation in senior and leadership positions within th&@h@.First Annual
African-American and Hispanic Sumtriocused on employment opportunities within the
IC and prposedsolutions to address the critical problem of low representation of
African-Americansand Hispanisin IC leadership positionsSimilarly, the Fourth IC
Wo me n 6 s i®aerpomatedbublic andprivate sector best practices and lessons
learredto increase networking opportunities, mentoyigd sponsorship efomen in
the IC.
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Minorities in the IC

Although the IC has improved its minority representation over the past several years,
minority repesentationZ5.0% in the IC is lower than in comparative benchmarks such as the
FW (35.3%), CLF (32.5%), and the U.S. populatiP@P)(38.2%).

In recent yearghe IC has made incremental progress to increase the representation of
these demographic@ups in key areas such as hiring, promotions, awards, retention, and career
development opportunities. However, these demographic groups continue to represent a
relatively small percentage of core mission roles and senior level positions.

Figure 01ill ustrateghat mnority representation continues to trend upward over time.

Figure 01: Five-Year Minority TrendsCompared to External Benchmark@Y 2012 to FY 206)°

40.0% 1 ) 26.9% 37.6% 38.2%
aaeoe 1% 3400 0% 3539 T2UP 353y 35.3%
- =5 00 32,50 32,50 32,50
30.0% - ]
24.69 25.09
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0.0% - : : : :
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mIC mFW OCLFmPOP

Note: 2014 FEORP numbers are used for 2015 and 2016 Fiatand CLF

As shown in Table 03he IC increased targeted diversibcused recruitment efforts by
50% in FY 2016and introduced new initiatives promoting internal leadership development and
diversity, which have yielded an increase in minority hires withéinl€. The ICRC meets
monthly to oversee collaborative recruitment activities; share best practices for outreach,
recruitment and hiring; and implement strategies that enable the IC to hire exceptional
individuals into the workforceTheIC fosters broagbarticipation in recruiting initiatives
including thelC Heritage Communityiaison Council IC Centersér Academic Excellence
(CAE); Pat Roberts Intelligence Scholars Program (PRISRjonal Security Education
Program (NSEP)C Wounded Warrior Progmna (ICWWP); andscience, technology,
engineering, and mathema&iSTEM) related activities.

5 The composition of the IC was compared to the most recent benchmark year at the time that the Annual
Report was published, which was one or twang earlier. Thus, FY 2016 IC composition is compared to the FW
and CLF for 2014, taken from the FEORP. In addition, the source of population information changed during the
course of the last five years. The population comparison group for F¥2ZIRistaken from the FY 2010
American Community Surveshich includes projections from tihemerican Community Survey
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Table @B: IC RecruitmentEventsi FY 2015Compared td~Y 2016

Events Minority Disability Women STEM LGBTA IC CAE Totals

ol | FY [FY TRY TRY TRY TRY JRY JRY RY RY Y [RY [ RY | FY
EOta . 2015 2016 2015 2016 2015 2016 2015 2016 2015 2016 2015 2016 2015 2016
VentS "e2 106 | 9 17 6 13 26 54 3 9 16 50 | 122 @ 249

Women in the IC

Overall the share ofvomen hires increased slightfiyom 38.2% in FY 2015 to 39.2%
FY 2016. However, the greatest increasthe share of female hiregsat the senior pay level
which increased from 18.2% in FY 2015 to 23.3% in FY 20MGe share of wmen hires also
increased at th6S/GG 14 grade level from 33.9% in FY 2015 t8.3%in FY 2016, andht
GS/GG12 from 33.6% in FY 2015 to 35.8% in FY 2016 levels.

The representation ofamenat the entryevel was 40%.Likewise, women hires at the
mid-levels GS/GG10-12) have increase®S/GG10 from 29.3% in FY 2015 to 34.9% irYF
2016;andGS/GG11from 37.2% in FY 2015 to 39.7% in FY 2016

In FY 2016, women earnea44.9%share oppromotions, which igproportionately higher
thantheir representation in the workforce (38.5%he same is true of honorary awards
recognizing oudtanding service to the IGNVomen received 41.8%shareof these awardslso
proportionately higher thatheir representation in the workforce.

IC activitiesrelating to women serve aglicators of gradual progress being made to
increase female repsentation in all aspects throughout thed&@ticularly developing a pipeline
for senior and leadership positions. Specific activitiekide the sponsorship of IC Affinity
Networks (ICAN) or ERGs serving women, attendance at the Women in Cybersecurity
Conference, the Fourth Annual I C Womends Summ
NGA@R9®16 Womenbds Representati on Wi dnteligencaend Acr
Agencyreport.
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Figure O2representsvomen in the IC workforceompared to external benchmarks.

Figure 02: Five-Year Trendsfor Women in the Workplac¢FY 2012 to FY 2016)
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Persons with Disabilities in the IC

Deliberate iniiatives and actions occurred during FY 2016 to increase the representation
of PWD across the ICCollaboratively, the IC continues to share best practices thrali§wD
Working Groups, which focus on three main areg88 CompliancandAccessibility;
Reasonable Accommodations; and Recruitment, Hiring, Career DeveloaméAtlvancement.
The working group$everage opportunitie® ensure compliance with the applicable federal
guidelines for accessibility and equal opportyfir PWD. Workforce traiing is a key
component of the I Cb6s approach to increasing
access wherever possible.

Greater efforts are being concentrated on the hiring, development, and promotion of
PWD, as wellaspersons with targetedshbilities(PWTD) such aslevelopmental disabilities,
sensory related disabilities, and mobility impairing disabilitiesres for PWD increased slightly
from 0.3% inFY 2015to 0.6% inFY 2016 Additionally, promotions for PWD increased from
5.2 in FY 2015to 6.2% inFY 2016 The representation of PWD in the IC workforce increased
from 7.9% in FY 2015 to 8.4% in FY 2016.

6 The composition of the IC was compared to the most recent benchmark year at the time that the Annual
Report was published, which was ondwo years earlier. Thus, FY 2016 IC composition is compared to the
Federal Workforce and Civilian Labor Force for 2014, taken from the FEORP. In addition, the source of population
information changed during the course of the last five years. The popuatiggarison group for FY 2012016 is
taken from the FY 2010 American Community Survéhich includes projections from the American Community
Survey.
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Figure 03 shows a gradual rise in PWD from FY 2012 to FY 20E6PWD composition

increasevas offset bythe PWD attrition ratef 9.1%, whichw a s

attrition rate of 6.1%.
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Figure 03: PWD Five-Year Trends (FY 202to FY 2016)’
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Future Plans: FY 2017 and Beyond

The IC is committed to strengthenidiyersity and inclusiomvithin its workforce as a
strategic mission priorityFuture focus areas are in alignment with the 2016 PRiversity
and Inclusion in the National Security Workforead include 1) collection, analysis, and
dissemination of workforce data; 2) professioratelopment opportunities; and 3)
strengthening leadership engagement and accountability.

1. Collection, analysis, and dissemination of workforce dataThe ICwill continually
improwe its ability to assess the impact of current personnel practia#@sding use
of data analytics, qualitative studies, and research. Additionally, the IC will seek to
increasdransparencyf aforementionedas appropriateThe IC is moving toward a
more consistent, standardized collection of both applicant and hiringhdatghthe
deployment of an online tool known as the IC Applicant GateiayG). The IC
AG has the capability to collect and deliver consistent applicant flow data and shared
humanresources services by providing a common information technology platform
for external job applicantsThe ICplans toevaluatdC AG data and develometrics
and measure® assess the effectivesseoftargeted diversity recruitmeanttivities
and other promising practices.

" FW disability data from the Report on the Employment of Individuals with Disabilities in the Federal
Executive Branch: Fiscal Year 2015. United States Office of Personnel Management, October 20186,
https://www.opm.gov/policidataoversight/diversityandinclusion/reports/disabilityeportFY 2015.pdf
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2. Professional development opportunities Future éforts include greater strategic
focus on career development and advancement opportunities. As outlBed i
of theEnterprise Strategyhe IC will leverage mentoring, coaching, and peer to peer
programs to promote career development and advancemeoitunities. The IC

will also Apromote efforts that afford al
full potential and identify and remove barriers that may impede advancement of
mi norities, women, andOngoingefforts td pravides wi t h d

career development opportunities include greater ude ef t Ici@iansJoint Duty

(JD) programwhichprovides professional development opportunitidsle

supporting IOmissionintegration employee developmerdnd increasing the

cgpacity of IC officers to perform roles with increased responsibility. JD is a civilian
personnel rotation system akin to joint duty in the military. JD encourages and
facilitates assignments and details of personnel to national intelligence centers and
betweenlC elements.The program provides civilian personnel the opportunity to
lead, operate, and practice their tradecratft in partnering elements in order to apply that
knowledge to the IC missioriC elements are exploring and identifying more
opporturities for employee exchanges to organizations in academia, industry, and/or
state, local, and tribal government entities. IC elementalsoéeveraging

authorities under the Intergovernmental Personnel Act and programs to provide
broader exposure for I@nployees to learn critical skills required to support the IC
mission.

3. Strengthening leadership engagement and accountabilityThe Enterprise
Strategycalls upon the IC to design organizational strategies and programs to hold IC
leaders and their sulminates accountable for excellence in EEO and diversity
management. To that end, many IC elements have adopted performance objectives
which require senior officers to explain the steps they have taken to create a more
diverse and inclusive workforce. Gaally, these performance objectives align with
the core leadership competency of leading people and enable leaders to detail steps
they have taken to include and engage all members of their teams and organizations.
Many IC elements havedamptedunconscios bias awareness training for senior
executives andhdividuals servingn hiring, selection, and promotion boards, as well
as for recruitment personndiloving forward, the IC will examin@pportunities to
developmeasures thatrengthen engagement aaxctountability of leaders at all
levels in the organization, particularly rielvel managers.

In December 2016, the IC finalizedcamprehensive studg gain insight into the
challenges and opportunities relating to equal employment opportunity,igyivarsl inclusion
across all 17 IC elements. The study included an analysis of demographic diversity data from
existing reports, a sampling woorkforce perceptionsom focus groups, ansbcial science
research.The final reportDiversity and Inclusio: Examning Workforce Concernsithin the
Intelligence Communitypresents findings and recommendations applicable to the entifiéhkC.
reportcanbe found on the ODNI website: www.dni.gov.

Table 04 providea brief overviewof the findingsand summaryecommendations,
focusedon six primary themes
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Table04: Diversity and Inclusion: Examining Workforce Concerns within thel

Focus Area

Finding

Recommendation

Leadership

Minority demographic representation in
leadership poditns is lacking

Promotediversity and inclusiomt the highest levels
of leadership, and empower managers and emplo
at all levels to take responsibility and ownership fc
the diversity health of the organization.

Organizational
Culture/Work
Environment

Despite strong messages promoting diversity &
the most senior levels of the IC, middle manag
and supervisors are often unsuccessful in
promoting a diverse and inclusive workplace
culture. Midlevel managers are commonly
viewed as lacking emplay for nonmajority
cultural experiences and often avoid addressin
poor performance and workplace inequalities.

Use alreadyavailable management tools to increas
diversity at all levels

Recruitment and

In recent years, hiring and selectidecisions

Make longterm investments in relationshijuilding

Selection have increased the incoming talent pool of that fosters trust with certain demographic groups
women, minorities an@WD. However, the IC
struggles to provide the type of inclusive
workplace culture to retain these populations ir
the leadership pipeline, eventually leading to Ig
representatio at the most senior levels.

Advancement Minority-demographic groups perceive Increase exposure opportunities by providing actiy
unfairness across a number of employment mentorship oportunities, where there is profession
practices, particularly prootion and investment by the mentor in the mentee, and
advancement opportunities. There is a commg shadowing programs that connect employees fror
concern that impenetrable majority groups limi{ traditionally underrepresented groups with other
mi noritiesd access t ol membersofthe workforce, focused on core missi
mentoring and performance feedback.

Work/Life Issues with work/life integratioaresystemic Provide employees the flexibility needddr greater

Integration process issues that affect all employees within| work/life balance.

IC; however, these issues may have greater
impact on underrepresented groups, such as
women who more often have primary caregive
responsibilities

Disabilities and
Reasonable
Accommodations

Existing disability training initiatives are well
intentioned and well received, but they are
insufficient in better informing the workfoe and
do not create lontpsting behavioral changes.
There is a perception of widespread inconsiste
in how reasonable accommodations are handlg
across the IC, and there is a lack of transparen
throughout the request process.

Increase transparencyaaddress perceived
inconsistencies the reasonable accommodation
process.

SPar ker,

Kim, fADespite pi

ogrde s hanwomeen i it iblall amea mgh

FACTTANK, March 10, 2015 http://www.pewresearch.org/fatank/2015/03/10/womeastill-bearheavierload
thanmenbalancingwork-family/
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The findings and recommendations from this study will inform fulGreEOD
Enterprise Strategitiatives. The ICEEOD Councilwill examine theerecommendations and
wherefeasible,implementewapproaches to improwdversity and inclusiomutcomes and
simultaneously adopt measures to examine program effectiveness.

Conclusion

The IC remaingocused on executing strategidiversity and inclusiommnitiatives as part
of a continuing program to increase the representation of women, minoritid3\ddich key
mission roles. Informed by best practices and empirical research, the IC will continue to support
efforts to ensuréhatIC leaders are focused on and accountableskaslts in diversity as a
mission imperative. The IC continues to make progress in increasing demographic diversity, and
acknowledges thathuch work must be done in order for the IC to benefit fromulhie f
realization of equal employment opportunityetisity, and inclusionThe IC is committedo
increasing workforce diversityhile developing and maintaining a culture of inclusion wherein
every | C professional is fully engaged in the
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Chapter 1. | ChBEEO, Pbhacéersesy, and

We must attract and retain a workforce that has imagination, cultural and social
competence, and the intellect to advance U.S. national intelligence. We must develop and promote
a diverse workforce whose dedication to ithission is evidenced by an inclusive culture that
embraces differences in race, color, ethnicity, national origin, gender, age, religion, language,
disability, sexual orientation, gender identity and heritggi@ultaneously, we must create an
environmentn which all aspects that make us individuals are welcome and celebrated.

i 1C EEOD Enterprise Strategy (20:2920), Foeword

The IC continues to identify and promote employment practices designed to attract, retain,
and develop a diverse workforce. Whidividual IC elements require unique skills to advance
their missions, the ICollectivelyunderstands that enterprise solutions employed across
intelligence disciplines are more likely to yield the competitive advantage that diversity brings.
Within the IC, creating a culture that promotes equal employment opportunity, diversity and
inclusion is the responsibility of every intelligence officer. By employing a ragkhcy
approach across all 17 elements of thew€ arebest positioned to build and méain the talent
and capabilities necessary to accomplish the
diversityoutreachandrecruitment activities involving I@lements

Using Technology to Increase Outreach: IC VirtualCareer Fairs and Applicant Website

Since 2010, the IC has used technology to broaden its geographic reach and bring IC
employment opportunities to individuals in areas whefgerson visits araot feasibledue to
limited budgets or manpower. IC virtual recruitment evamtsaccessible gmersonal computers
laptops tablets and mobile phones, making IC careers accessible to a broader population.

Over 6,70Qpeopleattended the SeventmAual IC Virtual Career Fair, held on 3 March
2016. More than 280 recruiters, hiringanagers, and subject matter experts from nine IC
elements and organizatio(@IA, DHS, DIA, DOE, NASIC, NGA, NIA, NSA, and ODNI
participated inthéair. | C prof essionals staffed a virtual f
and providednformaion about IC career opportunities, hiring practices, reasonable
accommodations, and employment benefdditionally, rearly 1,000 individuals visited the
fiTransitioningMilitary o booth which was a new addition to the fair this yestaffed by veterans
from IC CHCO.

IC Applicant Gateway

The IC is moving toward a more standardized collection of both applicant and hiring data
through deployment of an online tool known as thé\[iplicantGateway (AG) The ICAG
providesparticipating IC elemente capability to collect and deliver consistent applicant flow
data and shardsumanresources servicgBrougha common information technology platform
The IC AG is available texternal job applicantsndprovides a common recruitment platform
accessibleiathe IC job portal]ntelligenceCareers.gov.
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Developed by NSA in partnership with IC CHCO, the IC AG facilitates resume sharing
betweerparticipatinglC elements It provides a common application fii® job seekers along
with IC-wide marketing angtacancy alignmentThe platform streamlines the application process
by eliminating the need to apply to individu@l elementseparately It also capturegaluable
applicant flow data such as personal information, work experience, education, langliisge sk
diversitydemographicsand disability information.Once fully leveragedhis common platform
will result in the standardization of applicant data elements, lower costs to hiracerabse
efficiendes inrecruitment

IntelligenceCareers.gdvwas receiveaearlyonemillion page views from visitors across
the globe since October 2018y utilizing thelC AG, the community is continuing to leverage
information technologgystems to enhance tjob candidate experiencé.lhelC AG platform
expecs tofully launch inlate-2017with NSA, NGA, DIA, and ODNI participang; aher IC
elements willjoin in the future.

Bringing Diversity to the Mission: Employee Resource Groups

ERGs are recognized as a bgshactice for employers who seek to incredsersity and
inclusionwithin their workforce, and provide opportunities for visibility to leaderdldewsels of
the organizationERGs are voluntary, employded groups that serve as a resource for members
and organizations by fostering a divelnse]usive workplace aligned with organizational mission,
values, goals, business practices, and objectiz&sbring significant business value as they
convey a broad range of diverse perspectiveprporate challenges and opportunities. ERGs
promotelearning ancdawarenessvithin thewholeworkforce support outreach and recruitment
initiatives, and give exposure to unique cohort concerns. They provide opportunities to highlight
thetalents and contributions of all employeesichin turnincreasesnorale and maximizes
retention and productivityWithin the IC,ERGsalsooffer employees an opportunity to network,
address common issues and conceand,engage with senior leaders on missalated
challenges.

An effective strategy within the IC the utilization of IGlevel summits, sponsored by the
ODNI. Summits are primarily organized by ERG members, IC element organizations, and affinity
networks. Through these events, the IC convenes representatives from each IC element to develop
and implenent strategic diversity and inclusion initiatives through workshops, speaker series, and
networking opportunities. For example,¢ 2@ ® LSSBTA Summit focused on building a
community of advocates acraoalé IC work environments The Summitaddressedhallenges
experienced while serving outside headquarters, established IC Pride priorities for FY 2017, and
shared best practices to address issues that affect LGBT federal empltalglesO5 provides a
list of ICANs and a representative list of IC eleThERGs.
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Table (: IC Affinity Networks and Representative List &mployee Resource Groups

African-Americans Hispanic Americans Committed to
Excellence
American Indian/Alaska Natives Hispanic Employees Council of Foreigi

Affairs Agencies

American Veterans Affinity Network IC Deaf and Hard of Hearing
Arab-Americans in Foreign Affairs IC Pride

Agencies

Asian American in Foreign Affairs Islamic Cultural

Agencies

Asian American/Pacific Islanders Near East/South Asia Amesgns

Council for Career Entry Professionals | New Employees

Disability Action Group Women in STEM

Employees with Disabilities Women United in Service

Gays and Lesbians in Foreign Affairs
Agencies

Increasing the Representation ofMinorities in the Applicant Pool
through Collaborative IC Recruitment Events

ThelCRC meets monthly to oversee collaborative recruitment actiyilesre best
practices for outreach, recruitmeand hiring; and implement strategies that enable the IC to
hire exceptional indiduals into the workforceChaired by the IC CHCG hief of Community
Talent Management Divisigthe Committee fosters broad participation in recruiting initiatives
Each year, the ICRC coordinates and promotes a number of outreach and recruitmgiseaht
at increasing diversity among minorities, women, fysheration Americans, afiWD. While
always seekinghnovative new sources of talent, the ICRSocoordinates opportunities to
leverage existing programs suchi@sCAE, PRISP, NSERCWWP, and STEMrelated
activities. In addition, @ch IC element conducts recruitment and hiring initiatives focused on
diversityalong with the specific skill requirements for their respective agencies.

The ICRC continues to design and implement a corporeteitiag strategy that aligns
with the aforementioned strategieBhe requirement to employ a diverse workforce possessing
the skills required to assess complex global threats in an increasingly complex intelligence
environmenis enbedded in each plan

Listed below are FY 2016 communisyipported recruitment events:

26



- Congressional Bl a c kh Atnaal legistativé @ooferah@et i on6s 4
Exhibit Showcase

- Intelligence Community Virtual Career Spring Fair

- 2016 Intelligence Community Recruitment Surhmi

- 2016 Intelligence Community Diversity Recruitment Forum

- U.S. Pakistan Foundation Career and Internship Day

- National Association of Colleges and Employers Conference

- American Council of Teachers of Foreign Language Conference

- Public Policy and Internati@h Affairs Expo

- IC Career Panél Hispanic Association of Colleges and Universities Conference

- Conference on Asian and Pacifienerican Leadership

- Featured Employer DayNorthern Virginia Community College

- Society for the Advancement of Hispanic/Chicaand NativeAmericans in Science

- Society of Hispanic Professional Engineers

- Outin Science, Technology, Engineering, and Mathematics Convention

- American Indian Science and Engineering Society Conference

- KoreanAmerican Scientists and Engineers Assocralfoung Generation Technical
and Leadership Conference

- U.SA. Science and Engineering Festival

- Women in Cybersecurity Conference

- INTEL Science and Engineering Fair

In March 20161C CHCO hosted the inaugural IC Diversity Recruitment Forime
eventwasattended byLOOdiversityandinclusion, outreachand recruiting personnel from
across the I@nd providedhe opportunity to collaborate, network, learn, and share knowledge
about diversity recruiting practiceSessions includedWorking with Diversdnstitutions and
OrganizationsLGBTA Training; Legaland Plicy Issues in Diversity Recruiting;ultural
Competency Training on Engaging the Arab and Muslim American Commuiesuiting
Individuals with Disabilitiesand The Effective Use of Agency @mpions.

In May 2016 the ICRC hosted th8econdAnnual IC Recruitment Summithich
providedmore tharB0 IC outreach and recruiting personnel an opportunity to collaborate,
network, learn, and share knowledge about recruiting and hiring pracBeasons included
Innovations in RecruitingndHiring; Strategies in Maintaining Applicant Engagemeétiiman
Resources Professional Developmeamid IC Student Program3.he feedbackor both events
wasoverwhelmingly positive Attendees indicated ¢y rad meaningful and enriching
experiencewith practical application.
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In FY 2016,the IC was highly focused on increasing outreach and recruitment to rural
and undetresourced colleges and universities to enhance geographic and demographic diversity.
Agerties independently attended industry and academic recruiting ewer28.15, a baseline
of these events was established to measure improvement regarding attendance of IC elements at
diversity-focused events and minoriggrving schoolsTable @ showsa substantial increase
between the FY 2@lbaseline numbers and FY &diversity-focused recruiting events for the
IC elements.

Table ®: IC Recruitment Events FY 2015Compared td-Y 2016

Events

Events Minority Disability Women STEM LGBTA IC CAE Totals

Total FY FY FY FY FY FY ‘ FY ‘ FY ‘ FY FY FY FY FY FY
2015 2016 | 2015 2016 2015 2016 2015 2016 2015 2016 2015 2016 2015 2016
62 | 106 9 17 | 6 13 |26 54 3 |9 16 50 122 249

Providing Foreign Language Training: STARTALK Program

The STARTALK Program seeks to expand and improve the teaching and learning of
strategically important world languages not widely taught in thitged Statesgnsumg students
and teachers from diverse backgrounds have access to educational oppor#unitmsred by
the Bush Administration in 2006, the progranamODNI-sponsored component of the National
Security Language Initiative (NSLIOther programs under the NSLI umbrella include the Title
VI Fulbright Hays programs of the U.S. Department of EducatienNational Security
Education Program (NSEP) of the DoD, and study abroad and exchange programs of the U.S.
Department of State, including the popular NSLI for Youth program.

The Foreign Language Program Office of ODN
Program, NSA is theervice providerand the University of Maryland National Foreign Language
Center is the primary contractor. Their shared vision is to boost national capacity in languages
critical to national security by instructing students in caitianguages at all levels, as well as
certifying teachers of these languag@&se progranprovides summer training for students and
teachers of critical foreign languages. Since holding the first student summer programs in 2007,
the STARTALK Program hagrown steadilywith program offerings in all 50 statesd
approximately 55,000 participants.

The course offerings have led to increased collaboration and working relationships
between the IC and heritage communities around the country. These reipti@hstuld enhance
the supply of languaggualified and culturallyroficient personnel for recruitment into IC and
other national security positions in the future.
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Providing Grants to Increase Diversity:
IC Centers of Academic Excellence (CAE) in Natioal Security

Thelntelligence Authorization Ador Fiscal Year2010established the IC CAE program
as a permanently funded program to provide grants to competitively selected, regionally
accredited U.S. fouyear colleges and universities to supportdbsign and developent of
intelligencerelated curricula (Public Law 112 5 9 Sec. 313). The progr at
increasing the pool of women, minorities, and individuals with diverse experiential, ethnic, and
cultural backgrounds who possess higtégiced skills and competencies in areas of critical need
to the IC. This program also aims to build lelegm partnerships between the IC and universities
across the nation to develop sustainable national security and intelligence training and education

Therewere 101 summer interns fromC CAE schoolsin FY 2016 Listed below aresome
of thecolleges and universitieg whichthe interns were enrolled:

- California State University Dominguez Hills
- California State University Fullerton

- California Sate University Long Beach
- Duke University

- Florida International University

- Howard University

- Morgan State University

- Norfolk State University

- North Carolina State University

- Penn State University

- Rutgers University

- University of Central Florida

- Universty of Maryland

- University of Nebraskd.incoln

- University of North Carolina at Chapel Hill
- University of Nebrask&®maha

- University of New Mexico

- University of South Florida

- University of Texas at El Paso

- University of Washington

- Virginia Polytechic and Sta University
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Table ¥ identifies universities and consortia receiving grants in FY 2016 and those
schools with sustaining programs who have completed their grant funding.

Table O7: IC Centers of Academic Excellence Institutions

and Foreign Study

# | College or University Academic Disciplines and Courses Entry Status
1 | Florida International University, | Public Policy, Political Science and Law, | Fall 2005 | Receiving
Miami, FL (Hispanic Serving Legal Issues for Criminal Justice, History, | to 2008; re | Grants
Institution[HSI]) InternationalRelations, Public funded fall
Administration, Anthropology, Internationg 2012
Finance, Applied Quantitative Methods,
World Politics, Language (Arabic), and a
Foreign Study Program
2 | California State University Foreign Languages (various), Terrorism a| Fall 2006; | Receiving
Consatium, San Bernardino, CAl Homeland Security, Political Science, re-funded | Grants
(includes 6 CSU campuse$)3I) | Economics, and a Foreign Study/Cultural | fall 2012
Immersion Program
3 | Universty of Texas at El Paso, B Law/Legal Studies, Engineering, Scientifig Fall 2006; | Receiving
Paso, TXESI) and Technical Specialties, Political Scieng re-funded | Grants
Economics, and a Foreign Study and Fall 2014
Cultural Immersion Program
4 | University d New Mexico HSI | National Security Study Methodologies, | Fall 2009; | Receiving
with significant Native American| Human Behavior, Regional Studies, refunded | Grants
population) International Affairs, Foreign Fall 2014
Languages/Study, Cultural Immersion
5 | Morgan State University, Foreign Languages, Religion and Culture,| Fall 2011 | Receiving
Baltimore, MD (Consortium with| Literature, Sociology, Criinal Justice, Grants
Elizabeth State University, Environmental Science, Biology, and
Norfolk State University, and Engineering
Bowie State University, a
Historically Black College or
University [HBCU])
6 | University of South Florida Public Health, Public Policy, International | Fall 2011 Receiving
Relations, Foreign Languages and Culture Grants
and Communications
7 | University of Mississippi Intelligence Studies, Analysis, Chinese Fall 2012 Receiving
(Consortium with Jackson State| Language Flagship Program, Cyber Grants
University, HBCU) Security, International Studies, Computer
Forensics, Cryptography

8 | Eastern Kenteky University Foreign Languages, National Security and Fall 2014 | Receiving
(Consortium with Morehead Stal Intelligence Studies, International Affairs Grants
University and Kentucky State
University, HBCU)

9 | University of Oklahoma Healtl Intelligence and National Security Studies| Fall 2014 | Receiving
Sciences Center International Studies, Languages Grants

10 | Chicago State University Foreign Languages, Foreign Study, Fall 2014 | Receiving
Community Security and Study, Cultural Grants
Immersion

11 | RutgersThe State Universityf | National Security and Intelligence Studies| Winter Receiving

New Jersey Foreign Languages, Business Intelligence| 2015 Grants
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# | College or University Academic Disciplines and Courses Entry Status

12 | University of North Carolina at | Intelligence Studies, National Security Fall 2014 | Receiving
Chapel Hill (Consortium with Studies, International Affairs, Terrorism ar| Grants
Duke University, North @rolina | Energy Focus, Cybersecurity Studies
Central University and North
Carolina State University
HBCU)

13 | University of Central Florida International and Global Studies, Terrorisy Fall 2014 | Receiving

National Security Issues and Study, Forei Grants
Languages
14 | Miles College (HBCU) Liberal Arts, Foreign Study/Languages, ar| Fall 2009 | Grant
Cultural Immersion Period
Ended
9/2014

15 | University of TexasPan Foreign Languages (various), Scientific an Fall 2006 | Grant

American, Edinburg, TXHSI) Technical Specialties, Political Science, Period
Economics, and Criminal Justice Ended
9/2014

16 | University of Washington, Foreign Languages (various), Scientific arf Fall 2006 | Grant
Seattle, WA (large AsiaRacific | Technical Specialties, Political Science, Period
Islander population) Economics, and a Cultural Immersion Ended

Program 2007

17 | Florida Agricultural and History, Political Science, Engineering, Fall 2009 | Grant

Mechanical University (HBCU) | Foreign Language and Study, Cultural Period
Immersion, International Affairs Ended
9/2014

18 | Pennsylvania State University | Information Science and Technology, Fall 2009 | Grant
Security and Risk Analysis, Geo Period

Intelligence Foreign Languages/Study, Ended
Cultural Immersion 9/2014

19 | University of Maryland Public Policy, Behavioral and Social Fall 2009 | Grant
Sciences, Arts and Humanities, Language Period

Flagship School, Cultural Immersion, Ended
Cybersecurity Studies 9/2013

20 | University of Nebraska (UN Computer Systems, Software Applicationg Fall 2009 | Grant
Lincoln) (Consortium: University| Economics, Security Opations, Period
of NebraskeOmaha, and Counterterrorism, Counterintelligence, Ris Ended
Creighton and Bellevue Analysis, Nonproliferation, Foreign 9/2014
Universities; College of Language and Study Abroad
Menominee Nation added in
2012)

21 | Virginia Polytechnic Institute an¢ Engineeing and Emerging Technologies, | Fall 2009 | Grant
State University (Consortium Foreign Language/Study, Cultural Period
with Howard University, HBCU) | Immersion, Wireless Communications Ended

9/2013

22 | Norfolk State UniversitfHBCU) | Foreign Languag/Study Cultural Fall 2006 | Grant

Immersion in Arabic, Chinese and Japane Period
Undergradate National Security Certificatg Ended
Program 12/2012
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Providing Opportunities for Service Members: IC Wounded Warrior Program

The ICWWP helps wounded warriors rehabilitate by providing internship opportunities in
collaboraion with the DoD Operation Warfighter Prograrfihe 1C sponsors faigsherewounded
warriors are offered internship opportunities, career counseling, and when possible, employment
within the IC. DIA serves as thiservice of common concayn | fer ¢he IC andadministers the
programwith oversight and guidance from the ODNh FY 2016, the ICWWP oioardednore
than160 internspf which 30% successfully transitioned into failine employeesDuring this
period, Wounded Warrior interns participatecpportunities with 14 IC elements.

Undergraduate Scholar Program: Stokes

The Undergraduate Scholar Programfi®toke®) selecs highperforming high school
seniorspursuing undergraduate degrees and hires thena participatingagency as fultime
employeeswho receive all the benefits of a federal government employee, including salary,
insurance, leave accryaind retirement plans. The Stokes program, named for Congressman Carl
Stokes (Democradhio), was authorized undé&itle 50 U.S.C 3614. Owe the students begin
attending an undergraduate collegeiniversity, their job is to focus on a field of study critical to
an agencyo6s mission andICimissoroupm gradudtidn. cont r i but

Stokes candidateaust demonstrate financiaéedand be high school seniors or college
freshmen athetime oftheirapplication. Selected students begin working as they are cleared in
the summer before their freshman or sophomore year in college. The sipdeminent duty
stations are their Bool locationsand the (nofocal) students travel to the Washingt®C area
during their summer breaks from school to work for an IC component.

FourlC agenciegpatrticipate in the Stokegdgram: NSA, CIA, DIA, and NGA.
Participaing since 1987 NSA refers tatheir Stokes b gramasthe Undergraduate Training
Program. Similar programs known by other names are authorized for the CIA and the DIA.
Cl A6 s pknawgaghertindergraduate Scholarship Programs authorized in 1987 under
Title 50 U.S.C 403j (the 1987 Intelligence Authorization Act). Dihas participated in the Stokes
Program since 20Qavhere itis known aghe Undergraduate Training and Assistance Program
andwas authorized undéiitle 10 U.S.C1623 (formerly 10 U.S.C. 1608). Altbhgh not
legislatively mandatedhe NGA developed its own Stokes Scholarship Program in 2010.
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These variousStokes Prograshave maintained excellent minority representation for the
IC since FY 2005.As shown in Table 08he minority represdationincreased nearl25.0%

from FY 2012 toFY 2016

Table B: Stokes FiveYear Trend by RNO (FY 2012 to FY 2016)

STOKES FY 2012 FY 2013 FY 2014 FY 2015 FY 2016
Total Minorities 56.6% 73.9% 72.1% 70.0% 73.4%
Hispanic 17.0% 15.%% 17.1% 125% 13.8%
Black 17.0% 9.9% 7.2% 9.2% 14.7%
Asian 13.2% 36.0% 36.0% 33.3% 34.9%
NHPI 1.9% 1.8% 0.9% 0.0% 0.0%
AIAN 0.0% 0.9% 0.9% 0.8% 0.0%
Two or More Races 7.5% 9.9% 9.9% 14.2% 10.1%
NonrMinorities 41.5% 225% 23.4% 24.2% 20.2%
Unknown RN 1.9% 3.6% 4.5% 5.8% 6.4%

Each of the four agencies marktte Stoke$r ogr am di f ferent !l y.
multi-pronged advertising approach focuses on studenttheir parents, guardians, and school
officials. The CIA uses its High School Amésador Program to provide students with an

For

overview of the Stokes Program, and conduct workshops and resume writing seminars. CIA also

targets professional organizations such as the National Society of High School Scholars, First
Bytes Computer Camp f@3irls, and the District of Columbia College Access Program. Beyond
that, ClAb6s regional recr ui
Talent Acquisition Group (TAG) implemented specific recruitment advertising media plans in

ters

SCUSS

St oke

Spring 2016 to target potential Stokes applicants. The campaign is aimed at applicants in college

as early as their freshman yeard plaesadvertisements via print, digital media, targeted emails

ands oci al medi a posts f orttesahdd-dcebodk acpaurdsg TAG@AIsO o n  (

developed student materials for use at recruitment eventsagtadent brochureg student

onboarding packet, and a student braille card). In FY 2016, CIA attended several events that were

studentfocused in the Aican-American Lesbian, Gay, Bisexual, and Transgender; Hispanic

Native American; and Middle Eastern and South Asian communities.

DI Abs FY 2016 recru

scholarship programs to include ath&ng the Stokes Program at 40 colleges, universities, and
professional organizatiero include Norfolk State University, University of Texas El Paso,

i t ment

ni

cons

Society for the Advancement of Hispanics, Conference on Asian Pacific Leadership, Alabama 7th

District Congressional Career Fair, and the Atlanta University Center Consortium. DIA recruiters
conducted information sessions and distributed informational brochures to educate and recruit
potential candidates for the Stokes Progrdi. A 6 s

t hat consi sted of HBCUs,

Program to develop and grow its future leaders.

Finally, NSA markets the Stokes Programatigh direct mailings to 3,027dth schools
throughout the United States and with information posted on the nsa.gov and
IntelligenceCareers.gov websites. EachN&IA request information from the College Board
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filtering by SAT score (1600 or betteon theold versionand1,200 or bettepn thenew version),
intended major in Computer SciencenputerEngineering, or Electrical Engineering,

graduation year, and diversity category. Based upon those results, a direct mailing is sent to each
N S A 6 sPro@amadpresenterh overall diversity of 83%.

individual. InFY 2016

In FY 2016, DIA and NGA converted 100% of Stokes partigip@o fulF-time employees.
From 20062016, 76% of Stokes students were hired agtifuk employeest CIA. In FY 205
NSA employedd1.6% of the graduating seniors.

Across the four participating IC agencies, Tal@di§ts the schools Stokasholars have

attendedbr currentlyattend.

Table ®: Stokes Scholar Schools

American Military University

Saint Vincent College

American University

Santa Clara University

Augusta University

Southern lllinois University Edwardsville

Binghamton University

StanfordUniversity

California Institute of Technology

Stony Brook University

CaliforniaPolytechnicStat University

Swarthmore College

Calvin Cdlege

State University of New York, Cortland College

Carnegie Mellon University

Texas A&M University Corpus Christi

College of William and Mary

Texas Christian University

Dartmouth College

Towson University

Duke University

Trinity Washington University

East Carolina University

University of Alaska

Franklin W.Olin College of Engineering

University of Arizona

Georgetown University

University of California

George Washington University

University of Chicago

George Mason University

University of Florich

Georgia State University

University of Hawaii

Georgia Regents University

University of lllinois, UrbaneChampaign

Georgialnstitute ofTecmology

University of Kentucky

Harvard University

University of Maryland

Hampton University

University of Michigan

Indiana University at Bloomington

University of Minnesota

James Madison University

University of New Mexico

Johns Hopkins University

University of North Carolina, Chapel Hill

Kean Universityi New Jersey

University of Notre Dame

Lindenwood Univerisy

University of Oregon

Lynchburg College

University of Pacific

Macalester College

University of Puerto Rico

Marquette University

University of Rhode Island

Massachusetts Institute of Technology

University of South Florida

Missouri University of Sciece and Technology

University of Texas, Austin

Northeastern University

University of Utah
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Ohio State University University of Virginia
Pasadena City College/University of California | University of Washington

PenrsylvaniaState University University of WisconsinMilwaukee
Port State Unviversity Virginia Polytechnic Institute
Princeton University Worchester Polytechnic Institute

Rice University
Rose Hulman Institute of Technology

Awards to Recruit and Train to Develop Intelligence Skills: PRISP

The PRISRvas established by Congress in 2004 as a pilot program to recruit and train
analysts and linguistsvith the goal of increasing the capacity and capability of the IC workforce
in intelligence skills that may be in short suppBRISP was made paanent in October 2010
with the passage of the FY 2010 Intelligence Authorization Act which expanded the eligible
population to include all missietritical occupations, most notably thasfantelligence officers
in STEM.

PRISP funds may be used t@ypide hiring bonuses, reimbursement of prior educational
expenses anfdindingfor future education and training. The PRISP service obligation is to the IC,
not the initial employing agency. Completion of the service obligation is tracked by the IC PRISP
Program Manager for awardees whaytransferamonglC agencies.Through a competitive
process conducted by each of the participating IC agencies or elementstiesrepresented
18.1% of PRISP scholarshiga FY 2016 as shown in Table 10

Table 10: Five-YearTrends in PRISP by RNO (FY 2012 teY 2016)

PRISP FY 2012 FY 2013 FY 2014 FY 2015 FY 2016
Total Minorities 18.5% 22.1% 16.5% 27.8% 18.1%
Hispanic 4.5% 5.7% 4.5% 6.3% 1.4%

Black 2.8% 5.7% 3.0% 8.9% 8.3%

Asian 6.7% 5.7% 5.3% 10.1% 5.6%

NHPI 1.1% 0.8% 0.0% 0.0% 0.0%

AIAN 0.6% 0.8% 0.0% 1.3% 1.4%

Two or More Rac 2.8% 3.3% 3.8% 1.3% 1.4%
NonMinorities 81.5% 77.9% 60.2% 63.3% 76.4%
Unknown RNO 0.0% 0.0% 23.3% 8.9% 5.6%
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Bridging Language/Cultural Gaps: IC Heritage Community Liaison Council

To build and maintain relationships with key external groups, the IC CHCO established the
IC Heritage Community Liaison Council in 2008he Council focuses on developing strategies
to recruit, hie, and retain first and secomgeneration Americanandto bridge critical foreign
language and cultural understanding gapisis council strengthens relationships between the IC
and heritage community organizations, gathers input on the recruitment and retention of heritage
Americans, and addresses heritage community concééhsleritage Community Liaison Council
members upported t he bu@dacham secraitmeatempsn FY 2016, sucmas
theU.S. PakistarFoundation Career and Internship Day and the Kefgarrican Scientists and
Engineers Associ at i on 0 s Codmiunmembesls alsodéealpadpublicze Co n f
the English for Heritage Speakers program which is open to native speakers of critical languages.
Table11 lists a number of heritagmemberorganizationsn the Councll

Table11: Member Organizationsg IC Heritage Community Liaison Council

African Community Center Muslim Public Affairs Council
AmericartArab Anti-Discrimination National Association of Asianerican
Committee Professionals

American Islamic Congress National Iranian American Council
American Lebanese Coalition Network of Indian Professionals

Assembly of Turkish American Association{ Organization of Chinese Americans

Burmese American Community Outréac | Sikh-American Legal Defense and Educatid

Fund
Federal Asian Pacific American Council Somali Action Alliance
Hispanic Association of Colleges and Sudanese American Community Developm
Universities Organization

International Orphan Care (Afghanistan) | U.S. Pakistan Foundation

Japanese American Citizens League World Organization for Resource
Development and Education

KoreanAmerican Scientists and Engineers
Association
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Highlights of Activities Across the IC

The following represestsome of thdC agencyandcomponengctivities thatalign with
the five goal areas of tHE EEOD Enterprise Strateg20152020):

Leadership and Accountability:Design organizational strategies and programs to hold IC
leaders and their subordinates accountablexoellence irEEOD managemen(see Table 12).

Workforce Development and Succession Planninigtentify opportunities to increase
representation of underrepresented graupsspecially inGS/GG13throughl15 (and equivalent
bands), senior positions, andemccupation® and ensure that diversity is a critical
consideration in succession planning and other human capital initiegee$able 13).

Recruitment, Hiring, and Retention.=Ch a mpi on acti vities that
recruit, hire, deglop, and retain the diverse workforce needed to aciNatienal Intelligence
Strategymission and enterprise objecti@se Table 14).

Career Development and AdvancemerRromote efforts that afford all IC employees the
opportunity to realize their fupotentid and identify and remove workplace barriers that may
impede the advancement of minorities, women, and individuals with disal{ggeJ able 15).

Equal Employment Opportunity and InclusionEnsure compliance with laws, policies,
and directes; achieve equality of opportunity and fairness; and promote a culture of inclusion
throughout the IGsee Table 16).

Table12 Activitiesin Leadership and Accountability
Agency Activities

Cl ABisr ect or 6 s ADA®)iinplemented@ mandapory Equity Assurance
training for all CIA officers who participate on career services/promotion panels and
selection boards/interview panels.
Seeking innovative approachdse DIA Director, Lieutenant Generdincent Stewar
DIA established a Diversity Roundtal@eminority senior &ecutives. Roundtable members
advised the Director on developing and retaining talent through mentorship, coachin
training.
The NIA6 EEODiversity andinclusion(D&l) Office develogd and launckd Naval
I nt el kfirgever tGorisider and Respect Everyone program in August 2016. T
program is designet provide a transparent office environment committed to having o
and honest conversatioasdto addressg workforce conces. Managers are committec
to help change behaviors to foster a work environment without fear of reprisal. This
initiative aligns with senior | eader 08¢
employer of choice.
NRO requirs Unconsobus Bias Trainindor senior leaders, supervisors, hiring advisors
and promotion panel representatives. The training pretigeopportunity for selanalysis
pertaining to onef6s own culture, andr mg
gender #itudes. By addressing and managing biases, the NRO will be better equipp
provide equal opportunjitfor persons of all backgrounds

Secretary of the Air Fordaunched ainitiative direcing the use of hiring panels when
USAF screening and seléeoy candidatesor GS14 and GSL5 or equivalent levelsandset a rule
ensuring a diverse make of the panels.

CIA

USNNIA

NRO
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USCG

The USCG hosted tHfest OPM D & | Collaboration and Innovation Summit in April
2016 which provided concrete strategies and bestqpies to recruit, hire, include,
develop, retain, engage and motivate a diverse, remtidtsted ad highi performing
workforce. More than350senior leaders, D&l pfessionalsspecial enphasigprogram
managers, ERGs, EEQexialists, ad other intere®d individuals fronagencies in the
Washington DC Metro aregttended

Table13: Activitiesin Workforce Development and Succession Planning

Agency

Activities

CIA

The Talent Center developed and implemented a Talent Revieegsréor CIA to assess
the bench strength of its SIS cadre and determineCidwcan better intentionally
develop these officers. To sustain the ability to conduct its mission into the fDtére,
will use its SIS Talent Review results to grow a leadersaire prepared to serve in key
enterprisdevel roles through a process called Succession Preparedness.

ODNI

ODNI launched th016D&I Campaign to promote continuous dialogue and skills
building with four phases: Phasé Unconscious Bias, PhaseiIWorkplace Inclusion,
Phase Illi Multicultural Awareness, and Phaseil\Proactive Prevention and EEO
Compliance. The campaign provided seniors, managers, supervisors, and employeg
various opportunities to get involved, learn new skills, and cangito the overall
success of this effort.

NSA

In collaboration with working groups established by the EEOD Senior Advocate for
Section 508 Compliance for ponswith disabilities,N S A Glsef InformationOfficed s

Enterprise Accessibility Manager begam initiative to better capture critical need and

resolve concernsforttegency 6s el ectronic and i ntoo
be both accessible and usable by employees with disabilities.

Table14: Activitiesin Recruitment, Hiring, and Retention

Agency

Activities

CIA

CIA Director (DCIA) and senior agency leaders participated in a number of diversity
recruitment and outreach activities, to include the DCIA conducting the keynote speg
at the IC Wounded Warno Out r each Event in October
the University of New MexicoThese Signature Schools include universities with at le
50% diverse student populatiol®&A remains a key sponsor and advisory board meml;
with the National 8ciety of Black Engineers, the Society of Women Engineers, the
Society of Hispanic Professional Engineers, the Society of Asian Scientists and

Engineers, and the American Indian Science and Engineering Society, leveraging th

partnerships at the nationatgional, and local chapter levels.

DIA

DIA Director committed to participate in recruitment and outreach activiieserved as
a panel member for the Congressional
Legislative Conf er e pasieg DRasitydn the Dieligenges s i
Communi ty M8&rethamiod mindrity students seeking internship and future
employment opportunities attended this sumanil theeventsupported the development
of a pipeline for prospective future employment. Theectoralso visitedVSIs to
promote career opportunities and benefits within the IC.

NGA

NGAG6s FY 2016 Hi r icosgonsBredrdizersaygeyeniacneasdd tidng
eventsand visits tacolleges and universitie$hese activitiesillowed NGA to brand and
market itself as an employer of choice, whildlding a pipeline fopotentialemployees.
The events includk ICWWP; Society for Advanement ofChicanogHispanicsand
Native Americans in Scien¢&ongressional Black Caucus Foundatioth4nnual
Legislative Conference; and attendance a8l careerfairs. NGA alsohosted an
annualgeospatial intelligenceSEOINT) Research and Developme3it EM outreach
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symposium to advance GEOINT among minority serving high school and university
students

NSA

NSA participated in numerous outreach and recruitment targeted diversity events an
contributed tgoublications. The &CyberProgram at NSA was established to grow the
next generation of cybersecurity experts for the Nation thigfprimary goal ofhelping

all students understand correct and saféir@nbehavior, increase interest in
cybersecurityincreasaliversity in then a t i cgberéesurity workforce of the nation, an
improve teaching methods for delivering cybersecurity content fd2kcuricula. For

FY 2016 theGenCyber Program offered 120 camps located at 68 different institution
32 states (plus @. and Puerto Rico)

ODNI

ODNI facilitated information sessions, career fair booths, and virtual career fairs to at
diverse talenand promote the IC as an employer of choice to miesritvomen, and
personswith disabilities. In addition, the ODNI developed recruitment amboarding
plans to hire entrevel intelligence analysts, and identified an approach to increase
diversitywithin the applicant pool. The ODNilso participates in the following internshi
and gradate fellows prograst Presidential Management Felloviresident Managemen
Counciand Nati onal Nucl ear Security Admi

Table 15: Activitiesin Career Development and Advancement

Agency

Activities

CIA

Cl Abs DAG compl et ekich beuedorthaesetidevelgpment e n t
componentofitstmpr onged approach of addrofhesi r
learning eventsveredesigned to provide officers with tools and resources to navigate
careerdetter

FBI

In March 2016 the FBI hosted thReurthAn n u a | I C Womends Surn
welcoming remarks bthenDirector of National Intelligene James Claggy and FBI
Director James Comegnd a keynote address thenAttorney General Loretta Lynch.

NRO

I'n March 2016, the Feder al Womendés Pr
Panel . I n observance of Wo madaréhip within the
organization and throughout the ICrteentormore tharb0 NRO employees.

NGA

NGA concluded aesearctstudycalledh e fA2016 Womends Repr
Across the National Geospatiaitelligence Agency The report makesecommendations
to improve workforce inclusivity and address development and assignment opportun
In his continued commitment to diversity and inclusitte NGA Director appointed a
seniorexecutive to develop and implement a plan of action addredsingtaidy
recommendations.

DHS

D H S fobust workforce analysis of triggers and barriers led to more carefully planne
i mpl emented actions, including the EE
persons with disabilities and for Operation VWaghter candidates throughout FY 2016.

USN NIA

In June 2016, the EEOD&lI office invested in the Franklin Covey Championing Diver
training whichteaches participants how to increase understanding and deepgen trust
achieve higher levels of collaboratidaverag diversity toachievebusiness results
challenge unproductive beliefs and stereotypssognize each employ@&eunique
contribution and valueand lead work effectively with diverse teams
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Table 16: Activitiesin Equal Employment Opportunity and Inclusion

Agency Activities

FBI is seeking to validate federaliyandated employee demographic datd tocollect
additional, inclusive measures of diversity such as national origin, sexual orientation,
transgendestatus through th8elfID Campaign The SelfID Campaignproject

FBI management team conducted considerable benchmarking with other government ag
(CIA, NGA, and EwvironmentalProtectionAgency and vetted nely proposed self
identification questionsthough FBIl 6s Diversity Advi s
Executive CouncilThe project team intends to develop more complete and inclusive
reports using new and validated data that can be shared internaltytivittworkforce.

NSA introduced a firsbf-its kind program in the Iknown as Allies for Mission
Progress Program to promote inclusion by bringing dissimilar groupsrebngogether
NSA with the goal of helping each other face the unique challenges that arise from a divet
culture. Being an dy can mean listening and learning more about a group to which yg
do not belongtaking an active stance against unfair practioetaking an active role by
clearing up misconceptiorsdout other individuals.

The USAFwon the 2016 Secretary Blefense Award for Outstanding Achievement in t

USAF employment of Individuals with Disabilities, Military Service Categdhe(ifth year in a
row) for outstanding achievements in the hiringairihg,and advaniag individuals with
disabilities.

USCGparticipated on the DHS Office for Civil Rights and Civil Liberties panel titled

USCG ABack t o SicaWhieHousedniiktige to recruit members framder

representedroups attending HBCUsPanel members shared advice about obtaining
advanced deges, knowledge about career figldad guidance oaurrent or future
opportunities.

USN NIA NIA EEOD&I Office hosted itsnauguralEEO Symposiunto educate command
members on serviseand suppoffrom the EEOD&I Cifice. The office alsaoordinated
information tablesand hostedthb r ownbag | unc h AsayzJhisbn p
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Chap2er Minorities in the I

éthe diversity of the American people is
are a nation of people drawn from every corner of the worldyeedigion, every

race, and every experience, and we are a society that has traveled a great distance
towards reaching our founding ideal that we are all created equal.

T Ambassador Susdn Rice

Highlights of the Minority Workforce

The minority populabn within the IC continues to groimcrementally The percentage
of minorities hired increased fron22% in FY 202 to 26.2% in FY 20B. Although the IC has
improved its minority representation over the past several yearsrity representation (23%0)
in the IC is lower than comparatibenchmarks suchs theFW (35.4%),CLF (32.5%), and the
U.S. population(38.2%).

Given their overall representation within the workforcé&arities are representeda
lower sharethan expectedth managerial posions, promotions awards selected educational
development programs, ad® credit As shown in Table 2, the overalFY 2016minority
share of hiring was greater than either their share of attrition or their rate of representation in the
workforce. Thapattern held true for minorities in gradeS$/GG14-15, but the minority share
of hiring at grade&S/GG9-12 was below both their share of attrition and tebareof
representation in the workforce.

41



Table 17: Hiring, Attrition and Workforce by RNO Group and Pay Grade (FY 2016)

ICWorkforce  Minority Representation

Share dfliring Share of Attrition Workforce
Non Total Unknown Non Total Unknown Non Total Unknown

Pay Grade Minorities  Minorities RNO Minorities Minorities RNO Minorities Minorities RNO
Wage Grade 66.2% 27.9% 5.9% 56.0% 37.6% 6.5% 66.8% 32.2% 1.0%
GS/IG@1 N/A N/A N/A N/A N/A N/A N/A N/A N/A

GS/G@2 84.8% 15.2% 0.0% 77.3% 22.7% 0.0% 77.4% 20.8% 1.9%
GS/IG@3 75.0% 25.0% 0.0% 75.0% 25.0% 0.0% 79.2% 17.8% 3.0%
GS/IG®4 76.9% 23.1% 0.0% 66.7% 33.3% 0.0% 82.6% 15.6% 1.8%
GS/G@5 68.2% 31.8% 0.0% 73.1% 19.3% 7.7% 79.3% 20.7% 0.0%
GS/G@)6 61.6% 23.2% 15.1% 49.0% 37.4% 13.6% 54.4% 41.7% 3.9%
GS/IG@7 66.9% 30.8% 2.3% 65.7% 30.6% 3.7% 66.1% 32.4% 1.6%
GS/G®8 65.5% 26.5% 8.0% 61.5% 36.1% 2.4% 61.6% 34.2% 4.3%
GSGG09 69.1% 27.3% 3.6% 62.0% 35.1% 2.9% 66.3% 31.6% 2.1%
GS/GEO0 72.2% 21.4% 6.5% 66.7% 30.3% 3.0% 65.8% 28.2% 6.0%
Gs/Gall 65.1% 26.9% 8.0% 65.6% 32.2% 2.2% 66.3% 31.4% 2.3%
GS/GE2 69.3% 26.5% 4.2% 69.0% 28.5% 2.5% 68.9% 29.5% 1.6%
Gs/GE3 70.9% 25.0% 4.1% 76.7% 22.2% 1.1% 74.0% 25.4% 0.6%
GS/GE4 70.2% 23.3% 6.5% 78.0% 21.0% 1.1% 78.5% 21.1% 0.4%
GS/GEs 74.9% 18.7% 6.4% 86.1% 12.3% 1.6% 83.1% 16.6% 0.4%
Senior Position 73.8% 11.7% 14.6% 89.3% 9.4% 1.3% 86.3% 13.1% 0.6%
All Pay Grades 69.%% 26.2% 4.8% 75.4% 22.9% 1.7% 73.9% 25.0% 1.1%
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While Table T shows the workforce dynamics of hiring and attrition within the current report
year,Figure @ provides a fiveyear trend of minorityvorkforcedynamics As shown, thé C 6 s
minority populdion hasmade steadiput incrementagjainsover time

Figure 04: Five-Year Dynamis Trend for Minorities in the IC (FY 2012 to FY 2016)
30% -

. 26.2%
24.3% 24.4% 024-9 %o 25.0%
287% 23.5% 28.5% 2.9%
- 21.3% 21.8% —

20% 1
10% 1

0% 1 T T T T 1

FY 2012 FY 2013 FY 2014 FY 2015 FY 2016

m Workforce mShare Hiring @ Share of Attrition
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One way the IC isittempting to inkza® minority hires, and potentially areag minority
retention, is through thet&esScholarshipProgram, which prepares college students for a

careelin the IC. As shown in Tabl#8, minority representation ithe StokesProgramcontinues
to be high Currently, four IC elementsave aStdkesProgram: NSA, CIA, DIA, and NGA.

Table 18: Stokes FiveYear Trend by RNO (FY 2012 to FY 2016)

STOKES FY 2012 FY 2013 FY 2014 FY 2015 FY 2016
Total Minorities 56.6% 73.9% 72.1% 70.0% 73.4%
Hispanic 17.0% 15.3% 17.1% 12.5% 13.8%
Black 17.0% 9.9% 7.2% 9.2% 14.7%
Asian 13.2% 36.0% 36.0% 33.3% 34.9%
NHPI 1.9% 1.8% 0.9% 0.0% 0.0%
AIAN 0.0% 0.9% 0.9% 0.8% 0.0%
Two or More Races  7.5% 9.9% 9.9% 14.2% 10.1%
NonrMinorities 41.5% 22.5% 23.4% 24.2% 20.2%
Unknown RNO 1.9% 3.6% 4.5% 5.8% 6.4%

Since 2010, the IC has used teglogy to broaden its geographic reach and bring IC
employment opportunities to individuals in areas whefeegrson visits are difficult due to limited
budgets or manpower. The IC virtual recruitment events are accdsesibbeoader population
throughenhanced technology. v@r 6,700peopleattended th&eventh Anual IC Virtual Career
Fair, held or8 March2016. More than 280 recruiters, hiring managers, and subject matter experts

from nine IC elements and organizati@g@3A, DHS, DIA, DOE, NASIC, NGA NIA, NSA, and

ODNI) participated inthéair. | C pr of essi onal s

| Co

rovidindiinformation about IC career opportunities, hiring practices, reasonable

accommodations, and employment benefigarly1,0 0 O

Mi | i t ar,whith wa®ankvhaddition to the fair this year, staffed by veterans from IC

CHCO.
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Attrit it on 1 s relatively | ow fAsshowminfigore ®,t i e s
total IC minority share ofattrition (5.6%)is lower when compared to naninorities(6.2%) and
to the overalkhare ofattrition (6.1%). To determine which group o€ elementsare
contributing to theverall sharef minority attrition,Figure & also includeshare ofatrition
for theothercomponentsand thesix agencies Thoughtheoverall attritionis higher in theother
components thn in thesix agenciesthe minorityshare ofattrition 8.9%) is lower tharthe
overallattrition (9.3%)and nomaminority (9.2%)shareof attritionin theothercomponents

Figure 05: Share ofAttrition in the I1C, Other Components, andix agenciegFY 2016)

Total IC
9.6%
Six Agencies
9.3%
Other 9.2%
Components 8.9%
0% 2% 4% 6% 8% 10% 12%

m Overall ONon-Minorities @ Total Minorities B Unknown RNOs
Note: The attrition rate for individuals with an unknown RNO indtieer components was 100%.

This number was not inatled in the graph because it distorts the overall picture, and it is based on
a very small number of cases.

45

n



Figure @ indicatesthatrepresentation ithe IC is comparable for some gbups, such
as individuals ofwo ormoreracegexceedig all three external benchmajksdAfrican-
Americangexceeding th€LF benchmark

Figure 06: Minority Workforce by RNO Compared t8enchmarks (FY 2016)

Total IC

Six Agencie
U.S. Population 38.2%
Civilian Labor Forc
Federal Workforce| 35.3%
T T T T T 1
0% 10% 20% 30% 40% 50%
Federal Civilian Labor uU.S. . . Other
Workforce Force Population Six Agencies Components Toal IC
m Black 18.1% 10.4% 12.7% 11.9% 12.4% 12.0%
@ Hispanic 8.4% 14.6% 17.1% 5.8% 7.5% 6.1%
O Asian & NHPI 6.0% 5.1% 6.0% 4.6% 3.7% 4.4%
mAIAN 1.7% 1.0% 0.7% 0.5% 0.4% 0.5%
OTwo or More Racgs 1.2% 1.5% 1.6% 1.8% 2.3% 1.9%
All Minorities 35.3% 32.5% 38.2% 24.7% 26.3% 25.0%

° For each categor§ al IC, othercomponents, and six agendethere arel.1%, 0.1%, and 1.3%,
respectively, individuals of unknown Race/National Origin (Unknown RNO). CLF figures are from the 201

OP M6 s

Feder al

Equal

Opportuni thtps:Rveve.opmigovipadicydata Pr ogr am An

oversight/diversityandincluson/reports/feorg2012.pdj. FW figures are from FY 2014 at

https://www.opm.gov/policxdataoversight/diversityandinclusion/federalworkforceat-a-glance Population data

wer e

computed

from

the 2014 Census BitonferandividsalsAB6n u a | Est i

years oldhttp://factfinder.census.gov/faces/nav/jsf/pages/index.xhtml
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Detailed Data on Minorities in the IC

Workforce Composition

Although minorities compge25.0%o0f the IC, it isnoteworthyto determine which group
of IC elements hathe highest and loweshareof minority representationfFigure @ dividesthe
IC into ahercomponentand thesix agenciegor thesecomparison purposed he other
componats include greater percentages of minorities thasisthagenciesind thetotal IC for
all minorities as well as all subgroygxcept Asians andlANSs.

Figure 07: Minority Workforce by RNO (FY 206)

Total IC 25.0%

Components

0% 5% 10% 15% 20% 25%

Cor(r?g:;ren s Six Agencies Total IC
mBlacks 12.4% 11.9% 12.0%
B Hispanics 7.5% 5.8% 6.1%
O Asians 3.3% 4.4% 4.2%
W2 or More Races 2.3% 1.8% 1.9%
mAIANS 0.4% 0.5% 0.5%
ONHPIs 0.4% 0.2% 0.2%
All Minorities 26.3% 24.7% 25.0%

Note. This graph does not display the percentage efminarities and unknown R®8Ss. In thesix agencies
non-minorities represent379% and unknown RNO represen8% of the total composition. In thather
components, nominorities represent 768% andunknown RNO represent D of the total composition. In the
total IC category non-minorities represent379% andunknown RNOs represent 1.1% of the total composition.
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Table B illustrates that compared to thék.0%share ofepresentation in the overall IC
workforce, minorities make up a larger proportion of the-laietl gradegopulation from
which promotions to the higher grades occur. Those numbers should &aidher fiareof
promotions of minority employees and increases in the racial and ethnic diversity at the highest
grades.Currently, minority representation @5/GG-14 and abovés below the overall
representation d25.0% with minorities aseniorpay levels atroughlyhalf of this percentage.

Tableld The | Cé6s Workforce by RNO and Pay Gr

IC Workforce Summary ByRNO

Non Total 2 or More
Pay Grade Minorities Minorities No RNO His@nic Black Asian NHPI AIAN Races
Wage Grade 66.8% 32.2% 1.0% 7.0% 224% 1.1% 0.5% 0.4% 0.8%
GS/IGA1 N/A N/A N/A N/A N/A N/A  N/A N/A  N/A
GS/G@2 77.4% 20.8% 1.9% 5.7% 12.3% 0.9% 0.0% 0.9% 0.9%
GS/G®3 79.2% 17.8% 3.0% 4.0% 8.9% 1.0% 0.0% 10% 3.0%
GS/G@4 82.6% 15.6% 1.8% 4.6% 4.6% 28% 0.9% 0.0% 2.8%
GS/GR5 79.3% 20.7% 0.0% 4.8% 8.7% 29% 0.4% 0.1% 3.9%
GS/G&6 54.4% 41.7% 3.9% 129% 185% 5.0% 1.3% 0.4% 3.5%
GS/IG®7 66.1% 32.4% 1.6% 9.2% 148% 4.6% 0.5% 0.4% 2.9%
GS/G@8 61.6% 34.2% 4.3% 8.7% 19.1% 4.0% 0.4% 0.4% 1.6%
GS/G®9 66.3% 31.6% 2.1% 7.9% 16.7% 3.9% 0.1% 0.5% 2.5%
GS/GaE0 65.8% 28.2% 6.0% 6.7% 145% 4.3% 0.2% 0.6% 1.9%
GS/GaEll 66.3% 31.4% 2.3% 7.4% 16.3% 4.6% 0.3% 0.5% 2.3%
GSs/Ga2 68.9% 29.5% 1.6% 7.5% 143% 5% 0.2% 0.6% 1.8%
GS/GE3 74.0% 25.4% 0.6% 6.2% 11.9% 4.6% 0.2% 0.4% 2.1%
GS/GEl4 78.5% 21.1% 0.4% 5.0% 9.9% 3.7% 0.1% 0.6% 1.8%
GS/GE5 83.1% 16.6% 0.4% 3.9% 7.5% 3.0% 0.1% 0.5% 1.5%
Senior Pay Levels 86.3% 13.1% 0.6% 2.7% 5.5% 29% 0.2% 0.5% 1.3%
All Pay Grades  73.9% 25.0% 1.1% 6.1% 12.0% 4.2% 0.2% 0.5% 1.9%
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Managers

Figure B compars minority representatioto minority manages. When comparing
minority and noAminority groups to total managei&3 5% of managers are neminorities and
21.0% of managersre minorities Since minoritiesompise 25.0%o0f the IC,theyare
underrepresented among managétswever, the percentage of minorities in managerial and
supervisory positions is comparable to their representation rates in the three gupde gr
depicted in Figure Q8

Figure 08: Representation of Managers by Pay Grade Group (FY 2016)

30.4% 30.3%

20%
13.1% 13.4%

GS/GG 08-12 GS/GG 13-15 Senior Pay Levels All Pay Grades
B Minority Representation B Minority Managers
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Hiring and Attrition

Minoritiesmake up26.2% of t he |.Jd&determiaewvhithignoup 8€
elementdas the highest and lowest rates of minority hirirggure ® compares thether
componentgo thesix agencies Minorities in thesix agenciesparticularly Blacks, Hispanics,
Asians,and individials of two or more racegepresena larger proportion ahinority new hires
thanin theothercomponents. Nominorities make uf%9.0% and individuals with unknown
RNO compse48% of t he |I.JledC isweable th deternme the percentage of this
latter group thatould have identified asinorities

Figure 09: Minority Hiring by RNO (FY 20L6)

Other
0,

0% 5% 10% 15% 20% 25% 30%

Cor(r?g;?\rents Six Agencies Total IC

m Blacks 11.4% 13.4% 12.8%
B Hispanics 4.7% 7.4% 6.6%
@ Asians 2.4% 4.4% 3.8%
B 2 or More Races 1.7% 2.7% 2.5%
B AIANs 0.2% 0.3% 0.3%
ONHPIs 0.3% 0.2% 0.2%
All Minorities 20.7% 28.3% 26.2%




Table20 provides hiring information bRNO and pay gradeAs highlightedin the table,
the shareof minority hiring atmostgradesrom GS/GG05-12is higherthanthe 2.2% overall
share oiminority hiring.

Table 20: Hiring by RNO and Pay Grade (FY 2016)

IC Workforce Hires Summary ByRNO
Minority Total 2 or More

Pay Grade Representatioc Minorities = Hispanic Black Asian NHPI AIAN Races
Wage Grade 32.2% 27.9% 9.4% 6.3% 3.1% 5.9% 0.0% 3.1%
GS/IG®1 N/A N/A N/A N/A N/A  N/A N/A  N/A
GS/IG@2 20.8% 15.2% 0.0% 12.1% 0.0% 0.0% 0.06 3.0%
GS/IG@®3 17.8% 25.0% 0.0% 25.0% 0.0% 0.0% 0.0% 0.0%
GS/IG®@4 15.6% 23.1% 0.0% 0.0% 15.4% 0.0% 0.0% 7.7%
GS/IG@5 20.7% 31.8% 6.2% 16.7% 54% 1.4% 0.4% 1.7%
GS/IGR6 41.7% 23.2% 6.5% 105% 3.9% 0.0% 0.0% 2.2%
GS/IG®7 32.4% 30.8% 8.7% 141% 4.4% 0.1% 0.3% 3.2%
GS/IG@8 34.2% 26.5% 5.2% 14.4% 3.8% 0.0% 0.0% 3.1%
GS/IG®9 31.6% 27.3% 6.8% 129% 4.3% 0.1% 0.2% 3.0%
GS/GaEo 28.2% 21.4% 7.3% 8.0% 3.6% 0.1% 0.1% 2.3%
Gs/Gal 31.4% 26.9% 7.1% 121% 4.3% 0.5% 0.2% 2.8%
GS/Gaz2 29.5% 26.5% 5.8% 144% 3.9% 0.4% 0.4% 1.6%
GS/GEs3 25.4% 25.0% 5.2% 13.7% 3.3% 0.0% 0.4% 2.4%
GS/Ga4 21.1% 23.3% 6.6% 12.0% 2.8% 0.2% 0.2% 1.5%
GS/GaEb5 16.6% 18.7% 6.5% 9.3% 1.8% 0.0% 0.0% 1.1%
Senior Pay Levels 13.1% 11.7% 0.0% 8.7% 2.9% 0.0% 0.0% 0.0%
All Pay Grad 25.0% 26.2% 6.6% 12.8% 3.8% 0.2% 0.3% 2.5%
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This report examines two related measures of attétitthve attrition rate and shaoé
overall attrition described in Table 02 under the sectiobmterstandingand Using This
Report Minorities represented29% of attrition in FY 206. Table21 shows minority shares
of attrition that vary by grade level, with lower shares of attrition at higher grades being closely
relatedto the fact that minorities havesg representation in those grades, #mefefore attrition.

Table21: Overall Share of Attrition by RNO and Grade (FY 2016)

IC Workforce Attritic Summary ByRNO

Minority Total 2 or More
Pay Grade Representatic Minorities = Hispanic Black Asian NHPI  AIAN Races
Wage @Gde 32.2% 37.6% 3.3% 34.3% 0.0% 0.0% 0.0% 0.0%
GS/IG@1 N/A N/A N/A N/A N/A N/A N/A N/A
GS/IG@2 20.8% 22.7% 0.0% 13.6% 9.1% 0.0% 0.0% 0.0%
GS/G®3 17.8% 25.0% 0.0% 125% 0.0% 125% 0.0% 0.0%
GS/IG®4 15.6% 33.3% 16.7% 16.7% 0.0% 0.0% 0.0% 0.0%
GS/&-05 20.7% 19.3% 0.0% 153% 0.0% 0.0% 0.0% 3.9%
GS/G@)6 41.7% 37.4% 17.1% 204% 0.0% 0.0% 0.0% 0.0%
GS/IG®7 32.4% 30.6% 5.5% 19.1% 0.9% 09% 09% 3.2%
GS/G®8 34.2% 36.1% 11.3% 16.8% 3.8% 06% 0.0% 3.5%
GS/G@9 31.6% 35.1% 6.8% 208% 5.0% 09% 0.7% 1.1%
GS/GEO0 28.2% 30.3% 6.8% 121% 6.4% 0.0% 1.3% 3.8%
Gs/Gal 31.4% 32.2% 7.7% 16.6% 4.4% 06% 04% 25%
GS/IGE2 29.5% 28.5% 6.5% 153% 45% 0.1% 05% 1.5%
GS/GEs3 25.4% 22.2% 5.8% 104% 3.7% 02% 05% 1.6%
GS/GE4 21.1% 21.0% 4.2% 10.3% 33% 02% 0.7% 2.4%
GS/GES5 16.6% 12.3% 3.2% 49% 22% 02% 0.7% 1.1%
Senior Pay Levels 13.1% 9.4% 2.6% 42% 05% 0.4% 04% 1.3%
All Pay Grades 25.0% 22.9% 5.4% 114% 35% 03% 0.6% 1.8%
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Figure10 presents atition rates for each RNO group, providiagcomparisonvith the
| C6 s atvitenratd Blacks, Hispanics, Asiapnand individuals of two or moracesare
less likelyto leave the IC compared to namnorities and compared tverall attrition
Conversely, nominorities are more likely tieave the IC compared to most RNjroups except
AIAN andNHPI.

Figure 10: Attrition Ratesby RNO@ mpar ed t o the | C®)s Overall R

9.6%
= Unknown RNOs

ONHPIs

m AIANS

O Non-Minorities
m Overall

m Blacks

W 2 or More Races

@ Hispanics

O Asians

0% 2% 4% 6% 8% 10% 12%
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Figurell provides the breakdown tieoverall share of the attrition by typsmparing
minorities with noaminorities. As noted, rmorities represer25.0%of the IC workforce and
229% of the |1 Cds over al6d Misohtiegresigned fromthdI€Catt i on i n
similarrate as their overall representation in the waiddolimiting the possibility of increasing
minority representation in the IC. Of individuals terminat&d 36 were minorities, a larger
percentage than their representation in the workfoRetirementat 17.9% iswell below
minority representatiomdicating that once minorities are hired and become part of the
workforce they aregenerally more likely to remain in the IC than romorities.

Figure 11: Minority Share of Attrition by Type (FY 208)

All types 76.5% 229% |
Resignation 74.1% 24.9% |
Termination 57.4% 41.8% |
Other 71.0% 280% |

0% 20% 40% 60% 80% 100%

Em Non-Minorities @Al Minorities O Unknown RNO
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Promotions

As shavn in Table 2, shares of promotion for minorities in the highest pay grades are
naturally lower than the overall minority promotion share because minorities are less represented
in those grade levels (see Tabfah page 9). Minoritiesacross all payrgqdesreceivel 24.1%
of promotionswhile composing5.0%of the workforce Minority promotions at individual pay
grades exceeded overall minority promotion at gr&fe&5GO06 through GS/G@GL4. Non-
minorities make up 3.6% ofthel C6 s p r o mo tidualsnvih urkkmown RN©@ chake/ up
2.3%

Table22: Promotions by RNO and Grade (FY 2016)

IC Workforce
Promotions Summary ByRNO

Minority Total 2 or More
Pay Grade Representatio Minorities Hispanic  Black Asian  NHPI AIAN Races
Wage Grade 32.2% 22.6% 10.0% 7.0% 14% 0.0% 27% 1.8
GS/IG@1 N/A N/A N/A N/A N/A N/A N/A N/A
GS/IG@2 20.8% 11.4% 1.3% 6.3% 0.0% 0.0% 1.3% 2.5%
GS/IG®3 17.8% 10.3% 3.4% 3.4% 1.7%  0.0% 0.0% 1.7%
GS/IG®4 15.6% 16.3% 0.0% 10.2% 6.1% 0.0% 0.0% 0.0%
GS/G@5 20.7% 32.2% 6.2% 120% 95% 0.6% 0.2% 3.8%
GS/GR06 41.7% 27.5% 9.8% 9.8% 53% 0.0% 0.0% 2.6%
GS/IG®7 32.4% 32.2% 10.1% 13.6% 48% 0.1% 0.5% 3.0%
GS/G®8 34.2% 33.8% 11.9% 13.6% 4.7% 0.5% 0.6% 2.4%
GS/IG®9 31.6% 26.4% 6.9% 11.2% 50% 0.2% 0.3% 2.8%
GS/GEO0 28.2% 24.6% 5.4% 11.0% 58% 0.0% 06% 1.8%
Gs/Gal 31.4% 24.3% 6.6% 9.9% 51% 0.1% 0.6% 2.0%
GS/IGEz2 29.5% 25.2% 6.8% 10.7% 5.1% 0.1% 0.6% 1.8%
GS/GEs 25.4% 22.3% 5.1% 9.7% 57% 0.1% 0.4% 1.4%
GS/IGE4 21.1% 20.8% 5.8% 8.3% 44% 0.1% 0.3% 1.9%
GS/GaEbs 16.6% 19.1% 4.1% 7.5% 50% 01% 0.7% 1.7%
Senior Pay Levels 13.1% 12.4% 3.9% 5.6% 29% 0.0% 0.0% 0.0%
All Pay Grades 25.0% 24.1% 6.3% 10.1% 5.1% 0.1% 0.5% 2.0%
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Awards (Monetary and Honorary) and Quality Stépcreases (QSI)

Table23 shows that minorities receive®.2% d all monetary awards in FY 201b
less than their representatid®b(0%) in the workforce. Of overall representation in monetary
awards, minorities received a greater share of the lowest two awarl level

Table23: Monetary Awards by RNO and Award Amount (FY 2016)

IC Workforce
Monetary Aards Summary ByRNO

Non Unknown 2 or More
Award Amount Minorities  Minorities  RNO Hispanic  Black Asian NHPI AIAN Races
Less than $1000 73.9% 25.3% 0.7% 5.9% 12.6% 4.2% 0.2% 0.4% 1.9%
$1000 to $1999 74.7% 24.5% 0.8% 6.1% 11.7% 3.9% 0.2% 0.4% 2.2%
$2000 to $4999 78.8% 20.7% 0.6% 5.2% 9.5% 3.5% 0.2% 0.4% 1.9%
$5000 to $9999  76.% 21.8% 1.3% 6.6% 7.9% 4.7% 0.2% 0.8% 1.6%
$10000 or More  79.8% 18.8% 1.3% 5.1% 7.4% 4.5% 0.1% 0.5% 1.3%
All Amounts 76.2% 23.1% 0.7% 5.7% 10.8% 3.9% 0.2% 0.4% 2.0%
IC Workforce 73.9% 25.0% 1.1% 6.1% 12.0% 4.2% 0.2% 0.5% 1.9%

Table24 categorizedhe IC into theothercomponents and th&x agencieso compare
which IC elements have higher or lower representations of minorities in monetary awards.
Minorities in theothercomponents make ugpslightly larger proportion of individuals receiving
monetary awards compared to minorities ingtxeagenciesbut a smaller proportion of
employees receiving monetary awards D90 or more.

Table 24: Monetary Awards by Award Amount, RNO Group and IC Group (FY 2016)

Six agencies Other Components All IC

Nonr Total Unknown Nonr Total Unknown Nonr Total Unknown
Award Amount Minorities Minorities RNO Minorities Minorities RNO Minorities Minorities RNO
Less than $100( 74.0% 25.2% 0.8% 73.4% 26.6% 0.0% 73.9% 25.3% 0.7%
$1000 to $1999 74.8% 24.2% 1.0% 74.0% 26.0% 0.0% 74.7% 24.5% 0.8%
$2000 to $4999 78.5% 20.9% 0.6% 0.6% 19.4% 0.0% 78.8% 20.7% 0.6%
$5000 to $9999 76.4% 22.2% 1.3% 90.9% 10.0% 0.0% 76.9% 21.8% 1.3%
$10000 or More 79.3% 19.3% 1.4% 88.2% 11.8% 0.0% 79.8% 18.8% 1.3%
All Anounts 76.1% 23.0% 0.8% 76.7% 23.3% 0.0% 76.2% 23.1% 0.7%
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Table25 shows thashares of honorary awards for minorities in the highest pay grades
are naturally lower than the overall minority share of honorary awards because minorities are
less repesented in those grade levels (see Ta8lenlpage 9). Minorities received 2.1%,
slightly morethan their representation in the IC workforc&6f0% Minorities in the highest
pay gradesGS/GG14-15 andseniorpositions) were underrepresented coregaooverall
minority honorary award@7.1%)

Table 25: Honorary Awards by Grade and RNO (FY 2016)

IC Workforce
Honorary Awards Summary ByRNO

Minority Total 2 or More
Pay Grade Representation Minorities Hispanic Black  Asian NHPI  AIAN Races
Wage Grade 32.2% 13.5% 1.®%0 10.8% 0.0% 0.0% 1.0% 0.0%
GS/IG®1 N/A 33.3% 0.0% 16.7% 56% 0.0% 0.0% 11.1%
GS/G@2 20.8% 20.0% 0.0% 20.0% 0.0% 0.0% 0.0% 0.0%
GS/G®3 17.8% 0.0% 0.0% 0.0% 0.0% 00% 0.0% 0.0%
GS/G@4 15.6% 25.0% 0.0% 0.0% 25.0% 0.0% 0.0% 0.0%
GS/G®5 20.7% 228% 3.3% 122% 21% 0.0% 0.0% 52%
GS/G&6 41.7% 23.4% 7.7% 87% 34% 00% 0.0% 3.6%
GS/IG®7 32.4% 24.5% 9.1% 101% 16% 0.0% 0.6% 3.1%
GS/G@8 34.2% 33.4% 121% 16.2% 28% 0.1% 08% 1.3%
GS/G&9 31.6% 32.8% 7.8% 159% 53% 00% 04% 3.5%
GS/GE0 28.2% 38.6% 3.5% 222% 59% 13% 25% 3.2%
Gs/Gal 31.4% 29.3% 5.7% 16.3% 3.7% 01% 03% 3.2%
GS/GE2 29.5% 32.4% 7.2% 164% 56% 01% 0.1% 3.0%
GS/GE3 25.4% 28.8% 6.2% 142% 46% 03% 04% 3.1%
GS/GE4 21.1% 22.6% 5.5% 113% 29% 0.1% 03% 2.4%
GS/GE5 16.6% 15.7% 3.0% 65% 35% 01% 07% 2.0%
Senior Pay Levels 13.1% 8.9% 1.9% 35% 19% 00% 08% 0.8%
All Pay Grades N/A 27.1% 6.0% 13.6% 42% 02% 04% 2.8%
IC Workforce 25.0% 25.0% 6.1% 120% 42% 02% 05% 1.9%
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In FY 2016, minorities eceived feweQSIs overal(20.9%)when compred to their
representation of 28% in the IC. Tabl®6 summarizes the distribution of QSls by pay grade
and RNO. Shares of QSlIs for minorities in the highest pay grades are naturally lower than the
overall mnority share of QSIs because minorities are less represertteasamgrade levels (see
Table 19n page 9). Senior pay levels reflect 0% becaulsere are no QSIs given to
employees in senior positions

Table26: QSIs by RNO and Grade (FY 2016)

IC Workforce QSIs Summary ByRNO

Minority Total 2 or More
PayGrade Representation  Minorities Hispanic Black Asian NHPI AIAN Races
Wage Grade 32.2% N/A N/A N/A N/A N/A N/A N/A
GS/G@1 N/A N/A N/A N/A N/A N/A N/A N/A
GS/IG@2 20.8% N/A N/A N/A N/A N/A N/A N/A
GS/G@3 17.8% N/A N/A NA N/A N/A N/A N/A
GS/IG®4 15.6% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
GS/G&5 20.7% N/A N/A N/A N/A N/A N/A N/A
GS/IGR6 41.7% 100.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.0%
GS/IG&7 32.4% 50.0% 0.0% 25.0% 0.0% 0.0% 0.0% 25.0%
GS/G3®8 34.2% 33.3% 0.0% 333% 00% 0.0% 0.0% 0.0%
GS/G@&9 31.6% 21.2% 9.1% 6.1% 3.0% 0.0% 0.0% 3.0%
GS/GEo 28.2% 20.0% 0.0% 0.0% 20.0% 0.0% 0.0% 0.0%
GS/Gall 31.4% 24.4% 12.8% 11.5% 0.0% 0.0% 0.0% 0.0%
GSs/Gaz2 29.5% 29.6% 129% 9.3% 43% 07% 0.7% 1.8%
GS/GE3 25.4% 19.9% 5.%% 9.6% 35% 05% 0.0% 0.9%
Gs/Ga4 21.1% 17.0% 5.1% 7.4% 35% 00% 0.2% 0.8%
GS/GEs 16.6% 19.3% 2.4% 9.4% 51% 00% 1.2% 1.2%
Senior Pay Levels 13.1% 0.1% 0.0% 0.1% 0.0% 0.0% 0.0% 0.0%
All Pay Grades 25.0% 20.9% 6.4% 9.0% 37% 03% 03% 1.1%
IC Wdtforce 25.0% 25.0% 6.1% 12.0% 42% 02% 05% 1.9%
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SelectedEducation and Development Programs

Figure12 provides information alut participatiorof minoritiesin educatiorand
development programsAmong all individuals participating ithese progams, 824% were non
minorities exceeding theird9% IC workforce representationn FY 2016, 173% of those
participating in these development programs were minorities.

Figure 12: Participation in All Educational DevelopmenPrograms by RNO (FY2016)
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Figurel13 shows that mogtarticipants in each program are rarnorities The program
with the mostsizable proportion of minorities tee Congressional Fellowshiggogram which
has a comparatively largergportion ofindividuals of two or more racgmrticipatingthan in
any other Selected Educational Development prognaiY 2016. African-Americansand
AsianAmericars are represented above their respective IC workforce levels Natlonal
Intelligene University (NIU)Prograns.

Figure 13: SelectedEducational Development by Program and RNO (FY B)1

All Programs [ ] [l 17.1%
Full Time Study ] [l 17.9%
NIU | 24.2%
Congressional Fellowship 25.0%
Senior Development Program [ ] [l 20.9%
Senior Executive Program ] [ 13.6%
Command & Staff School ] 15.7%
Senior Service School 12.6%
0% 20%
Senn_or Command & Semqr Senior Congressional Full Time
Service | Executive |Development . NIU All Programs
Staff Schools Fellowships Study
Schools Programs | Programs
mBlacks 7.6% 5.9% 5.2% 9.4% 0.0% 12.1% 5.2% 6.5%
@ Hispanics 2.5% 2.0% 2.7% 4.3% 0.0% 3.0% 5.6% 4.1%
OAsians 0.0% 5.9% 3.0% 3.6% 0.0% 9.1% 4.6% 3.7%
W2 or More Race 2.5% 2.0% 2.1% 2.2% 25.0% 0.0% 2.0% 2.1%
mAIANS 0.0% 0.0% 0.3% 1.1% 0.0% 0.0% 0.2% 0.4%
ONHPIs 0.0% 0.0% 0.3% 0.4% 0.0% 0.0% 0.2% 0.2%
mNo RNOs 0.0% 2.0% 0.3% 1.1% 0.0% 0.0% 0.4% 0.5%
All Minorities 12.6% 15.7% 13.6% 20.9% 25.0% 24.2% 17.9% 17.1%
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Pat Roberts Intelligence Scholarship Progra(RRISP)

ThePRISP is a college scholarship/internship program allowing the hie college
graduates with skills critical to the IC (e.g., engineering, mathematics, econandpgsysics).
As shown in Tabl@7, each year since FY 2012 more tH&%6 of PRISPscholarships and
internshipshave beemwarded taninorities In FY 20316, more thari8% of thoseprovided a
PRISP opportunity were minoritiggown froma five-yearpeakof nearly 28% in FY 2015To
the extent that this program includes diverse individuals with education and training in critical
skill areas, the IC benefitsy increasing the diversity of qualified applicants.

Table27: Five-Year Trends in PRISP by RNO (FY 2018 FY 2016)

PRISP FY 2012 FY 2013 FY 2014 FY 2015 FY 2016
Total Minorities 185% 22.1% 165% 27.8% 18.1%
Hispanic 4.5% 5.7% 4.5% 6.3% 1.4%
Black 2.8% 5.7% 3.0% 8.9% 8.3%
Asian 6.7% 5.7% 5.3% 10.1% 5.6%
NHPI 1.1% 0.8% 0.0% 0.0% 0.0%
AIAN 0.6% 0.8% 0.0% 1.3% 1.4%
Two or More Races 2.8% 3.3% 3.8% 1.3% 1.4%
NonMinorities 81.5% 77.9% 60.2% 63.3% 76.4%
Unknown RNO 0.0% 0.0% 23.3% 8.9% 5.6%

Joint Duty (JD) Program

The IC CivilianJD Program was established pursuant toltitvelligence Reform and
Terrorism Preventin Act(IRTPA)r equi rement that the DNI shalll
facilitate the rotation of personnel of the intelligence community through variesests of the
i ntel |l i genc dDrataionsnaiffer civiliagn@mployees professional opportunities to
broaden and enrich their careers by experiencing the scope of the IC beyond their home. elements
Theexperience helps to develop IC officers whoueshind foster collaboration as well as leaders
who embody the definition of teamwork throughout their careééng program was expanded in
2013 to include civilians in grades 11 and 12, giving-taickl professionals an opportunity to

obtain aJD qualifying experience.

Upon successful completion of these rotations, home IC elements benefit from the
expanded professional experiences and networking contacts returning employees bring with
evol ve
program is encouraged for those eligibMoreover, receiving credit for 2D qualifying
experience is required for promotion to senior levels within the IC.

themd helpingthe® mmuni t vy

i nt o sa& Paticipationinthat el | i g

The DNI has established guidance that requires all IC elemesubnait an annual plan to
increase the number dDAs asof FY 2016 The total number of IC personnel with d2dit
increased two percentage poifitm 19%in FY 2015to 21% inFY 2016. This percent increase
aligns withincreased efforts to promote joiduty opportunities through several fairs hosted by IC
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elements It may also be attributed to the target set by the DNidoeiase thaumber of
personnel odD until 5% of theeligible IC workforce ison rotationat all times by FY 202and
beyond. The IC has met 2% of the 5% gaa ofFY 2016

As shown in Table & there are moreninorities with JD credit in each pay grade
compared to their representation in the workfoidee share of minorities withD credit that
received promotions in FY 2016Q2%) nearly equals the share of minorities with JD credit
(21.5%). Data also showthe higher the grade level, the lower geFcentage share ofinorities
with JD creditand the share of those who were promoted in FY 2€8dBesponithg closely to
the workforce representation rates at each level.

As of FY 2016, thepercentagef minorities within the IC with J@redit increased one
percentage point comparedR¥ 2015 from 3% to 4%.Although it is reported in Table9zhat
minorities make up only 28% of personnel with JBredit, this is also one percentage point
increaseup from 20.5% irFY 2015 to 21.5% inFY 2016. Both percentage increases illustrate
that the share of minorities with JD credit in theid@rowing, which should indicate an
improving eligible pool of minority individuals who can be considered for future promotion to
the senior ranks. However, only 21.5% of @®/GG11 and above employees with JD credit
are minorities, which is nearly 3 percentage points below the 24.4% rajgre$entation of
minorities in theGS/GG11 and above workforce.

Table 28: Joint Duty Credits and Promotions by RNO Group and Grade (FY 2016

IC Workforce Minority Representation
Share of Joint Share of Joint Dut Workforce

Duty Credit Promotions Representian
Pay Grade Total Minorities Total Minorities  Total Minorities
GSs/Gall 38.2% 14.3% 31.4%
Gs/Gaz2 31.5% 25.0% 29.5%
GS/G@EL3 26.3% 21.5% 25.4%
Gs/Ga4 22.4% 23.9% 21.1%
GS/G@El5 17.1% 18.9% 16.6%
Senior Positions 13.4% 13.1% 13.1%
All Grades11l 21.5% 20.9% 24.4%

Note. TabB8does not include ABHSand U.S. Treasury OIA data.
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Figure X4 illustrates that ifrY 2016 minorities with JD credit received only 20.9% of the
promotions of employees with JD credit, which is 3.5 percentagéspdeelow the minority
representation rate in tli@S/GG11 and above workforce and 3.2 percentage points below the
minority share of promotions in the overall workforcd-ivi 2016

Figure 14: Joint Duty Credit and Promotion by R®
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Chap3erwomen in the |IC

Our Nation derives strength from the diversity of its population and from its commitment
to equal opportunity for all. We are at our best when we draw on the talents of all parts
of our society, and our greatest accompligims are achieved when diverse perspectives
are brought to bear to overcome our greatest challenges.

-President Obama, Executive Order 13583

Highlights of the Female Workforce

Across the I C, targeted ongoing epoftedrts su
the increase in hires of and promotions for women. Overall women hires increased slightly from
38.2% inFY 2015to 39.2% inFY 2016 IC diversity and inclusiomctivities relating to women
serve as idicators of gradual progress towards increasinggale representation in the,IC
particularlyfor developing a pipelinef women irto senior and leadership positioné/hile the
female representatiarf 38%remained unchangdtbm FY 2015to FY 2016 Figure B shows
thatthe percentage of women hiredFY 2016 is slightly higher than representation in the
workforce andhe share of attrition.

In FY 2016, vomenreceived promotions and recognitianove their representatioate
Theyearnedhearly 45%of promotionsand received nearly 42% of thenorary awards
recognizing outstanding servigethe IC. Women hirg at the senior pay leveincreasd from
18.2% in FY2015 to 23.3% in FY2016; a theGS/GG14 grade level from 33.9% in FA015 to
38.1%in FY 2016, andGS/GG12 levelsfrom 33.6% in FY2015 to 35.8% in FY2016. The
representation of amen at the entrlevel was 40%.Likewise, women hires &S/GG10level
have increased from 29.3% in 2015 to 34.9% in F2016
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Figure 15: FY 2016 Gender Composition, Hireand Attrition
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Through he conclusion of thbarrier analysis in December 2016, the IC has identified
findingswhich could contibute to the attrition rate of women. Thew@l collectively work to
implement the recommendations outlined below

Focus Area | Finding Recommendatio

Advancement| Minority and womerdemographic Increase exposure opportunities
groups perceive unfairness across a | providing active mentorship
number of employment practices, opportunities, where there is
particularly promotion and professional investment by the
advancement opportunities. There is| mentor in the mentee, and
common concern that impenetrable | shadowing programs that connec
majority groups limitwvomen and employees from traditionally
mi n o r acdedsapsetium job underrepresented groups with ot}
assignments, mentoring and members of the workforce, focus
performance feedback. on core mission.

Work /Life Issues with work/life integration seem| Provide employees the flexibility

Integration to be systemic process issues that aff needed tdettermanagework/life
all employees within the IC; Reever, | balance.
these issues may have greater impac]
underrepresented groups, such as
women who more often have primary
caregiver responsibilitie’s.

Oparker,

Ki m, ADespite

progress,

women stild/|l

FACTTANK, March 10, 2015 http://www.pewresearchrg/facttank/2015/03/10/womeastill-bearheavierload
thanmenbalancingwork-family/
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Figure B shows that the repredation of women in the IC is less than in the
comparative benchmarks, the FW, CLF, and the U.S. population. Cogp@relements
groups, Figure @ also siows that theix agencie$40.1%) are closer to the FW benchmark
(432%) than the otheramponents30.1%).

Figure 16: Gender Workforce Compared to Benchmatk¢FyY 2016)

AlllC 38.5% 61.5%
Six Agencies_
Other Components_ 30.1% 69.9%
Federal Workforce_ 43.2% 56.8%
Civilian Labor Forc
uU.S. Population_ 50.3% 49.7%
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. Civilian Labor Federal Other . .
U.S. Population Force Workforce Components Six Agencies All'lC
W Female 50.3% 46.1% 43.2% 30.1% 40.1% 38.5%
@ Male 49.7% 53.9% 56.8% 69.9% 59.6% 61.5%

1eLr figures are from the 2@10PM Federal Equal Opportunity Recruitment Program Annual Report
(https://www.opm.gov/policydataoversight/diversityandinclusion/report§eorp-2012.pdj. FW figures are

from FY 2014https://www.opm.gov/policxdataoversight/diversityandinclusion/federaworkforceat-a-

glance U.S. population data were computed from the 20]:
Population fo individuals 1667 years old.http://factfinder.census.gov/faces/nav/jsf/pages/index.xhtmi
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As the IC continues to strengthen its efforts to attract and retain women, areas of
significant progress are evident. Although women represented 38.5%Iaf(frigure 16) they
earned 44.9% of promotions as shown in Figute When focusig on thesix agencieand the
othercomponents, both groups have promoted women at higher proportions (45.9%siar the
agenciesnd 35.1% for thetbercomponents) thatheir overall female representation (40.4%
for thesix agenciesnd 30.1% for thethercomponents).

Figure 17: Promotions in the IC by Gender (FY 2016)
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Women across the IC workforce received a large proportion of honorary awards, which
recogniz their outstanding service to the IC. Figugallustrates that women received these
awards at rates well above their representation in the workfohile males received the same
awards below their representation.

Figure 18 Comparison of Gender Representation Rates between the Overall IC Workforce and
Recipients of Honorary Awards
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60%
40%
20%

0%

Female Male
m |C Workforce 38.5% 61.5%
@ Honorary Awards 41.8% 58.2%
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Detailed Data on Gender in the IC

Workforce Composition

When studying the female composition within the workforce across grades, as shown in
Table29, one sees a significant pool of women in the-griades available to create a steady
pipeline intoGS/GG13 and above grades. Currently, the representation of women drops sharply
in theGS/GG13 and above grades.

Table29: Workforce Composition by Pay Grade (FY 2016

IC Workforce Gender

Pay Grade Female Male
Wage Grade 3.7% 96.3%
GS/IG®1 N/A N/A
GS/G@2 40.6% 59.4%
GS/G®3 41.6% 58.4%
GS/IG®4 41.3% 58.7%
GS/G®5 62.1% 37.9%
GS/GR6 61.3% 38.7%
GS/IG®7 50.7% 49.3%
GS/G3®8 65.2% 34.8%
GS/IG®9 49.8% 50.2%
GS/GEo 37.4% 62.6%
GS/Gall 46.6% 53.4%
Gs/Gaz2 42.9% 57.1%
GS/GE3 35.9% 64.1%
Gs/Ga4 34.4% 65.6%
GS/GaEs5 33.1% 66.9%
Senior Pay Levels 29.8% 70.2%
All Pay Grades 38.5% 61.5%
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Managers

Figure B showsa comparison diemale and ma managersFemale and male managers
together comprise 20.8% of the total IC workforce. Females represent 38.5% of the IC
workforce, and35% of all manager positior{g.2% of all managers in the workforce). The
pattern is consistent across grade groufp@ example, most of the &managers reside in
gradesGS/GG13-15, but nearly twice as many men are managers in those grades as compared
to women (11.4% to 6.0%).

Figure 19: Managers by Gender and Pay Grade as a Proportionh& Workforce (FY 2016)
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Hiring and Attrition

For the five years shown Figure20, the proportion of women in the IC has remained
relatively static. Over the same period, hiring has increased $behnaoffset by a increase in
attrition. Female share of attritiphoweverdropped in FY2016, indicating the potential for an
increase in their representation in the workforce next year.

Figure 20: Five-Year Workforce Dynamic Treds by Gender (FY 2012 to FY 2016)
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Figure21 compares female hires in tbthercomponents and thex agencies Women
in thesix agenciesnake up a larger proportion of new hire&.@%6) compared to women in the
othercomponents (30.1%).

Figure 21: Hiring by Gender (FY 201%
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Table30 shows that a larger proportion of women are being hired into the lower grades
while hiring of women decreases in the upper grades.

Table 30: Hiring by Gender and Pay Grade (FY 2016)
IC WorkfoecHires Gender

Pay Grade Female Male
Wage Grade 3.1% 96.9%
GS/IG®1 N/A N/A
GS/IG®2 51.5% 48.5%
GS/G®3 50.0% 50.0%
GS/IG®4 30.8% 69.2%
GS/G@®5 70.4% 29.6%
GS/IGR6 65.5% 34.5%
GS/IG®7 45.2% 54.8%
GS/G3®8 47.0% 53.0%
GS/IG®9 44.7% 55.3%
GS/GAEo 34.9% 65.1%
GS/Gall 39.7% 60.3%
Gs/Gaz2 35.8% 64.2%
GS/GE3 30.6% 69.4%
Gs/Ga4 38.1% 61.9%
GS/G@Es5 33.6% 66.4%

Senior Pay Levels 23.3% 76.7%
All Pay Grades 39.2% 60.8%
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As noted below in Figurg2, women in thethercomponents arkeaving the IC at a
higher rate (10.9%) than women in e agencie$5.3%). Men in theothercomponents are
also leaving at a higher rate compared tosth@gencies In general, thethercomponents are
contributing to a higher overall attrition eafor the IC.

Figure 22: Attrition Rates by Gender Compared to Overall Rates (FY 2016)
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Table31hi ghl i ghts the |1 C6s success at retainirt
though fewer women are in those grades.

Table31: Overall Share of Attrition by Gender and Pay Grade

IC Workforce Attritic Gender

Pay Grade Female Male
Wage Grade 6.5% 93.5%
GS/IG®1 N/A N/A
GS/IG@2 45.5% 54.5%
GS/G®3 62.5% 37.5%
GS/IG®@4 66.7% 33.3%
GS/G®5 15.5% 84.%%
GS/G&6 55.6% 44.4%
GS/IG®7 49.9% 50.1%
GS/G&8 68.9% 31.1%
GS/IG®9 50.9% 49.1%
GS/GEo 46.2% 53.8%
GS/Gal 45.3% 54.7%
Gs/Gaz2 42.0% 58.0%
GS/GE3 37.6% 62.4%
GS/Ga4 36.4% 63.6%
GS/GaEs 31.3% 68.7%

Senior Pay Levels 23.4% 76.6%
Al Pay Grades 38.6% 61.4%
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Figure23 compares male to female overall share of attrition by type. Female attrition is
37.9%6 which is slightly higher than female representation of 38.5% in the IC workforce.
Figure 23. Gender Oerall Share of Attrition by Typ& (FY 2016)

Other 31.0% 69.0%
Termination 42.5% 57.5%
Retirement 39.3% 60.7%
Resignation 36.8% 63.2%

All types 37.9% 62.1%
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Looking at the attrition type percentages across women as shown in Hgwemen
are resigning more often than they retire.

Figure 24: Female versus Male Attrition Type
60% -

40% A

20% A

0% - _-_-__—___

Resignation Retirement Termination Other
W Femald 52.4% 41.2% 4.9% 1.5%
B Male 55.0% 38.9% 4.1% 2.1%

2 The female share of attrition is 38.6%, but some agencies are unable to report attrition by type. In FY
2016, this causes the share of attrition in this gorbe slightly larger30.4%).
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Promotions

Table32 illustrates that women receive promotions at a rate greater than their overall
representatiod 44.9% of promotions compared to 38.5% of the workforce. However, women
receive somewhat fewer promotionsG8/GG13 and above, though still at ratbatexceed
their rates of workforce representation in each of those pay grades (compare 29 Taipage
69).

Table32 Promotions by Gender and Pay Grade (FY 2016)

IC Workforce

Promotions Gender

Pay Grade Female Male
Wage Gde 9.5% 90.5%
GS/G@1 N/A N/A
GS/G@2 43.0% 57.0%
GS/G@3 48.3% 51.7%
GS/IG@4 59.2% 40.8%
GS/G@5 63.5% 36.5%
GS/G@6 69.3% 30.7%
GS/IG®7 54.3% 45.7%
GS/G@8 53.5% 46.5%
GS/G@9 51.5% 48.5%
GS/GEo 40.1% 59.9%
Gs/Gdl 46.3% 53.7%
GSGG12 48.7% 51.3%
GSs/GE3 41.1% 58.9%
GS/GE4 36.5% 63.5%
GS/GE5 36.9% 63.1%

Senior Pay Levels 35.7% 64.3%
All Pay Grades 44.9% 55.1%
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Awards (Monetary and Honorary) and Quality Stépcreases (QSI)

Although Table33 shows that women receivedarge percentage of monetary awards in
FY 2016, the majority of the awards were undef8Q. In comparison, men received awards in
greater percentages than their workforce representation in the larger monetary amount categories
($2,000 and above).

Table 33: Monetary Awards by Gender and Award Amount (FY 2016)

IC Workforce

Monetary Awards Gender

Award Amount Female Male
Less than $1000 43.6% 56.4%
$1000 to $1999 43.9% 56.1%
$2000 to $4999 40.9% 59.1%
$5000 to $9999 33.2% 66.8%
$10000 or More 31.7% 68.3%
All Amounts 41.9% 58.1%
IC Workforce 38.5% 61.5%

In honorary awards, shown in Tald4, women were overrepresented as recipients of
these awards compared to their representation in the workforce, a pattern thaeatsirep
across gradeSS/GG05-12.

Table 34: Honorary Awards in the IC by Gender and Pay Grade (FY 2016)

IC Workforce Gender
Honorary Awards  Female Male
Wage Grade 4.7% 95.3%
GS/G@1 33.3% 66.7%
GS/IG®2 20.0% 80.0%
GS/G@3 37.5% 62.5%
GS/IG®4 25.0% 75.0%
GS/G@&5 67.7% 32.3%
GS/G&6 69.4% 30.6%
GS/IG@7 58.7% 41.3%
GS/G3®8 70.7% 29.3%
GS/G@9 57.0% 43.0%
GS/GAEo 54.7% 45.3%
GSs/Gal 48.6% 51.4%
Gs/Gaz2 48.9% 51.1%
GS/IGE3 39.3% 60.7%
Gs/Ga4 35.9% 64.1%
GSGG15 33.5% 66.5%
Senior Pay Levels 33.4% 66.6%
All Pay Grades 41.8% 58.2%
IC Workforce 38.5% 61.5%
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Table35 shows that the total percentage of women receiving QSls was fairly
proportionate to their workforce representation. However, percentages watedy from a
high of 100% inGS/GG06-08, to a low of 33.4% i6S/GG14 and none i6S/GGO04. Itis
important to note that the NGA workforce is pay banded and underfappgrformance
system that does not allow step increases or QSIs.

Table35: QSIs by Gender and Pay Grade (FY 2016)

IC Workforce QSIs Gender

Pay Grade Female Male
Wage Grade N/A N/A
GS/G@1 N/A N/A
GS/G@2 N/A N/A
GS/G@3 N/A N/A
GS/G@4 0.0% 100.0%
GS/G@&5 N/A N/A
GS/G&6 100.0% 0.0%
GS/IG&7 100.0% 0.0%
GS/G@&8 100.0% 0.0%
GS/G@9 48.5% 51.5%
GS/GEL0 60.0% 40.0%
GS/Gall 48.7% 51.3%
GS/GE2 42.5% 57.5%
GS/GE3 34.6% 65.4%
GS/GE4 33.4% 66.6%
GS/GE5 41.3% 58.7%
Senior Pay Levels N/A N/A
All Pay Grades 37.6% 62.4%
IC Workforce 38.5% 61.5%

77



Selected Education and Development Programs

Figure2z5s hows t hat womends participation in se
programs was proportionate to their workforce representation. In addition, Eiglltstrates
that women in thaix agenciegarticipate at higher rates when compared tather
components. In theix agenciesvomen represent 38.3% of participants in educational and

development programs even though they are 40.4% cixlagencie6 t ot al wor kf or ce
contras, in theothercomponents women represent 34.8% of persons in educational and
development prgrams compared to 30.1% of thin@erco mponent sdé t ot al wor kf

Figure 25: Selected Education and Development Programs by Gender
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Figure26 presents a gender analysis of select programs, showing that most participants
are men with half or more taking part in each of the progrémeexcepion istheNIU which
had the highest proportion of women (66.7%). Conversely, Command ah&&tabls had the
lowest female participation rate in R2016.

Figure 26. Selected Educational Development by Program and Gender (FY 2016)

All Programs 38.2% 61.8%
Full Time Study 45.4% 54.6%
NIU 66.7% 33.3%
Congressional Fellowship 50.0% 50.0%
Senior Development Program 29.1% 70.9%
Senior Executive Program 35.2% 64.8%
Command & Staff Schools 25.5% 74.5%
Senior Service School 35.3% 64.7%
OI% 2(I)% 4(I)% GCIJ% 8(I)% 10I0%
B Female @ Male
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PRISP and Stokes

As noted in the previous chapter, PRISP is a college scholarshiptarrgship program
that allows the IC to hire college graduates with certain skills critical to the IC (e.g., engineering,
mathematics, economicandphysics). As shown in TabB,wo menés parti ci pati o
has fluctuatedrom FY 2012 to FY 2016.t remained the same in FY 2012 &fd 2013, then
decreased in FY 2014 before increasing in FY 2015 and FY 2016y 2016 female
participation in PRISP was at a fryear high with women holding more than half of the
scholarships and internships (5&P

Table 36: Five-Year Trends in PRISP by Gender (FY 201®FY 2016)

PRISP FY 2012 FY 2013 FY 2014 FY 2015 FY 2016
Female 39.3% 39.3% 38.3% 42.9% 56.9%
Male 60.7% 60.7% 61.7% 57.1% 43.1%

The Stokes scholarship program sedesntd prepares college students for careers in the
IC. Itis important to note that only fol© agencies participate in the Stokes program: NSA,
CIA, DIA, and NGA. As shown in Tablg7, female representation in Stokes for the past five
years has beends than the representation of females within the IC (with the exception of
FY 2012).

Table37: Five-Year Trends in the Stokes Program by Gender (FY 2012 to FY 2016)

STOKES FY 2012 FY 2013 FY 2014 FY 2015 FY 2016
Female 47.2% 28.8% 26.1% 31.7% 33.9%
Male 52.8% 71.2% 739% 68.3% 66.1%

Joint Duty Program

As previously mentioned, JD is a personnel rotation program, ofg8/6G11 through
seniorpositions, allowing employees to work for limited durations in different IC elem@gilis.
credit is a prerequisite for pration to eniorpositions within IC elementslt is relevant to note
that 90% of t he | GHGGlptospnioidlesets.iWhire 20.6800fithet s i n
have earnedD credit, 7.3% of those withD credit earned b¥Y 2016 (may have been earned
priorto FY 2016) were promoted in FY 2016.

In the overall IGGS/GG11 and higher grade group, females make up 37.4% of the
population and represent 34.4% of the IC JD credit populatronomparison to the IC
workforce at these grade levels (&$ tosenia positions), there are slightly more females in the
JD credit population for grad€sS/GG13 andseniorpositions than in the IC workforce.
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Figure 27 illustrates that@ong personnel with JD credit who were promoted in FY
2016, a smaller share of wom@6.9%) were promoted than men (63.1%), consistent with their
workforce representation in tli&S/GG11 throughseniorpaylevels femalegepresented at
37.4%and nalesat62.6%.

Figure 27: Joint Duty Credits and Promotions by @Gder
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Although the total number of IC personnel with JD credit increased two percentage
points compared to last yedirom 19% inFY 2015to 21% inFY 2016 Table B indicates that
34.4% of females have JD crediimilar to what was reported in FY 20(%4.5%).

Table 38: Joint Duty Credits and Promotions by Gender and Grade (FY 2016)

IC Workforce Gender Representation
Joint Duty Credit Joint Duty Promotions Workforce

Pay Grade Female Male Female Male Female Male
GS/GdEll 32.7% 67.3% 42.9% 57.1% 46.6% 53.4%
GS/GaE2 40.3% 59.7% 43.5% 56.5% 42.9% 57.1%
GS/GEL3 37.3% 62.7% 40.2% 59.8% 35.9% 64.1%
GS/GaEl4 33.8% 66.2% 35.1% 64.9% 34.4% 65.6%
GS/GEs 33.1% 66.9% 34.3% 65.7% 33.1% 66.9%

Senior Positions  30.5% 69.5% 35.4% 64.6% 29.8% 70.2%
All Grades11 34.4% 65.6% 36.9% 63.1% 37.4% 62.6%

Note. Table38 does not include FBDHS,and U.S. Treasury OIA data.
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Chapter 4. Persons with Disabil i~

Creating a diverse Federal workforce that draws from efjreents of society
requires sustained commitment to ensuring a level playing field upon which
applicants and employees may compete for opportunities within Government.
Sustaining the highest levels of integrity and professionalism throughout new
outreach ad recruiting efforts is paramount to achieving the strategic vision set
out in this plan.

T OPM Governmenwide Inclusive Diversity Strategic Plan, 2016

Highlights of PWD Workforce

The IC strives tdbe a model employer with regard to recruitment, birsdvancement,
and retention oPWD. Disability information is generally captured on the federal government
Standard Form (SB56), which was revised in October 2016. Though disability status is
generally captured at the time an individual initiallyn@the IC, mdividualsmay later acquire
disabilities. The IC has establishieteragencyworking groups to expand opportunities for
PWD, focused on: recruitment, hiring, and retention; workplace accommodations; and
information technology accessibilignd 508 complianceIn addition, the IC oversees
compliance witHegal mandatethat prohibit discrimination against PWD undee
Rehabilitation Act of 1973, argtrives to incorporatexecutivelevel directives and policy
guidance to increase opportungtior PWDas part of the | Cds strategi
The IC has adopted the fedegavernmeniwide goal to ensure that at least 2% of its workforce
arepersons with targeted disabilitieBWTD).*® In addition, the IC seeks to improve its
collection of demographic metrics on PWDgdamncourages individuals to amend their personnel
records to seltlisclose disability status througforkforcere-surveys

B Targeted disabilities are the most severe disabilities to include deafness, blindness, partial or total
paralysis, missing extremities, traumatic brain injury, dwarfism, intellectual disability, psychiatric disability,
developmental disability, epilepsy or seizure disorder, significant disfigurement, and significant mobility
impairment.
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Figure B shows the proportion &*WD in the workforce has grown in the past fjsgars
by 1.8%. In addition, PWDhiring andattrition shareshave increasedver thesametime period
PWD share ohiring decreased in FY 2016 from FY 2015 which decreased from-gdmepeak
in FY 2014.

Figure 28 Five-Year PWD Trends (FY 2012 to FY 2016)
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Share of #rition anong PWD 0.1%), especially among the PWTD sub<e7%0), were
| CAd%. As shewn i Tabl@% RWDshare of bines
(al grades) was lower than their overall share of attrition. When looking &3H@G14 and
higher grades in Tabl@d, PWD made up a larger proportion of new hires compared to the

hi gher than

t he

rat e

proportion of those leaving the IC, which suggests potential growth in the PWD population at the

higher gradesHowever, this pattern does not hold truePOWTD nor for PWD in grades

GS/GGO07throughl3.

Table39: Share ofPWD Hiring, Attrition and Workforce Representation by Pay Gra(f€y 2016)

IC Workforce PWD Representation

Hiring Attrition Workforce
Pay Grade Total PWLC Targeted Total PWL Targeted Total PWL Targeted
Wage Grade 15.7% 0.0% 6.5% 0.0% 8.4% 0.8%
GS/IG®1 N/A N/A N/A N/A N/A N/A
GS/IG@2 3.0% 0.0% 4.5% 0.0% 12.3% 0.0%
GS/G®3 25.0% 0.0% 0.0% 0.0% 11.9% 3.0%
GS/IG®4 15.4% 0.0% 0.0% 0.0% 9.2% 0.9%
GS/IG@5 6.6% 0.8% 7.9% 0.0% 11.8% 2.0%
GS/IG@)6 14.3% 0.7% 6.8% 0.0% 20.2% 0.7%
GSGGO07 6.1% 0.8% 9.6% 1.8% 8.8% 0.9%
GS/G®8 4.1% 0.1% 8.0% 1.8% 8.0% 0.6%
GS/IG®9 5.3% 0.6% 11.1% 0.4% 8.9% 0.8%
GS/GEO0 5.1% 0.3% 8.1% 2.5% 6.3% 0.6%
Gs/Gal 8.7% 0.8% 9.3% 0.6% 9.6% 0.9%
GS/IGEz2 10.0% 0.5% 11.5% 1.0% 9.8% 0.8%
GS/GEs 8.6% 0.4% 10.0% 0.9% 8.5% 0.5%
GS/IGE4 8.9% 0.5% 8.8% 0.6% 8.0% 0.5%
GS/GaEbs 8.4% 0.7% 6.0% 0.2% 6.8% 0.3%
Senior Positions  12.1% 0.0% 5.6% 0.4% 5.2% 0.4%
All Pay Grades 7.6% 0.6% 9.1% 0.7% 8.4% 0.6%
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Detailed Data on PWD in the IC

PWD in the IC Workface

It is instructive to dermine which group of IC elemernitsinfluencing the number of
PWD overall As Figure29 shows, thethercomponentseflecta highemproportion of their
workforce as PWD compared to the overall IC percentage, and well almok¥thbenchmark.
However, thaothero mponent s6 PWTD i s bel ow Ndiegintiso mpar ab
graph the percentages of #AAIl Ot hermerderitdded adde

Figure 29: PWD Workforce Comparetb Benchmark* (FY 2016)
16%
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Total IC Six Agencies Other Components  Federal Workforce
Total PWD 8.4% 7.1% 14.3% 9.0%
u All Other PWID 7.8% 6.4% 14.1% 7.9%
mPWTD 0.6% 0.7% 0.3% 1.1%

1 Data for federal civilian employees is taken from Federal Equal Opportunity Recruitment Program and
Employment of Disabilities ReportsrfFY 2014 as cited dittps://www.opm.gov/policdataoversight/diversity
andinclusion/federaWworkforce-at-a-glance/
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Hiring and Attrition

Theothercomponentseflecta larger proportion of PWD as a percentage of their
workforceandalso contribug to more new hires, as detailed in Fig@@& However, thesix
agenciesire a greater share of PWTD

Figure 30: Hiring PWD in the IC (FY 2016)
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Figure31 provides attrition rates for PWD and PWTD, grouped bytated IC, thesix
agenciesand theothercomponents. When viewingdtation rates among PWTD, theher
componBPWibsattrition rate is almost double its
attrition rate. Howeveit should be noted théheother@ mponent 6 s PWTD popul a
small, and percentages of small populations can be misleading. PWD left therd@ (8:6%)
andother omponents (8.0%) at rates higher thanaverall IC attrition rate (6.1%). PWD left
thesix agencieg5.9%) at a higher rate than attrition acrosssthagencieg5.4%).

Figure 31 Attrition Rates for PVD in the IC (FY 2016)
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Promotions

As shown in Figur&2, PWD in the ICreceive a smaller percentage of promotions as
compared to theirverall workforce representationn addition, this figure shows thaex
agenciesand theother @mponentsn orderto determine how these subsets contribute to the
overall picture of promotions among PWD &/TD. In both theother @mponents andx
agenciesPWD are represented in promotia@isa less thaexpected ratesompared to their
overall representation their respectivevorkforce.

Figure 322 PWD Workforce Compared to Promotions (FY 28)1
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Joint Duty Program

As mentioned in prior chapters, JD is a personnel rotation system, oB&iGa>11
through senior positions, allowing employeesvtwk for limited durations in different IC
elementsBecause this program is required for prorm
participation is importantl t i s al so relevant to note that 9
GS/GG11 to nior positions. Of the personnel in these grades, 20.6% have earned JD credit by
September 2016 and in FY 20H8d7.3% of those with credit were promotdéor theGS/GG
11 and higher grade group, PWD make up 8.4%6Ih®re than last year) of the eliggol D
workforce population with 12.7% of PWD earning JD credit by September Zdr@he
GS/GG11 and higher grade group, PWTD make up 0.6% of the population with 13.6% (3.3
more than last year) earnid® credit byFY 2016. It is important to note, juss last year, there
were no PWD reported in the JD programs for the DEA, DOE, or USCG.

Table40 indicates that PWD with JD credit represent 5.2% (one percentage point more
than last year) of the IC JD credit population and 0.2% (twice as many gsdgsof them
earned promotions in FY 201@he PWTD subset represents 0.4% (one percentage point more
than last year) of the IC JD credit population and 0.0% (same as last year) of them were
promoted in FY 2016.

Table40: PWD JD Credit and Promotions (¥ 2016)

IC JD Grades 11 and Greater PWD PWTD
Current Joint Duty Credit 5.2% 0.4%
Joint Duty Promotions 0.24% 0.01%

Note. Tabled0does not include FBDHS,andU.S. Treasur®IA

Efforts to increase PWD include teeventhannuallC Virtual CareefFair, held on
March3, 2016 More than 280 recruiters, hiring managers, and subject matter experts from nine
IC elements and organizatiofGIA, DHS, DIA, DOE, NASIC, NGA, NIA, NSA, and ODNI
participated IC pr of essi onal s st daf flenc | aisviomnt ual tihRzi Ve
providing information about IC career opportunities, hiring practices, reasonable
accommodations, and employment benefits to participants. Nearly 1000 individuals visited the
ATransitioning Mil it aritiproto thedar thib year anld was ktaffedédbyg a n
veterans from IC CHCO. In addition, education and training of the IC workforce is continuous
and aims to provide the tools for creating a more welcoming and inclusive environment for all
personnel.
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AppemnxdIAC Centers of Academic Excel|
Administration and Grant Selection Process

The ODNI had administrative responsibility for the IC CAE Program from the 2004 pilot

unt i | Its transfer to DIA in 20Mbhdudes DI AGs ste
administrative functions as well as the monitoring of grantee compliance to the Assistance
Agreement establishing the grant. The 1 C CAE

composed of senior representatives from the IC elements and intadligeganizations, provides
policy and decisioimaking guidance to the IC CAE Program Office. The IC CAE Program
Office follows IC CAE Program Guidance and serves as liaison to the IC for community
resources such as IC subject matter experts.

Grants arewarded for a base year and renewable for an additional three or four option
years, at the conclusion of which funding becomes available for a new grant solicitation. A
Broad Agency Announcement (BAA) throughvw.grants.govs used to solicit proposalsoimn
higher education institutions to establish or enhance an intelligenased curriculum and
complementary academic programming. Universities completing their funding period remain
within the IC CAE program as sustaining universities and continuetigipate in collaborative
interactiors, such as annual meetings, seminars and access to the IC CAE newsletter.

A BAA was issued in FY 2014 upon the end of the granbddor seven grants.
BetweenJanuary?2 and Marchl5, 2014 the IC CAE Program Offiaeceived 61 applications;
the DIA Grants Officer deemed 54 qualified for further consideration. The Source Selection
Evaluation Board, consisting of 12 members of the IC CAE SAB, evaluated the merit of each
proposal as it relates to meeting eligibilityission, and stated component requirements. As a
result, eight new grants were awardedY 2014 and FY 2015Grant proponents were required
to demonstrate an ability:to

1. Develop, modifyand integrate intelligence courses into academic programs;

2. Facilitate student participation in @ampus academic programs and other professional
development activities;

3. Provide students study abroad, cultural immersion, and regional studies opportunities;

4. Enable faculty research and professional developmesupport of an intelligence or
national security curriculum;

5. Hold annual colloquium or speaker series with higher education, goverrandnhdustry

partners in the region;

Establish and maintain a program management plan and a sustainmgnt plan

Make courses in languages of interest available; and

Adherenceto CAE mission ethnic and cultural diversity which are traditionally underserved

populations.

© N
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