
Department of the Navy 
ANNUAL EEO PROGRAM STATUS REPORT 

PARTS A-D 
 
 

Part A – Command Identifying Information 

 

Part B – Total Employment 

Total Employment Permanent 
Workforce 

Temporary 
Workforce Total Workforce 

Number of Employees 3,890 12 3,902 

 

Part C.1 – Head of Command and Head of Command Designee 

Agency Leadership Name Title 
Head of Agency Captain Rex Boonyobhas Commanding Officer 

Head of Agency Designee Dr. Angela Lewis Technical Director 

 

 

Command 
Second 
Level 

Component 
Address City State 

Zip 
Code 

(xxxxx) 

Agency 
Code 
(xxxx) 

FIPS 
Code 
(xxxx) 

NAVSEA NSWC 
Crane 

300 Hwy 
361 

Crane IN 47522 00164  
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Part C.2 – Agency Official(s) Responsible for Oversight of EEO Program(s) 

EEO Program 
Staff Name Title 

Occu-
pational 
Series 
(xxxx) 

Pay Plan 
and 

Grade 
(xx-xx) 

Phone 
Number 
(xxx-xxx-

xxxx) 

Email Address 

Principal EEO 
Director/Official 

Hannah 
Stowers 

Deputy 
Director  

  (812) 854-
3289 

hannah.m.stowers.civ@us.navy.mil 

Affirmative 
Employment 
Program Manager 

Vacant      

Complaint 
Processing 
Program Manager 

Hannah 
Stowers 

EEO Specialist 0260 NT-04 (812) 854-
3289 

hannah.m.stowers.civ@us.navy.mil 

Diversity & 
Inclusion Officer 

Kim Maudlin 
Jackson 

EEO Specialist 0260 NT-04 (812) 854-
2227 

kimberly.d.jacksonmaudlin.civ@us.navy.mil 

Hispanic Program 
Manager (SEPM) 

Michael 
Gonzalez-
Feliciano 

Supervisory 
Engineer 

  (812) 854-
1960 

michael.gonzalezfeliciano.civ@us.navy.mil 

Hispanic Program 
Manager (SEPM) 

Demostenes J. 
Balbuena 

Branch 
Manager 

  (812) 854-
6150 

demostenes.j.balbuena.civ@us.navy.mil 

Women's Program 
Manager (SEPM) 

Danielle M. 
Peter 

Branch 
Manager 

  (812) 381-
5175 

danielle.m.peter.civ@us.navy.mil 

Disability 
Program Manager 
(SEPM) 

Mark Wilburn Physicist   (812) 854-
5199 

mark.a.wilburn2.civ@us.navy.mil 

Disability 
Program Manager 
(SEPM) 

Michelle Jensen Admin/Tech 
Specialist 

  (812) 854-
5669 

michele.r.jensen.civ@us.navy.mil 
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EEO Program 
Staff Name Title 

Occu-
pational 
Series 
(xxxx) 

Pay Plan 
and 

Grade 
(xx-xx) 

Phone 
Number 
(xxx-xxx-

xxxx) 

Email Address 

Special Placement 
Program 
Coordinator 
(Individuals with 
Disabilities) 

Therron 
Thomas 

Admin/Tech 
Specialist 

  (812) 381-
3967 

therron.w.thomas.civ@us.navy.mil 

Reasonable 
Accommodation 
Program Manager 

Ulanda Sanders EEO Specialist 0260 NT-04 (812) 854-
6678 

ulanda.f.sanders.civ@us.navy.mil 

Anti-Harassment 
Program Manager 

Vacant      

ADR Program 
Manager 

Hannah 
Stowers 

EEO Specialist 0260 NT-04 (812) 854-
3289 

hannah.m.stowers.civ@us.navy.mil 

Compliance 
Manager 

Manda Hayden Lead EEO 
Specialist 

0260 NT-05 (812) 482-
3696 

manda.c.hayden.civ@us.navy.mil 

Principal MD-715 
Preparer 

Manda Hayden Lead EEO 
Specialist 

0260 NT-05 (812) 482-
3696 

manda.c.hayden.civ@us.navy.mil 

Other EEO Staff       
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Part D.1 – List of Subordinate Components Covered in this Report  

Please identify the subordinate components within the command. 

☒ If the command does not have any subordinate components, please check the box. 

Subordinate 
Component City State Country 

(Optional) 
Agency 

Code (xxxx) 

FIPS 
Codes 

(xxxxx) 
      
      
      
      
      
      
      
      
      
      
      
      

 

Part D.2 – Mandatory and Optional Documents for this Report 

In the table below, the command must submit these documents with its MD-715 report. 

Did the agency submit the following 
mandatory documents? 

Please respond 
Yes or No Comments 

Organizational Chart Yes  
EEO Policy Statement Yes  

Strategic Plan Yes  
Anti-Harassment Policy and Procedures Yes  

 

Did the agency submit the following 
optional documents? 

Please respond 
Yes or No Comments 

Diversity and Inclusion Plan under Executive 
Order 13583 

Yes  

Diversity Policy Statement Yes  
Human Capital Strategic Plan Yes  

EEO Strategic Plan Yes  
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Part E.1 Executive Summary:  

Mission:  The mission of Naval Surface Warfare Center, Crane Division (NSWC Crane) is to provide 
acquisition engineering, in-service engineering, and technical support for sensors, electronics, 
electronic warfare, and special warfare weapons.  NSWC Crane also works to apply component and 
system-level product and industrial engineering to surface sensors, strategic systems, special warfare 
devices and electronic warfare systems, as well as to execute other responsibilities as assigned by the 
Commanding Officer (CO), NSWC Crane.  NSWC Crane values honesty, integrity, service, unity, 
empowerment, and solutions.  NSWC Crane works to foster an inclusive and diverse environment 
where each employee reaches their full potential, able to contribute their best and brightest ideas in 
support of innovative solutions for the Warfighter. 
 
Vision:  Combating our nation’s greatest threats, NSWC Crane is the indispensable mission expert, 
leveraging our deep technical heritage to deliver solutions through innovation and strategic 
partnerships. 
 
Organization Information:  NSWC Crane is comprised of more than 3,902 civilians and military 
personnel in the seven departments.  NSWC Crane’s skilled professionals put technical solutions 
directly into the hands of the Warfighter, ensuring safer missions.  Our broad customer base includes 
the Navy, Marine Corps, Army, Air Force, United States Special Operations Command, Coast Guard, 
NASA, and many other military, civilian, and foreign military organizations. 
 
Command (00):  NSWC Crane’s Command is responsible for the satisfactory accomplishment of 
the mission and the duties assigned to their Commands. Their authority shall be commensurate with 
their responsibilities. Commanding Officers are responsible for the economy of their Command. The 
CO shall require, from subordinates, a rigid compliance with the regulations governing the receipt, 
accounting, and expenditure of government public money, materials and the implementation of 
efficient and effective management techniques and procedures.  
 
Comptroller (01):  The Comptroller Department is responsible for all financial management 
functions at the Division, including fiscal policy and regulations, budget, accounting, and financial 
services.  
 
Contracts (02):  The Contracts Department oversees all acquisition functions for the Division by 
managing, performing, and developing policies and procedures for the procurement of supplies and 
services to meet Division requirements using formal advertising and negotiation procedures; 
planning, evaluating offers, selecting offers, negotiating, awarding contracts, and admin 
 Terminating contracts.  
 
Corporate Operations (10):  Corporate Operations is responsible for providing timely and cost-
efficient business, tactical, and strategic services to the overall Division in performance of the 
technical mission related to: Human Resources (HR), Infrastructure, Corporate Communications, 
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ACIO/Information Technology (IT), Security, Corporate Business Office, and Property Management 
functions.  
 
Special Warfare & Expeditionary Systems (JX):  The Special Warfare & Expeditionary 
Systems Department provides intelligent systems solutions for all domains that enhance 
detection, decision-making, maneuver, and kinetic and non-kinetic engagement capabilities for 
the Expeditionary warfighter.  They utilize open architecture designs to integrate multi-platform 
advanced sensors and specialized weapons systems. 
 
Global Deterrence & Defense (GX):  The Global Deterrence & Defense Department provides full 
spectrum systems engineering and sustainment of strategic programs supporting Department of 
Defense in global defense.  Serves as the technical center of excellence for strategic systems 
hardware engineering, AE, and sustainment, radar component sustainment, energy and power Source 
AE, ISE, T&E and sustainment, acoustic sensors AE, ISE and sustainment, microelectronic 
technologies RDT&E, AE, and sustainment, defense security systems AE, ISE and sustainment and 
obsolescence management.  
 
Spectrum (WX):  The Spectrum Warfare Systems Department leads NSWC Crane’s efforts in a 
wide variety of Engineering, Logistics and maintenance support services for complex Electronic and 
Infrared Warfare Systems and Platform Defense Systems. 
 

Part E.2 – Executive Summary:  Essential Element A-F 

Element A – Demonstrated Commitment from Agency Leadership 

Strength:  Throughout the workplace, Command prominently posts business contact 
information for its EEO Counselors, EEO Officers, Special Emphasis Program Managers and 
the EEO Director on all official bulletin boards, on SharePoint at https://flankspeed.sharepoint-
mil.us/sites/NAVSEA_CraneIntranet_EEO_Diversity, and in the quarterly issues of the EEO 
newsletters, DiversiTREE. 
 
Deficiency:  No deficiencies identified in Part G. 
 
 

Element B – Integration of EEO into the Agency Mission 

Strength: The Equal Employment Opportunity Diversity and Inclusion Deputy Director 
(DDEEO) has direct access to the NSWC Crane’s Commanding Officer and the Technical 
Director. In addition, the DDEEO reports directly to the Commanding Officer who is the Equal 
Employment Opportunity Diversity and Inclusion Director (DEEO) for NSWC Crane. The 
DDEEO also provides key information to the Executive Leadership team. 



Department of the Navy 
ANNUAL EEO PROGRAM STATUS REPORT 

PART E  

Crane’s strategic intent fosters a Diverse and Inclusive work environment to support an 
empowered workforce through the following workforce innovation & opportunities: 

• Collaboration for rapid solutions.
• Advancing workforce skill sets with continuous learning and credentialing.
• Focus on talent attraction and retention.
• Experts in Mission applications of emerging technologies.
• Deep technical and analytical expertise and passion for technology. Competitive

incentives to inspire employees to the next step. Growth to meet Mission demand.

Additional outreach systems include the use of non-competitive Schedule A appointment 
authorities for people with disabilities and for disabled veterans. NSWC Crane utilizes the 
Workforce Recruitment Program (WRP). 

Deficiency: The Alternative Dispute Resolution Program has been offered to help support 
conflict outside of the EEO Complaint Process, but there has been little use made of it outside of 
the context of an EEO Complaint. 

Consistent changes with documents/templates make it difficult to ensure that older cases still in 
the EEO Complaint Process are in compliance. 

Element C – Management and Program Accountability 

Strengths: The Equal Employment Opportunity team support special projects that entail more 
specific focus groups and feedback loops to leaders in order to improve the workplace 
environment, which in turn, helps to reduce EEO Complaints. 

Deficiency:  No deficiencies identified in Part G. 

Element D – Proactive Prevention of Unlawful Discrimination 

Strengths:  Access to Computer/Electronic Accommodations Program for provision and success 
of accommodations/support, etc. at no cost to the activity. Development of Local process for RA 
reassignment and collaboration with Human Resources POC’s being piloted. 

Deficiency:  No deficiencies identified in Part G. 
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Element E – Efficiency 

Strengths:  Individuals with Disabilities Special Emphasis Program gaining 
members/popularity; providing additional support in education/awareness to workforce. 

Deficiency:  No deficiencies identified in Part G 

Element F – Responsiveness and Legal Compliance 

Strengths:  Senior leaders and management team members seek training and guidance from the 
EEO Office as appropriate including better understanding of the EEO Program. 

The Equal Employment Opportunity team supports special projects that entail more specific 
focus groups and feedback loops to leaders in order to improve the workplace environment, 
which in turn, helps to reduce EEO Complaints. The Agency utilizes the Alternative Dispute 
Resolution Program to help resolve conflict at the lowest level possible and at the earliest 
opportunity in the EEO Complaint Process. 

Deficiency:  No deficiencies identified in Part G. 

Part E.3 Executive Summary – Workforce Analysis 

Database Information 

The data in this report is based on information as of 30 September 2023 and represents the 
demographics of the NSWC Crane’s Civilian Workforce by Ethnicity and Race Identification 
(ERI) and Disability. This report is based on data obtained from the Enterprise Data Warehouse 
(EDW) and the Complaints Tracking System (ETK). Students, Wage Grade, Foreign local 
national employees, and military personnel are not covered in this report. NSWC Crane has 12 
Temporary and Non-Appropriated Fund employees. 

The National Civilian Labor Force (NCLF) statistics are used as the comparator for the purpose 
of conducting an analysis of the NAVSEA civilian workforce. 

NSWC Crane is comprised of 3,902 or 76% male and 24% female. The participation rate for 
females continues to be less than expected based on the National Civilian Labor Force (NCLF) 
of 48.21%. The participation rate for Hispanic or Latino Male and Females, White Female, Black 
or African American Male and Female, Asian Female, and American Indian or Alaskan Native 
Females, Native Hawaiian or Other Pacific Islanders Male and Females and Females of Two or 
More Races are all below the NCLF. 
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Based on the Equal Employment Opportunity Commission (EEOC) classifications, NSWC 
Crane reportable employee population is displayed in Table A-1 which represents the total 
workforce comparison between FY22 and FY23. 

Figure (Fig) 1: Table A-1-The Work Force Total Population 

Population (All 
Categories) 
Summary 

Population 
Previous 
Year 

Population 
Current 
Year 

Net 
Change 

Previous 
Year 
Percentage 

Current 
Year 
Percentage 

Ratio 
Change 

White Men 2,660 2669 1.47% 69.16% 69.17% 0.01% 
White Women 842 842 0% 21.89% 21.58% -0.31%
African American 
Men 

67 60 -10.45% 1.74% 1.54% -0.02%

African American 
Women 

28 31 10.71% 0.73% 0.79% 0.06% 

Hispanic Men 73 87 19.18% 1.9% 2.23% 0.33% 
Hispanic Women 26 33 26.92% 0.68% 0.85% .17% 
Asian Men 72 72 0% 1.87% 1.85% -0.02%
Asian Women 20 19 -5% 0.52% 0.49% -0.03%
Pacific Islander Men 3 3 0% 0.08% 0.08% 0% 
Pacific Islander 
Women 

0 0 0% 0.08% 0.08% 0% 

Native 
American/Alaskan 
Native Men 

8 8 0% 0.21% 0.21% 0% 

Native 
American/Alaskan 
Native Women 

0 0 0% 0% 0% 0% 

Two or More Races 
Men 

37 36 -2.7% 0.96% 0.92% -.04% 

Two or More Races 
Women 

10 12 20% 0.26% 0.31% .05% 

Totals 3846 3902 1.46% 100% 100% 0% 

The number of Individuals with Disabilities (IWDs) in the NAVSEA civilian workforce as of 
September 30, 2023 totaled to 836 compared to 762 for the same period in FY22.  This 
represents an increase of 74 IWDs.  The total number of Individuals with Targeted Disabilities 
(IWTDs) as of September 30 2023 is 79 compared to a total of 76 from the same period in 
FY22.  The total number of IWTDs for FY23 represents 2.02% of the workforce compared to 
1.97% in FY22.  Individuals with Targeted Disabilities are a subset of those individuals with 
disabilities.  The criteria EEOC used to determine the nine disabilities categorized as “targeted 
disabilities” 
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included the severity of the disability, the feasibility of recruitment, and the availability of 
workforce data for this group.  EEOC is currently using the Federal Goal of 2% as a 
benchmark as there is no NCLF for IWTDs.  

Figure 2 below illustrates the representative comparison of the total NSWC, Crane disability 
workforce between FY22 and FY23.  

Figure (Fig) 2: Table B-1-Total Workforce-Distribution by Disability 

Category FY22 FY23 Net Change % FY22 %FY23 
Disability Not 
Identified  

344 381 10.76% 8.91% 80.26% 

No Disability 3,099 3,083 -0.52% 80.26% 78.67% 
With Disability 418 455 10.76% 10.83% 11.61% 
Targeted Disability 76 79 3.95% 1.97% 2.02% 

In FY22, 344 and in FY23, 381 individuals did not identify their disability representing a 
difference of 37 individuals. During FY23, NSWC Crane continued their efforts to motivate self-
identification of the population with disability through MyBiz and SF 256 to attain a more 
accurate quantitative representation of the civilian workforce. Data depicted that as the 
workforce population increased in the last twelve months, simultaneous an increase of 10.76% 
took effect of IWD in FY23. Individuals with targeted disabilities changed during FY23 saw an 
increase of IWTD of 3.95% from the prior year.  

There are currently no projects being done with facilities to fix buildings to be compliant with 
the ADA, however as a reasonable accommodation request is filed, a building will be updated 
accordingly for those qualified IWD.  

NSWC Crane continues to outreach initiatives to improve its efforts to employ individuals with 
targeted disabilities during increased recruitment, hiring, and retention of these individuals and 
will continue to use special hiring authorities. NAVSEA collaborated with the Wounded Warrior 
Project and the Workforce Recruitment Program (WRP) and hired individuals with disabilities 
and severely disabled veterans. Showing a commitment to increasing the number of individuals 
to include those with targeted disabilities in compliance with Executive Orders 13548 and 13163. 

The NSWC Crane plan of action to recruit, hire and advance IWDs is included in this reporting 
using the EEOC Part J, Special Program Plan for the Recruitment, Hiring and Advancement of 
Individuals with Disabilities.  

Figure 3 represents the total workforce by grade level. Most employees with disabilities are at 
the GS-13 (182), GS-12 (104) and GS-11 (87) levels.  
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Figure (Fig) 3: Table B-2-Total Workforce by Grade and Disability 

Grade Total 
# 

Total Disability 

GS-02 7 2 
GS-03 1 0 
GS-04 45 0 
GS-05 2 0 
GS-06 46 1 
GS-07 34 5 
GS-08 131 3 
GS-9 79 12 

GS-10 22 4 
GS-11 723 87 
GS-12 923 104 
GS-13 1351 182 
GS-14 282 32 
GS-15 247 22 

Table A-3 (EEOC Federal Sector Occupational Categories – Distribution by Race/Ethnicy and 
Sex) NSWC Crane Reflects a total of 114 employees currently in Senior Executive positions 
Grades 15 and above of which 96 are male and 18 females. The SES population consists of 5 
Hispanic males, 18 white females, 1 Black or African American male, 2 Asian males, and 2 
Biracial or more males.   
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Figure (Fig) 4: Table A-4-SES (ES-00) from FY22 to FY23 by Race/Ethnicity and Sex 

Population (All 
Categories Summary) 

Populatio
n 

Previous 
Year 

Populatio
n Current 

Year 

Previous 
Year 

Percentag
e 

Current 
Year 

Percentage 

Occupation
al CLF 

White Men 0 0 0% 0% 
White Women 1 1 100% 100% 
African American Men 0 0 0% 0% 
African American 
Women 

0 0 0% 0% 

Hispanic Men 0 0 0% 0% 
Hispanic Women 0 0 0% 0% 
Asian Men 0 0 0% 0% 
Asian Women 0 0 0% 0% 
Pacific Islander Men 0 0 0% 0% 
Pacific Islander Women 0 0 0% 0% 
Native 
American/Alaskan 
Native Men  

0 0 0% 0% 

Native 
American/Alaskan 
Native Women 

0 0 0% 0% 

Two or more Races Men 0 0 0% 0% 
Two or More Races 
Women 

0 0 0% 0% 

Table A6-1: Participation Rates for Major Occupations, distributes race, ethnicity, and sex of the 
permanent workforce in the top NSWC Major Occupations of which, NSWC Crane has six 
groups represented in its workforce which are: 

 Electronics Engineering (0855)

 Electronics Technician (0856)

 Engineering Technician (0802)

 General Engineering (0801)

 Management and Program Analysis (0343)

 Mechanical Engineering (0830)

The total number of civilian employees in these occupational groups is 1,942 of the total NSWC 
Crane workforce (3,902) 

Below are the lower than Occupational CLF Benchmark for the seven NAVSEA Major 

Occupations. All other groups by ERI are at parity or above their participation rates in 
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the OCLF. 

 Electronics Engineering (0855), Below OCLF: Female, Hispanic Male and Female,
Black Male, Asian Male and Female, American Indian or Alaska Native
Male.

 Electronics Technician (0856). Below OCLF: Female, Hispanic Male and
Female, White Female, Black or African American Male and Female, Asian
Male and Female, Native Hawaiian or Other Pacific Island Male, American
Indian or Alaska Native Male and Female, Two or more races Female.

 Engineering Technician (0802). Below OCLF: Female, Hispanic Male and
Female, White Female, Black or African American Male and Female, Asian
Male and Female, Native Hawaiian or Other Pacific Island Male, American
Indian or Alaska Native Female, Two or more races Female.

 General Engineering (0801). Below OCLF: Male, Hispanic Male, Black or
African American Male, Asian Male and Female, Native Hawaiian or Other
Pacific Island Male, American Indian or Alaska Native Male and Female, Two or
more races Female.

 Management and Program Analysis (0343). Below OCLF: Hispanic Male and
Female, White Male, Black or African American Male and Female, Asian Male
and Female, American Indian or Alaska Native Female, Two or more races
Female.

 Mechanical Engineering (0830). Below OCLF: Hispanic Male and Female, Black
or African American Male, Asian Male and Female, Native Hawaiian or Other
Pacific Island Male, Two or more races Female.

The Equal Employment Opportunity Commission (EEOC) requires agencies to report workforce 
data by aggregating it into nine (9) employment categories. These categories 
are considered as the Equal Employment Opportunity Commission (EEOC) FED 9 
occupational categories. 
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Figure (Fig) 5: Table A3-2 EEOC Sector Occupational Categories – FED 9 Categories 
(Permanent Workforce) 

FED 9 Descriptions Number of Employees 
Officials and Managers 357 
Professionals 2,976 
Technicians 534 
Sales Workers 0 
Administrative Support Workers 16 
Craft Workers 7 
Operatives 0 
Laborers and Helpers 0 
Service Workers 0 
Other 0 
Total 3,890 

NSWC Crane uses the DEMO pay scale.  

Disclaimer: EDW Tables excluded 17 employees who claimed “Other” as a race or gender. 

Disabled Veterans 

The NAVSEA Commanders have issued widely publicized policy statements emphasizing their 
support for employment of disabled veterans. All announcements for vacancies using formal 
recruitment methods contain statements regarding acceptance of applications from Veterans 
Employment Opportunities Act (VEOA), Veterans Recruitment Appointment (VRA), and/or 
compensable veteran candidates (depending on the level of the job – different authorities apply). 
Delegated examining (non-Federal) recruitment carefully assesses applicants for proper veteran 
status and assures that referred applicants are provided with an appropriate consideration. 
Supervisors receiving Delegated Examining Unit (DEU) referrals are carefully briefed on the 
requirements of veteran’s preference.  

NSWC Crane uses varies strategies to attract, recruit, and hire veterans, by posting recruitment 
fliers on USAJobs, promoting non-competitive hiring opportunities. NSWC Crane also uses the 
Yello Applicant Tracking System to engage, recruit and hire Veterans and Wounded Warriors. 
Accession is conducted through career fairs that are focused on veterans, hosting job fairs, and 
using social medica to promote the NSWC Crane opportunities. 

NSWC Crane supports employee advancement through various programs: 

 Masters of Public Affairs (MPA)

 Public Management Certificate (PMC)

 Leading from within Class

 Mentoring Program

 Tuition Assistance
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 Crane Division University Courses

Accessions 

Figure (Fig) 6: Table A7 Applicant and Hires for Major Occupations by Race/Ethnicity 
and Sex compared NCLF Benchmarks  

Please note that this data was not available. 

Figure (Fig) 7: Table B7 Applicant and Hires for Major Occupations by Disability 

Please note that this data was not available. 

Figure (Fig) 8: Table B6 Participation Rates for Major Occupations by Disability 

NSWC Crane’s IWTD’s Relevant Civilian Labor Force (RCLF) is 2.02%. NSWC Crane has not 
been able to meet the EEOC’s CLF of 12% for IWD in past years, but its participation rate 
continues to increase.  

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female

New Hires for Mission-
Critical Occupations

TOTAL WORKFORCE

RACE/ETHNICITY

Hispanic or Latino
Non-Hispanic or Latino

White
Black or African 

American
Asian

Native Hawaiin or Other 
Pacific Island

American Indian or 
Alaska Native

Two or more races

[82] 
Epilepsy or 

Other 
Seizure 

Disorders

[90] 
Intellectual 
Disability

[91] 
S ignificant 
Psychiatric 
Disorder

[92] 
Dwarfism

[93] 
S ignificant 

Disfigurement

TOTAL

Detail for Targeted DisabilitiesTotal by Disability Status

[05] No 
Disability

[01] Not 
Identified

Disability 
(02-03, 06-

99)

Persons 
With 

Targeted 
Disability

[2] 
Developmental 

Disability

[3] 
Traumatic 

Brain 
Injury

[15,18, 19] 
Deaf or 
Serious 

Difficulty 
Hearing

[20, 21, 22] 
Blind or 
Serious 

Difficulty 
Seeing

[26, 30, 31] 
Missing 

Extremities

S ignificant 
Mobility 

Impairment 
(40)

[(60, 61, 69, 
70, 79] 

Partial or 
Complete 
Paralysis

# 169 147 10 12 1 0 0 1 0 0 0 0 0 0 0 0 0
% 100% 86.98% 5.92% 7.1% 0.59% 0% 0% 0.59% 0% 0% 0% 0% 0% 0% 0% 0% 0%
# 610 543 28 39 5 1 0 4 0 0 0 0 0 0 0 0 0
% 100% 89.02% 4.59% 6.39% 0.82% 0.16% 0% 0.66% 0% 0% 0% 0% 0% 0% 0% 0% 0%
# 334 262 33 39 5 0 1 2 1 0 0 0 0 0 1 0 0
% 100% 78.44% 9.88% 11.68% 1.5% 0% 0.3% 0.6% 0.3% 0% 0% 0% 0% 0% 0.3% 0% 0%
# 206 165 16 25 7 0 3 0 0 0 2 0 1 0 1 0 0
% 100% 80.1% 7.77% 12.14% 3.4% 0% 1.46% 0% 0% 0% 0.97% 0% 0.49% 0% 0.49% 0% 0%
# 276 231 14 31 5 1 1 2 0 0 0 0 0 0 1 0 0
% 100% 83.7% 5.07% 11.23% 1.81% 0.36% 0.36% 0.72% 0% 0% 0% 0% 0% 0% 0.36% 0% 0%
# 163 107 25 31 5 0 1 1 0 0 0 1 1 0 1 0 0
% 100% 65.64% 15.34% 19.02% 3.07% 0% 0.61% 0.61% 0% 0% 0% 0.61% 0.61% 0% 0.61% 0% 0%
# 219 149 33 37 6 0 2 3 0 0 1 0 0 0 0 0 0
% 100% 68.04% 15.07% 16.89% 2.74% 0% 0.91% 1.37% 0% 0% 0.46% 0% 0% 0% 0% 0% 0%
# 370 309 32 29 6 0 1 1 1 0 2 0 1 0 0 0 0
% 100% 83.51% 8.65% 7.84% 1.62% 0% 0.27% 0.27% 0.27% 0% 0.54% 0% 0.27% 0% 0% 0% 0%
# 153 117 11 25 6 0 0 1 0 0 1 1 1 0 2 0 0
% 100% 76.47% 7.19% 16.34% 3.92% 0% 0% 0.65% 0% 0% 0.65% 0.65% 0.65% 0% 1.31% 0% 0%
# 437 312 57 68 14 0 4 2 3 0 1 0 1 0 2 1 0
% 100% 71.4% 13.04% 15.56% 3.2% 0% 0.92% 0.46% 0.69% 0% 0.23% 0% 0.23% 0% 0.46% 0.23% 0%

INFO. TECH. MGMT(2210)

LOGISTICS MGMT(0346)

MECHANICAL ENG(0830)

MGMT & PROG ANALYSIS(0343)

MISC ADMIN & PROG(0301)

CONTRACTING(1102)

ELECTRONICS ENG(0855)

ELECTRONICS TECH(0856)

ENG TECH(0802)

GEN ENG(0801)

[82] 
Epilepsy or 

Other 
Seizure 

Disorders

[90] 
Intellectual 
Disability

[91] 
Significant 
Psychiatric 

Disorder

[92] 
Dwarfism

[93] 
Significant 

Disfigurement

TOTAL

Detail for Targeted DisabilitiesTotal by Disability Status

[05] No 
Disability

[01] Not 
Identified

Disability 
(02-03, 06-

99)

Persons 
With 

Targeted 
Disability

[2] 
Developmental 

Disability

[3] 
Traumatic 

Brain 
Injury

[15,18, 19] 
Deaf or 
Serious 

Difficulty 
Hearing

[20, 21, 22] 
Blind or 
Serious 

Difficulty 
Seeing

[26, 30, 31] 
Missing 

Extremities

Significant 
Mobility 

Impairment 
(40)

[(60, 61, 69, 
70, 79] 

Partial or 
Complete 
Paralysis
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Promotions 

Figure (Fig) 8: Table A11 Internal Competitive Promotions for Senior Grade Levels 

In FY23, NSWC Crane had a total of 130 internal selections for senior level positions (GS13 
through GS15). The following categories had 0 internal selections for GS13, 14, 15 and SES: 
Hispanic Male, Native Hawaiian or Other Pacific Island Male and Female, American Indian or 
Alaska Native Female, Two or more races Male and Female.  

There were a total of 2 vacancy announcements as ND06 with 2 internal selections. White males 
received the highest of those selected with 91.19% or 2.  

There were a total of 23 vacancy announcements as ND05 with 23 internal selections. White 
males received the highest of those selected with 91.3% or 21. Black or African American males 
and Hispanic males received the second highest selection with 4.35% or 1. Conversely, 0% or 
zero selections were made for the following categories: Hispanic females, White females, Black 
or African American females, Asian males, Asian females, Native Hawaiian or other Pacific 
Island males, Native Hawaiian or other Pacific Island females, two or more races males, two or 
more races females.  

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female
ND-05

Vacancy Announcements # 35
# 260 240 20 16 1 188 12 11 5 24 2 0 0 1 0 0 0
% 100% 92.31% 7.69% 6.15% 0.38% 72.31% 4.62% 4.23% 1.92% 9.23% 0.77% 0% 0% 0.38% 0% 0% 0%
# 151 143 8 8 0 112 5 9 3 14 0 0 0 0 0 0 0
% 100% 94.7% 5.3% 5.3% 0% 74.17% 3.31% 5.96% 1.99% 9.27% 0% 0% 0% 0% 0% 0% 0%
# 141 134 7 8 0 103 5 9 2 14 0 0 0 0 0 0 0
% 100% 95.04% 4.96% 5.67% 0% 73.05% 3.55% 6.38% 1.42% 9.93% 0% 0% 0% 0% 0% 0% 0%
# 23 23 0 1 0 21 0 1 0 0 0 0 0 0 0 0 0
% 100% 100% 0% 4.35% 0% 91.3% 0% 4.35% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Relevant Applicant Pool % 100% 87.17% 12.83% 2.55% 1.05% 77.15% 10.02% 2.55% 0.97% 3.78% 0.53% 0.09% 0% 0.18% 0% 0.88% 0.26%
ND-06

Vacancy Announcements # 2
# 10 9 1 0 0 9 1 0 0 0 0 0 0 0 0 0 0
% 100% 90% 10% 0% 0% 90% 10% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
# 7 7 0 0 0 7 0 0 0 0 0 0 0 0 0 0 0
% 100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
# 7 7 0 0 0 7 0 0 0 0 0 0 0 0 0 0 0
% 100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
# 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
% 100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Relevant Applicant Pool % 100% 91.19% 8.81% 2.2% 0% 85.53% 7.86% 1.89% 0.94% 0.63% 0% 0% 0% 0% 0% 0.94% 0%
NT-05

Vacancy Announcements # 82
# 1,028 753 275 39 15 656 236 17 12 17 4 3 0 19 8 2 0
% 100% 73.25% 26.75% 3.79% 1.46% 63.81% 22.96% 1.65% 1.17% 1.65% 0.39% 0.29% 0% 1.85% 0.78% 0.19% 0%
# 489 359 130 22 3 306 119 5 5 11 1 3 0 12 2 0 0
% 100% 73.42% 26.58% 4.5% 0.61% 62.58% 24.34% 1.02% 1.02% 2.25% 0.2% 0.61% 0% 2.45% 0.41% 0% 0%
# 426 308 118 21 3 257 109 5 3 11 1 3 0 11 2 0 0
% 100% 72.3% 27.7% 4.93% 0.7% 60.33% 25.59% 1.17% 0.7% 2.58% 0.23% 0.7% 0% 2.58% 0.47% 0% 0%
# 55 33 22 2 1 30 20 0 0 1 1 0 0 0 0 0 0
% 100% 60% 40% 3.64% 1.82% 54.55% 36.36% 0% 0% 1.82% 1.82% 0% 0% 0% 0% 0% 0%

Relevant Applicant Pool % 100% 61.23% 38.77% 0.62% 0.62% 58.63% 37.32% 0.73% 0.62% 0.1% 0.1% 0.1% 0% 0% 0% 1.04% 0.1%
NT-06

Vacancy Announcements # 11
# 165 121 44 10 1 99 37 6 4 1 0 0 0 4 2 1 0
% 100% 73.33% 26.67% 6.06% 0.61% 60% 22.42% 3.64% 2.42% 0.61% 0% 0% 0% 2.42% 1.21% 0.61% 0%
# 120 91 29 10 1 70 27 5 1 1 0 0 0 4 0 1 0
% 100% 75.83% 24.17% 8.33% 0.83% 58.33% 22.5% 4.17% 0.83% 0.83% 0% 0% 0% 3.33% 0% 0.83% 0%
# 117 88 29 10 1 67 27 5 1 1 0 0 0 4 0 1 0
% 100% 75.21% 24.79% 8.55% 0.85% 57.26% 23.08% 4.27% 0.85% 0.85% 0% 0% 0% 3.42% 0% 0.85% 0%
# 11 7 4 3 0 3 4 0 0 1 0 0 0 0 0 0 0
% 100% 63.64% 36.36% 27.27% 0% 27.27% 36.36% 0% 0% 9.09% 0% 0% 0% 0% 0% 0% 0%

Relevant Applicant Pool % 100% 72.22% 27.78% 1.23% 0.74% 67.28% 26.54% 1.36% 0.25% 0.49% 0.25% 0.12% 0% 0.74% 0% 0.99% 0%

Internal Competitive 
Promotions for Senior Grade 

Levels

TOTAL WORKFORCE

RACE/ETHNICITY

Hispanic or Latino
Non-Hispanic or Latino

White
Black or African 

American
Asian

Native Hawaiin or Other 
Pacific Island

American Indian or 
Alaska Native

Two or more races

Voluntarily Identified Applicants

Qualified Internal Applicants

Referred Applicants

Internal Selections

Voluntarily Identified Applicants

Qualified Internal Applicants

Referred Applicants

Internal Selections

Voluntarily Identified Applicants

Qualified Internal Applicants

Internal Selections

Referred Applicants

Internal Selections

Voluntarily Identified Applicants

Qualified Internal Applicants

Referred Applicants
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There were a total of 82 vacancy announcements as NT05 with 55 internal selections. White 
males received the highest of those selected with 55.55% or 30. White females received the 
second highest selection with 36.36% or 20. Hispanic males received 3.64% or 2 and Hispanic 
females received 1.82% or 1. Asian males and females received 1.82% or 1 each. Conversely, 
0% or zero selections were made for the following categories: Black or African American males, 
Black or African American females, Native Hawaiian or other Pacific Island males, or two or 
more races males.  

There were a total of 11 vacancy announcements as NT06 with internal selections. White 
females received the highest of those selected with 36.36% or 4. White males and Hispanic 
males received the second highest of those selected with 27.27% or 3 each. Asian males received 
9.09% or 1. Conversely, 0% or zero selections were made for the following categories: Hispanic 
females, Black or African American males, Black or African American females, Asian females, 
Asian males, Native Hawaiian or other Pacific Island males, Native Hawaiian or other Pacific 
Island females, two or more races males, two or more races females. 

Figure 9 (Fig) 9: Table B11 Internal Competitive Promotions for Senior Grade Level 
Disability  

TOTAL 

Total by Disability Status 

[05] No
Disability

[01] Not
Identified

Disability 
(02-03, 06-

99) 

Persons 
With 

Targeted 
Disability 

ND-05 (GS14-GS15) 

Vacancy Announcements # 35 

Voluntarily Identified Applicants 
# 157 136 15 6 1 

% 100% 86.62% 9.55% 3.82% 0.64% 

Qualified Internal Applicants 
# 73 64 7 2 0 

% 100% 87.67% 9.59% 2.74% 0% 

Referred Applicants 
# 65 56 7 2 0 

% 100% 86.15% 10.77% 3.08% 0% 

Internal Selections 
# 13 13 0 0 0 

% 100% 100% 0% 0% 0% 

Relevant Applicant Pool % 100% 85.1% 6.13% 8.76% 1.49% 

ND-06 (GS15+) 

Vacancy Announcements # 2 

Voluntarily Identified Applicants 
# 4 3 1 0 0 

% 100% 75% 25% 0% 0% 

Qualified Internal Applicants 
# 2 2 0 0 0 

% 100% 100% 0% 0% 0% 

Referred Applicants 
# 2 2 0 0 0 

% 100% 100% 0% 0% 0% 

Internal Selections # 0 0 0 0 0 
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TOTAL 
[05] No

Disability
[01] Not

Identified

Disability 
(02-03, 06-

99) 

Persons 
With 

Targeted 
Disability 

% 0% 0% 0% 0% 0% 

Relevant Applicant Pool % 100% 89.38% 3.44% 7.19% 1.56% 

NT-05 (GS13-14) 
Vacancy Announcements # 82 

Voluntarily Identified Applicants 
# 520 403 30 87 35 

% 100% 77.5% 5.77% 16.73% 6.73% 

Qualified Internal Applicants 
# 225 171 11 43 16 

% 100% 76% 4.89% 19.11% 7.11% 

Referred Applicants 
# 192 148 7 37 11 

% 100% 77.08% 3.65% 19.27% 5.73% 

Internal Selections 
# 27 23 1 3 2 

% 100% 85.19% 3.7% 11.11% 7.41% 

Relevant Applicant Pool % 100% 73.47% 12.33% 14.2% 1.97% 

NT-06 (GS15) 

Vacancy Announcements # 11 

Voluntarily Identified Applicants 
# 67 53 3 11 7 

% 100% 79.1% 4.48% 16.42% 10.45% 

Qualified Internal Applicants 
# 45 35 2 8 7 

% 100% 77.78% 4.44% 17.78% 15.56% 

Referred Applicants 
# 42 34 1 7 6 

% 100% 80.95% 2.38% 16.67% 14.29% 

Internal Selections 
# 1 1 0 0 0 

% 100% 100% 0% 0% 0% 

Relevant Applicant Pool % 100% 72.73% 10.32% 16.95% 3.56% 

Within the same Senior Grade Levels (GS13 through GS15) individuals with reported other 
disabilities received a total of 3 promotions and individuals with targeted disabilities received a 
total of 2 promotions.  
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Figure (Fig) 10: Table A13 Employee Recognition and Awards 

Level 1 Cash Awards $500 and Under 

# 

Total Awards All 1,030 

Total Workforce 
Male 707 

Female 323 

Hispanic or Latino 
Male 22 

Female 11 

White 
Male 641 

Female 62.23% 

Black or African American 
Male 17 

Female 9 

Asian 
Asian 

Male 17 

Female 4 

Native Hawaiian or Other Pacific Islander 
Male 0 

Female 0 

American Indian or Alaska Native 
Male 0 

Female 0 

Two or more Races 
Male 10 

Female 2 
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Level 2 Cash Awards $501 - $5,000 

# 

Total Awards All 7,166 

Total Workforce 
Male 5,365 

Female 1,801 

Hispanic or Latino 
Male 126 

Female 46 

White 
Male 4,931 

Female 1,658 

Black or African American 
Male 108 

Female 43 

Asian 
Male 122 

Female 34 

Native Hawaiian or Other Pacific Islander 
Male 7 

Female 0 

American Indian or Alaska Native 
Male 17 

Female 0 

Two or more Races 
Male 54 

Female 20 
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Level 3 Cash Awards $5,001+ 

# 

Total Awards All 465 

Total Workforce 
Male 395 

Female 70 

Hispanic or Latino 
Male 5 

Female 5 

White 
Male 373 

Female 64 

Black or African American 
Male 3 

Female 1 

Asian 
Male 7 

Female 0 

Native Hawaiian or Other Pacific Islander 
Male 0 

Female 0 

American Indian or Alaska Native 
Male 3 

Female 0 

Two or more Races 
Male 4 

Female 0 

There were a total of 4,652 Performance Based Pay increases in FY23. 
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Non-monetary Awards: 

Time-Off Awards:  

Time-Off Awards 1-10 Hours 

# 

Total Awards All 915 

Total Workforce 
Male 663 

Female 252 

Hispanic or Latino 
Male 28 

Female 7 

White 
Male 593 

Female 233 

Black or African American 
Male 14 

Female 7 

Asian 
Male 21 

Female 4 

Native Hawaiian or Other Pacific Islander 
Male 1 

Female 0 

American Indian or Alaska Native 
Male 2 

Female 0 

Two or more Races 
Male 4 

Female 1 
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Time-Off Awards 11-20 Hours 

# 

Total Awards All 139 

Total Workforce 
Male 108 

Female 31 

Hispanic or Latino 
Male 2 

Female 0 

White 
Male 100 

Female 233 

Black or African American 
Male 14 

Female 7 

Asian 
Male 21 

Female 4 

Native Hawaiian or Other Pacific Islander 
Male 1 

Female 0 

American Indian or Alaska Native 
Male 2 

Female 0 

Two or more Races 
Male 4 

Female 1 
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Time-Off Awards 21-30 Hours 

# 

Total Awards All 12 

Total Workforce 
Male 6 

Female 6 

Hispanic or Latino 
Male 0 

Female 2 

White 
Male 6 

Female 4 

Black or African American 
Male 0 

Female 0 

Asian 
Male 0 

Female 0 

Native Hawaiian or Other Pacific Islander 
Male 0 

Female 0 

American Indian or Alaska Native 
Male 0 

Female 0 

Two or more Races 
Male 0 

Female 0 

Figure (Fig) 11: Table B13 Individuals with Disabilities Employee Recognition and Awards 

Level 1: Cash Awards: $500 and Under 

# 

Total Awards All 1,033 

Total by Disability Status 

No Disability 801 

Not Identified 113 

Other Disabilities 119 

Targeted Disability 24 
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Level 2: Cash Awards: $501-$4,000 

# 

Total Awards All 7,195 

Total by Disability Status 

No Disability 5,781 

Not Identified 596 

Other Disabilities 818 

Targeted Disability 143 

Level 3: Cash Awards: $4,001-$5,000 

# 

Total Awards All 340 

Total by Disability Status 

No Disability 287 

Not Identified 20 

Other Disabilities 33 

Targeted Disability 9 

Time-Off Awards 1-10 Hours 

# 

Total Awards All 920 

Total by Disability Status 

No Disability 713 

Not Identified 95 

Other Disabilities 112 

Targeted Disability 20 
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Time-Off Awards 11-20 Hours 

# 

Total Awards All 139 

Total by Disability Status 

No Disability 106 

Not Identified 21 

Other Disabilities 12 

Targeted Disability 3 

Time-Off Awards 21-30 Hours 

# 

Total Awards All 12 

Total by Disability Status 

No Disability 11 

Not Identified 0 

Other Disabilities 1 

Targeted Disability 0 

Separations 
In FY23, NSWC Crane totaled 263 separations; 203 or 77.19% were male and 60 or 22.81% 
were female, with 9 involuntary separations in males and 1 in females. Male separation rates of 
77.19% is much higher than their RCLF rate of 76.24%. For females, the separation rate of 22.81 
is lower than their RCLF rate of 23.76%.  

A total of 5 Hispanic males and 3 Hispanic females were separated in FY23. For Hispanic males 
their separations rates of 1.9% is lower than their RCLF rate of 1.97%. For Hispanic females, 
their separation rate of 1.14% is loser than their RCLF rate of 1.98%.  

A total of 168 or 63.88% White males and 50 or 19.01% White females separated in FY23, with 
7 and 1 involuntary separations, respectively. For White males, their separation rate of 63.88% is 
lower than their RCLF rate of 69.35%. For White female, their separation rate of 19.01% is 
lower than their RCLF of 21.52%.  

A total of 12 or 4.56% Black or African American males and 2 or .76% of Black or African 
American females separated in FY23, with 0 involuntarily separations. For Black or African 
American male, their separation rate of 4.56% is higher than their RCLF rate of 1.71%. For 
Black or African American females, their separation rate of .76% is lower than their RCLF rate 
of .83%. 
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A total of 12 or 4.56% Asian male and 4 Asian females separated in FY23, with 0 involuntary 
separations. For Asian male, their separation rate of 4.56% is higher than their RCLF rate 2.03%. 
For Asian female, their separation rate of 1.52% is higher than their RCLF rate of .52%.  

A total of 0 or 0% Native Hawaiian or Other Pacific Islander male and 0 or 0% Native Hawaiian 
or Other Pacific Islander female separated in FY23, with 0 involuntary separations. For Native 
Hawaiian or Other Pacific Islander male, their separation rate of 0% is lower than their RCLF 
rate of .05%. For Native Hawaiian or Other Pacific Islander female, their separation rate of 0% is 
lower than their RCLF rate of .03%.  

A total of 0 or 0% American Indian or Alaska Native male and 0 or 0% American Indian or 
Alaska Native female separated in FY23, with 0 involuntary separations. For American Indian or 
Alaskan Native, their separation rate of 0% is higher than their RCLF rate of .41%. For 
American Indian or Alaska Native female, their separation rate of rate of 0% is lower than their 
RCLF rate of .21%.  

A total of 6 or 2.28% Two or more races males and 1 or .38% Two or more races female 
separated in FY23, with 0 involuntary separations. For Two or more races male, their separation 
rate of 2.28% is higher than their RCLF rate of .91%. For Two or more races female, their 
separation rate of .38% is higher than their RCLF rate of .21%.  

Part E.4 Executive Summary – Accomplishments 

NSWC Crane Complaint Processing Program  

Employees who enter the EEO process are given the choice of traditional EEO counseling or 
Alternative Dispute Resolution (ADR) when appropriate. However, there are rare circumstances 
in which it is deemed that mediation is rejected by the agency; in those instances, mediation is 
not offered. NSWC Crane continues to bring awareness to its managers and supervisors and 
employees regarding the benefits of the ADR process. 

Note: The information on complaints was taken from the Annual 462 Report in the ETK 
automated complaint tracking database 

Complaints Initiated/Field 

There were 6 formal discrimination complaints filed in FY 23. At the beginning of FY23, there 
were 4formal complaints carried over from FY22, and there were 0 remands in FY23, bringing 
the total formal complaints in FY23 to 10. 

Formal Complaint Closure Statistics: 

NSWC Crane closed 7 formal discrimination complaint in FY23. The average number of days to 
close complaints in FY23 was 269.57. Final agency decisions (FADs) without an administrative 
judge averaged 277.75 days, whereas, the average days in FY22 was 244, an increase of 33.75 
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days. There were 0 findings of discrimination in FY23 compared to 0 findings to discrimination 
in FY22. In FY23, there were 11 informal Alternate Dispute Resolutions (i.e., settlement, 
withdrawal, or no formal) filed, and 2 formal ADR settlements. The Investigations and 
Resolutions Directorate completed 4 investigations in FY23. During this reporting period, there 
were 4 investigations completed within the EEOC’s 180-day timeframe. The average time taken 
to complete all investigations was 162.75 days in FY23 which is an increase of 28.75 days from 
FY22 (134 days). 

EEO Informal Closure Statistics 

In FY23, 8 informal complaints were closed. Comparatively, FY22 had 7 informal complaints 
closed. In FY23 all informal complaints closed timely.  

ADR Informal Stage 

NSWC Crane offered ADR to 13 out of 13 informal complaints in FY23, compared to the offer 
of 6 out of 6 informal complaints in FY22. In FY23 ADR was accepted 11 out of 13 times and 
resulted in a resolution/closure of 5 out of the 11 times. In FY22, ADR was accepted 4 times out 
of the 6 offers and resulted in a resolution/closures 0 times out of the 4 accepts.  

ADR Formal Stage 

In FY23, ADR was offered in 6 out of the 6 complaints that were accepted for formal processing. 
Of the 6 offered, 0 accepted ADR.  In FY22, ADR was offered to 5 out of the 5 complaints that 
were accepted for formal processing.  Moreover, of the 5 offers of ADR, 0 accepted ADR.  

In FY23 one 0 deemed untimely Per 462 Report. Whereas, in FY22, 0 went beyond 90 days 
accepted ADR. 

Summary of Formal Closures: 

During FY23, NSWC Crane closed 7 formal complaints: 1 Administrative Judge decision found 
no discrimination; 2 Settlements agreements were signed; 2 were dismissed; The Total cost of 
settlement agreements and finding was $7,500 for FY23, compared to the total of 0 settlements 
agreements and 0 finding in FY22 ($0). 

Part E.5 Executive Summary – Planned Activities 

Strategies to Achieve a Model EEO Program for FY24 

NSWC Crane will continue administering leadership and development mentoring programs. 
Track participation by race, ethnicity, and gender to identify groups that have less than expected 
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application, selection, and graduation rates for the NAVSEA’s career development and 
leadership. Based on results, officials will develop and action plan with corrective strategies and 
report on results.  

NSWC Crane will work to strengthen the capabilities of the current workforce to include: 

 Continue to analyze workforce trends and projections, determine skill gaps and needs,
devise succession planning strategies to attract a more diverse workforce including
applying solutions to feedback provided in annual DEOCS survey (Defense Equal
Opportunity Climate Survey).

 Conduct more aggressive outreach to institutions and organizations through
participation and recruitment at career fairs. The Human Resource (HR) and DEEO
and DDEEO will collaborate to ensure meaningful participation and results at
recruitment events by, at a minimum, ensuring candidates who are eligible for hire
under special hiring authorities are given full consideration.

 Provide training and require all new managers to attend training on the use of
Schedule A and other special hiring authorities.

 Monitor, assess, or reinforce a tracking system which captures race, sex, national
origin, and disability of employees participating in Leadership Development
Programs (LDPs) and track informal mentoring opportunities.

 Target outreach to Individual with Disability, White Females, Asian Males/Females,
and Hispanics Male/Female requiring targeted effort to include Veterans and
indigenous/rural groups

 Utilize the Pathways, Internship, and Presidential Management Fellows Program
(PMF) Programs to hire and retain a diverse workforce. Utilize the Operation
Warfighter Program (OWP), Wounded Warrior (WW) Program, and Workforce
Recruitment Program (WRP) for college students with disabilities to recruit
individuals with disabilities to include targeted disabilities.

 Set goals focusing on recruitment, hiring, and retention strategies for qualified
Disabled Veterans, especially those who are thirty (30) percent or more disabled.

 Continue to develop strategic recruitment initiatives to reach individuals with targeted
disabilities through national recruitment programs, college career fairs, and
partnerships with internal and external sources.

 Use quarterly workforce briefings, monthly staff meetings, and other meetings with
senior leaders to meet the goals and objectives for recruiting, hiring and advancing
Individual with Disabilities, minorities and females, with specials emphasis on
Individuals with Disability, White Females, Asian Males, Black Male and Females,
and Hispanic Males and Female.

 Monitor the ETK data base to ensure complaint timelines are being met in accordance
with established EEOC timeframes.
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 Work with Investigations and Resolutions Directorate (IRD) to ensure timeliness of
investigations so complaints are processed within 180 calendar days.

 Work with Department of the Navy on timeliness of Final Agency Decisions to
ensure they are issued within 60 calendar days of the request.

 Continue to conduct EEO Program Inspections and Staff Assistant Visits to assess,
assists, and identify deficiencies.

 Ensure all managers and supervisors receive reasonable accommodation (RA)
training, TWMS, and ensure the RA Tracker is kept up to date.

 Utilize the Human Capital Center that serve as tools to have transparency into
tracking and monitoring Recruiting, Hiring, and Attrition; Demographics; Workforce
Development, Career Competency Center, and Enterprise Tools.

 Utilize the variety of survey data, such as the first-impressions survey to improve on-
boarding to improve retention, exit survey data to understand why employees leave,
and FEVS survey data to improve the work environment. All focused to improving
engagement and retention across all demographics.
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the laws EEO enforces. Sent via base wide 
email on 28 September 2022 for FY23. 
Requested Building facilities coordinators, 
Division EA’s or bulletin board coordinators to 
print & post on official bulletin boards in each 
department’s respective buildings as soon as 
possible.

2 A 1 b 0

Does the EEO policy statement address all protected bases (age, color, 
disability, sex (including pregnancy, sexual orientation and gender 
identity), genetic information, national origin, race, religion, and reprisal) 
contained in the laws EEOC enforces? 

X

Yes, the EEO policy statement addresses all 
protected bases (age, color, disability, sex 
(including pregnancy, sexual orientation and 
gender identity), genetic information, national 
origin, race, religion and reprisal) contained in 
the laws EEO enforces.

The Part G Self-Assessment Checklist is a series of questions designed to provide Commands with an effective means for conducting the annual self-
assessment required in Part F of MD-715.  This self-assessment permits Director, EEOs to recognize, and to highlight for their senior staff, deficiencies in 
their EEO program that the Command must address to comply with MD-715's requirements. Nothing in Part G prevents Commands from establishing 
additional practices that exceed the requirements set forth in this checklist.

For each MD-715 essential element, the Part G checklist provides a series of "compliance indicators." Each compliance indicator, in turn, contains a 
series of “yes/no” questions, called “measures.”  To the right of the measures, there are two columns, one for the Command to answer the measure 
with "Yes", "No", or "NA;" and the second column for the Command to provide “comments”, if necessary.  Commands should briefly explain any “N/A” 
answer in the comments.  

 A "No" response to any measure in Part G is a program deficiency.  For each such "No" response, an agency will be required in Part H to identify a plan 
for correcting the identified deficiency.  If one or more sub-components answer “No” to a particular question, the agency-wide/parent agency’s report 
should also include that “No” response.

Comments# EEOC 
Elements COMMAND-LEVEL QUESTIONS

Has measure 
been met?

1
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

3 A 2 a 1 Does the command disseminate the following policies and procedures to 
all employees:  Anti-harassment policy? [see MD 715, II(A)]  X

Yes, Command disseminates the Anti-
Harassment Policy annually to all employees 
and it was most recently disseminated 28 
September 2022 via email for FY23

4 A 2 a 2
Does the command disseminate the following policies and procedures to 
all employees:  Reasonable accommodation procedures? [see 29 C.F.R 
§ 1614.203(d)(3)]

X

Information provided via EEO SharePoint site 
(https://flankspeed.sharepoint-
mil.us/sites/NAVSEA_CraneIntranet_EEO_Dive
rsity/SitePages/Reasonable-
Accommodation.aspx ), EEO Newsletter and 
base wide email notifications for updates, 
changes, etc.

5 A 2 b 1

Does the command prominently post the following information 
throughout the workplace and on its public website:  The business 
contact information for its EEO Counselors, EEO Officers, Special 
Emphasis Program Managers, and Director, EEO? [see 29 C.F.R § 161

X

Yes, information is posted via EEO Sharepoint 
Site (https://flankspeed.sharepoint-
mil.us/sites/NAVSEA_CraneIntranet_EEO_Dive
rsity),  EEO Newsletter and base wide email 
notifications for updates, changes, etc.

6 A 2 b 2

Does the command prominently post the following information 
throughout the workplace and on its public website:  Written materials 
concerning the EEO program, laws, policy statements, and the operation 
of the EEO complaint process? [see 29 C.F.R § 1614.102

X

Yes, throughout the workplace, Command 
prominently posts business contact 
information for its EEO Counselors, EEO 
Officers, Special Emphasis Program Managers 
and the EEO Director on all official bulletin 
boards, on SharePoint

7 A 2 b 3

Does the command prominently post the following information 
throughout the workplace and on its public website:  Reasonable 
accommodation procedures? [see 29 C.F.R. § 1614.203(d)(3)(i)]  If so, 
please provide the internet address in the comments column.

X Information provided via EEO SharePoint site

8 A 2 c 1
Does the command inform its employees about the following topics:   
EEO complaint process? [see 29 CFR §§ 1614.102(a)(12) and 
1614.102(b)(5)] If “yes”, please provide how often.  

X

Yes, Command informs employees of the EEO 
complaint process during onboarding, when an 
inquiry is made with the EEO office, 
continuously posted on all base-wide official 
bulletin boards and they are posted on 
Crane's SharePoint site

2
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

9 A 2 c 2
Does the command inform its employees about the following topics:   
ADR process? [see MD-110, Ch. 3(II)(C)] If “yes”, please provide how 
often.  

X

Yes, Command informs employees of the ADR 
process during onboarding, when an inquiry is 
made with the EEO office, continuously posted 
on all base-wide official bulletin boards and it 
is posted on Crane's SharePoint site

10 A 2 c 3
Does the command inform its employees about the following topics:   
Reasonable accommodation program? [see 29 CFR § 
1614.203(d)(7)(ii)(C)] If “yes”, please provide how often.  

X

Yes, Command informs employees of the ADR 
process during onboarding, when an inquiry is 
made with the EEO office, continuously posted 
on all base-wide official bulletin boards and it 
is posted on Crane's SharePoint site

11 A 2 c 5

Does the command inform its employees about the following topics:   
Behaviors that are inappropriate in the workplace and could result in 
disciplinary action? [5 CFR § 2635.101(b)] If “yes”, please provide how 
often.

X

Yes, Command distributes annual updates of
the current EEO policies which include 
information regarding how employees should 
behave in the workplace and individual 
situations of inappropriate behaviors that 
could result in disciplinary action are handled 
as they occur

12 A 3 a 0

Does the command provide recognition to employees, supervisors, 
managers, and units demonstrating superior accomplishment in equal 
employment opportunity?  [see 29 CFR § 1614.102(a) (9)]  If “yes”, 
provide one or two examples in the comments section.

X Yes, Command awards

13 A 3 b 0
Does the command utilize the Federal Employee Viewpoint Survey or 
other climate assessment tools to monitor the perception of EEO 
principles within the workforce? [see 5 CFR Part 250]

X

14 B 1 a 0
Does the Command's current strategic plan reference EEO / diversity 
and inclusion principles? [see MD-715, II(B)]  If “yes”, please identify the 
EEO principles in the strategic plan in the comments column.

X

Yes the Command's strategic plans include 
references to the Special Emphasis Programs, 
EEO counseling, diversion and inclusion, 
Reasonable Accommodation and Alternate 
Dispute Resolution. 

15 B 1 a 2 Does the command’s organizational chart clearly define the reporting 
structure for the EEO office? [see 29 CFR §1614.102(b)(4)] X

EEO Deputy Director reports to Corporate 
Operations Department head, however they 
do have a direct line to the Commanding 
Officer

3
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

16 B 1 b 0

Does the Director, EEO have a regular and effective means of advising 
the command head and other senior management officials of the 
effectiveness, efficiency and legal compliance of the command’s EEO 
program? [see 29 CFR §1614.102(c)(1); MD-715 Instructions,

X Monthly

17 B 1 c 0

During this reporting period, did the Principal EEO Official (i.e. 
DEEO/DDEEO) present to the head of the command, and other senior 
management officials, the "State of the command" briefing covering the 
six essential elements of the model EEO program and the status of the 
barrier analysis process?  [see MD-715 Instructions, Sec. I)] If “yes”, 
please provide the date of the briefing in the comments column.  

X

Yes, the Principal EEO Official, the DDEEO, 
presented to the head of the command, and 
other senior management officials, the "State 
of the command" briefing covering the six 
essential elements of the model EEO program 
and the status of the barrier analysis process 
as weekly ELT meetings.

18 B 1 d 0
Does the Principal EEO Official (i.e. DEEO/DDEEO) regularly participate 
in senior-level staff meetings concerning personnel, budget, technology, 
and other workforce issues? [see MD-715, II(B)]

X Yes, weekly, and also participates at Executive 
Leadership offsites as well. 

19 B 2 a 0

Is the Director, EEO responsible for the implementation of a continuing 
affirmative employment program to promote EEO and to identify and 
eliminate discriminatory policies, procedures, and practices? [see MD-
110, Ch. 1(III)(A); 29 CFR §1614.102(c)]  

X

20 B 2 b 0 Is the Director, EEO responsible for overseeing the completion of EEO 
counseling [see 29 CFR §1614.102(c)(4)] X

4
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

21 B 2 c 0

Is the Director, EEO responsible for overseeing the fair and thorough 
investigation of EEO complaints? [see 29 CFR §1614.102(c)(5)] [This 
question may not be applicable for certain subordinate level 
components.]

X

22 B 2 f 0
Is the Director, EEO responsible for periodically evaluating the entire 
EEO program and providing recommendations for improvement to the 
command head? [see 29 CFR §1614.102(c)(2)]

X

23 B 2 g 0
If the command has subordinate level components, does the Director, 
EEO provide effective guidance and coordination for the components? 
[see 29 CFR §§ 1614.102(c)(2) and (c)(3)]

N/A

24 B 3 a 0

Do EEO program officials participate in command meetings regarding 
workforce changes that might impact EEO issues, including strategic 
planning, recruitment strategies, vacancy projections, succession 
planning, and selections for training/career development

X

25 B 3 b 0
Does the command’s current strategic plan reference EEO / diversity 
and inclusion principles? [see MD-715, II(B)]  If “yes”, please identify the 
EEO principles in the strategic plan in the comments column. 

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

26 B 4 a 1

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To conduct a self-assessment of 
the command for possible program deficiencies?  [see MD-715, II(D)]

X

27 B 4 a 2

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To enable the command to 
conduct a thorough barrier analysis of its workforce?  [see MD-715, II(B)]

X Additional staffing is necessary

28 B 4 a 3

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To timely, thoroughly, and fairly 
process EEO complaints, including EEO counseling, investigations, final 
command decisions, and legal sufficiency reviews?  [see 29 CFR § 
1614.102(c)(5) & 1614.105(b) – (f); MD-110, Ch. 1(IV)(D) & 5(IV); MD-
715, II(E)]

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

29 B 4 a 4

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To provide all supervisors and 
employees with training on the EEO program, including but not limited to 
retaliation, harassment, religious accommodations, disability 
accommodations, the EEO complaint process, and ADR? [see MD-715, 
II(B) and III(C)] If not, please identify the type(s) of training with 
insufficient funding in the comments column.  

X Provided annually

30 B 4 a 5

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To conduct thorough, accurate, 
and effective field audits of the EEO programs in components and the 
field offices, if applicable?  [see 29 CFR §1614.102(c)(2)]

X

31 B 4 a 6

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To publish and distribute EEO 
materials (e.g. harassment policies, EEO posters, reasonable 
accommodations procedures)? [see MD-715, II(B)]

X

32 B 4 a 7

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To maintain accurate data 
collection and tracking systems for the following types of data: complaint 
tracking, workforce demographics, and applicant flow data? [see MD-
715, II(E)].  If not, please identify the systems with insufficient funding in 
the comments section.

X Staffing is necessary

7



DON FY23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

33 B 4 a 8

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To effectively administer its 
special emphasis programs (such as, Federal Women’s Program, 
Hispanic Employment Program, and People with Disabilities Program 
Manager)? [5 USC § 7201; 38 USC § 4214; 5 CFR § 720.204; 5 CFR § 
213.3102(t) and (u); 5 CFR § 315.709]

X

34 B 4 a 10

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To effectively manage its 
reasonable accommodation program? [see 29 CFR § 1614.203(d)(4)(ii)] 

X

35 B 4 a 11

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated 
sufficient funding and qualified staffing to successfully implement the 
EEO program, for the following areas:   To ensure timely and complete 
compliance with EEOC orders? [see MD-715, II(E)]

X

36 B 4 b 0 Does the EEO office have a budget that is separate from other offices 
within the command? [see 29 CFR § 1614.102(a)(1)] X

37 B 4 d 0

Does the command ensure that all new counselors and investigators, 
including contractors and collateral duty employees, receive the required 
32 hours of training, pursuant to Ch. 2(II)(A) of MD-110?   Commands 
must maintain copies of training certificates for all counselors and 
investigators for a period of three fiscal years.

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

38 B 4 e 0

Does the command ensure that all experienced counselors and 
investigators, including contractors and collateral duty employees, 
receive the required 8 hours of annual refresher training, pursuant to Ch. 
2(II)(C) of MD-110?  Commands must maintain copies of training 
certificates for all counselors and investigators for a period of three 
fiscal years.

X

39 B 5 a

For questions 41 through 44:   
Supervisors/managers may be considered compliant if one or both of the 
following are true:
(1) they have taken the training within the past three Fiscal Years
(2) they have not yet taken the training, but were still within one year of
their initial assignment to a supervisory position, effective 1 Oct 2018.

40 B 5 a 1

Pursuant to 29 CFR § 1614.102(a)(5), have all managers and 
supervisors recrived training on their responsibilities under the following 
areas under the command EEO program:  EEO Complaint Process? 
[see MD-715(II)(B)].   

X As supervisory 101/Propel classes are offered.

9
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

41 B 5 a 2

Pursuant to 29 CFR § 1614.102(a)(5), have all managers and 
supervisors received training on their responsibilities under the following 
areas under the command EEO program:  Reasonable Accommodation 
Procedures? [see 29 C.F.R. § 1614.102(d)(3)]. 

X As supervisory 101/Propel classes are offered.

42 B 5 a 4

Pursuant to 29 CFR § 1614.102(a)(5), have all managers and 
supervisors received training on their responsibilities under the following 
areas under the command EEO program:  Supervisory, managerial, 
communication, and interpersonal skills in order to supervise most 
effectively in a workplace with diverse employees and avoid disputes 
arising from ineffective communications?  [see MD-715, II(B)].

X As supervisory 101/Propel classes are offered.

43 B 5 a 5

Pursuant to 29 CFR § 1614.102(a)(5), have all managers and 
supervisors received training on their responsibilities under the following 
areas under the command EEO program:  ADR, with emphasis on the 
federal government’s interest in encouraging mutual resolution of 
disputes and the benefits associated with utilizing ADR? [see MD-
715(II)(E)].  

X As supervisory 101/Propel classes are offered.

44 B 6 a 0 Are senior managers involved in the implementation of Special 
Emphasis Programs?  [see MD-715 Instructions, Sec. I] X

45 B 6 b 0 Do senior managers participate in the barrier analysis process?  [see 
MD-715 Instructions, Sec. I] X

10
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

46 B 6 c 0
When barriers are identified, do senior managers assist in developing 
command EEO action plans (Part I, Part J, or the Executive Summary)? 
[see MD-715 Instructions, Sec. I]

X

47 B 6 d 0
Do senior managers successfully implement EEO Action Plans and 
incorporate the EEO Action Plan Objectives into command strategic 
plans? [29 CFR § 1614.102(a)(5)]

X

48 C 1 a 0

Does the command regularly assess its component and field offices for 
possible EEO program deficiencies? [see 29 CFR §1614.102(c)(2)] If 
”yes”, please provide the schedule for conducting audits in the 
comments section.

N/A

49 C 1 b 0

Does the command regularly assess its component and field offices on 
their efforts to remove barriers from the workplace? [see 29 CFR 
§1614.102(c)(2)] If ”yes”, please provide the schedule for conducting
audits in the comments section.

N/A

50 C 1 c 0 Do the component and field offices make reasonable efforts to comply 
with the recommendations of the field audit?  [see MD-715, II(C)] N/A
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

51 C 2 b 1

Is there a designated command official or other mechanism in place to 
coordinate or assist with processing requests for disability 
accommodations throughout the command? [see 29 CFR 
1614.203(d)(3)(D)]

X

52 C 2 b 3
Does the command ensure that job applicants can request and receive 
reasonable accommodations during the application and placement 
processes? [see 29 CFR 1614.203(d)(1)(ii)(B)]

X

53 C 2 b 5

Does the command process all accommodation requests within the time 
frame set forth in its reasonable accommodation procedures? [see MD-
715, II(C)]   (1) Provide percentage of timely-processed requests in the 
comments column.  (2) Provide days in process of oldest case

X

54 C 2 c 1

Does the command post its procedures for processing requests for 
Personal Assistance Services on its public website? [see 29 CFR § 
1614.203(d)(5)(v)]  If “yes”, please provide the internet address in the 
comments column.

X

55 C 3 a 0

Pursuant to 29 CFR §1614.102(a)(5), do all managers and supervisors 
have an element in their performance appraisal that evaluates their 
commitment to command EEO policies and principles and their 
participation in the EEO program?

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

56 C 3 b 1

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Resolve 
EEO problems/disagreements/conflicts, including the participation in 
ADR proceedings?  [see MD-110, Ch. 3.I]

X

57 C 3 b 2

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Ensure 
full cooperation of employees under his/her supervision with EEO 
officials, such as counselors and investigators? [see 29 CFR 
§1614.102(b)(6)]

X

58 C 3 b 3

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Ensure a 
workplace that is free from all forms of discrimination, including 
harassment and retaliation? [see MD-715, II(C)]

X

59 C 3 b 4

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Ensure 
that subordinate supervisors have effective managerial, communication, 
and interpersonal skills to supervise in a workplace with diverse 
employees? [see MD-715 Instructions, Sec. I]

X

60 C 3 b 5

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Provide 
religious accommodations when such accommodations do not cause an 
undue hardship? [see 29 CFR §1614.102(a)(7)]

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

61 C 3 b 6

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Provide 
disability accommodations when such accommodations do not cause an 
undue hardship? [ see 29 CFR §1614.102(a)(8)]

X

62 C 3 b 7

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Support 
the EEO program in identifying and removing barriers to equal 
opportunity.  [see MD-715, II(C)]

X

63 C 3 b 8

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Support 
the anti-harassment program in investigating and correcting harassing 
conduct. [see Enforcement Guidance, V.C.2]

X

64 C 3 b 9

Does the command require rating officials to evaluate the performance 
of managers and supervisors based on the following activities:  Comply 
with settlement agreements and orders issued by the command, EEOC, 
and EEO-related cases from the Merit Systems Protection Board, labor 
arbitrators, and the Federal Labor Relations Authority? [see MD-715, 
II(C)]

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

65 C 3 c 0

Does the Principal EEO Official (i.e. DEEO/DDEEO) recommend to the 
command head improvements or corrections, including remedial or 
disciplinary actions, for managers and supervisors who have failed in 
their EEO responsibilities? [see 29 CFR §1614.102(c)(2)]

X

66 C 3 d 0
When the Principal EEO Official (i.e. DEEO/DDEEO) recommends 
remedial or disciplinary actions, are the recommendations regularly 
implemented by the command? [see 29 CFR §1614.102(c)(2)]

X

67 C 4 a 0

Do the HR Director and the Director, EEO meet regularly to assess 
whether personnel programs, policies, and procedures conform to 
EEOC laws, instructions, and management directives? [see 29 CFR 
§1614.102(a)(2)]

X

68 C 4 b 0

Has the command established timetables/schedules to review at regular 
intervals its merit promotion program, employee recognition awards 
program, employee development/training programs, and 
management/personnel policies, procedures, and practices for systemic 
barriers that may be impeding full participation in the program by all EEO 
groups?  [see MD-715 Instructions, Sec. I]

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

69 C 4 c 0

Does the EEO office have timely access to accurate and complete data 
(e.g., demographic data for workforce, applicants, training programs, 
etc.) required to prepare the MD-715 workforce data tables?  [see 29 
CFR §1614.601(a)]

X

70 C 4 d 0
Does the HR office timely provide the EEO office access to other data 
(e.g., exit interview data, climate assessment surveys, and grievance 
data), upon request? [see MD-715, II(C)]

X

71 C 4 e 1

Pursuant to Section II(C) of MD-715, does the EEO office collaborate 
with the HR office to:  Implement the Affirmative Action Plan for 
Individuals with Disabilities? [see 29 CFR §1614.203(d); MD-715, 
II(C)]

X

72 C 4 e 2
Pursuant to Section II(C) of MD-715, does the EEO office collaborate 
with the HR office to:  Develop and/or conduct outreach and 
recruiting initiatives? [see MD-715, II(C)]

X

73 C 4 e 3
Pursuant to Section II(C) of MD-715, does the EEO office collaborate 
with the HR office to:  Develop and/or provide training for managers 
and employees? [see MD-715, II(C)]

X

74 C 4 e 4
Pursuant to Section II(C) of MD-715, does the EEO office collaborate 
with the HR office to:  Identify and remove barriers to equal 
opportunity in the workplace? [see MD-715, II(C)]

X

75 C 4 e 5
Pursuant to Section II(C) of MD-715, does the EEO office collaborate 
with the HR office to:  Assist in preparing the MD-715 report? [see MD-
715, II(C)]

X
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been met?

76 C 5 a 0
Does the command have a disciplinary policy and/or table of penalties 
that covers discriminatory conduct?  29 CFR § 1614.102(a)(6); see also 
Douglas v. Veterans Administration, 5 MSPR 280 (1981)

X

77 C 5 b 0

When appropriate, does the command discipline or sanction managers 
and employees for discriminatory conduct? [see 29 CFR 
§1614.102(a)(6)] If “yes”, please state the number of
disciplined/sanctioned individuals during this reporting period in the
comments.

X

78 C 5 c 0
If the command has a finding of discrimination (or settles cases in which 
a finding was likely), does the command inform managers and 
supervisors about the discriminatory conduct? [see MD-715, II(C)]

X

79 C 6 a 0

Does the EEO office provide management/supervisory officials with 
regular EEO updates on at least an annual basis, including EEO 
complaints, workforce demographics and data summaries, legal 
updates, barrier analysis plans, and special emphasis updates?  [see 
MD-715 Instructions, Sec. I]  If “yes”, please identify the frequency of
the EEO updates in the comments column and date of last update
briefing.

X
Yes, the EEO Office provides 
management/supervisory officials with regular 
monthly briefings and additional briefings as 
needed when they occur.

80 C 6 b 0 Are EEO officials readily available to answer managers’ and supervisors’ 
questions or concerns? [see MD-715 Instructions, Sec. I] X
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been met?

81 D 1 a 0 Does the command have a process for identifying triggers in the 
workplace?  [see MD-715 Instructions, Sec. I] X

82 D 1 b 0

Does the command regularly use the following sources of information for 
trigger identification:  workforce data; complaint/grievance data; exit 
surveys; employee climate surveys; focus groups; affinity groups; union; 
program evaluations; special emphasis programs; reasonable 
accommodation program; anti-harassment program; and/or external 
special interest groups? [see MD-715 Instructions, Sec. I]

X

83 D 1 c 0

Does the command conduct exit interviews or surveys that include 
questions on how the command could improve the recruitment, hiring, 
inclusion, retention and advancement of individuals with disabilities? [see 
29 CFR 1614.203(d)(1)(iii)(C)]

X

84 D 2 a 0 Does the command have a process for analyzing the identified triggers 
to find possible barriers? [see MD-715, (II)(B)] X
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

85 D 2 b 0
Does the command regularly examine the impact of 
management/personnel policies, procedures, and practices by race, 
national origin, sex, and disability? [see 29 CFR §1614.102(a)(3)]

X

86 D 2 c 0

Does the command consider whether any group of employees or 
applicants might be negatively impacted prior to making human resource 
decisions, such as re-organizations and realignments? [see 29 CFR 
§1614.102(a)(3)]

X EEO members sit on Corporate Hiring team.

87 D 2 d 0

Does the command regularly review the following sources of information 
to find barriers: complaint/grievance data, exit surveys, employee climate 
surveys, focus groups, affinity groups, union, program evaluations, anti-
harassment program, special emphasis programs, reasonable 
accommodation program; anti-harassment program; and/or external 
special interest groups? [see MD-715 Instructions, Sec. I]  If “yes”, 
please identify the data sources in the comments column.

X Command utilizes all of these sources.

88 D 3 a 0
Does the command effectively tailor action plans to address the 
identified barriers, in particular policies, procedures, or practices? [see 
29 CFR §1614.102(a)(3)]

X
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

89 D 3 b 0
If the command identified one or more barriers during the reporting 
period, did the command implement a plan in Part I, including meeting 
the target dates for the planned activities? [see MD-715, II(D)] 

X

90 D 3 c 0 Does the command periodically review the effectiveness of the plans? 
[see MD-715, II(D)] X

91 D 4 a 0
Does the command post its affirmative action plan on its internal 
website? [see 29 CFR 1614.203(d)(4)]  Please provide the internet 
address in the comments.

X

92 D 4 b 0
Does the command take specific steps to ensure qualified people with 
disabilities are aware of and encouraged to apply for job vacancies? [see 
29 CFR 1614.203(d)(1)(i)]

X

93 D 4 c 0
Does the command ensure that disability-related questions from 
members of the public are answered promptly and correctly? [see 29 
CFR 1614.203(d)(1)(ii)(A)]

X
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Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

94 D 4 d 0

Has the command taken specific steps that are reasonably designed to 
increase the number of persons with disabilities or targeted disabilities 
employed at the command until it meets the goals? [see 29 CFR 
1614.203(d)(7)(ii)] If "YES" provide examples in comments. 

X Strategic Hiring plan identified annually
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

95 E 1 a 0

Does the command issue the notice of right to file on or before the 30th 
day (if no extension was requested or granted or no ADR accepted), and 
issue the notice of right to file a formal complaint on or before the 90th 
day (where ADR was accepted or an extension granted)? 
In comment section, provide the number of complaints that fall in 
to the following categories as found in the 462 report, Part I - C:
1. Counseled Within 30 Days
2. Counseled Within 31 to 90 Days
2a.  Counseled Within Written Extension Period No Longer Than 60
Days
2b.  Counseled Within 90 Days Where Individual Participated in
ADR
2c.  Counseled Within 31-90 Days That Were Untimely
3. Counseled Beyond 90 Days

X

96 E 1 b 0
Does the command provide written notification of rights and 
responsibilities in the EEO process during the initial counseling session, 
pursuant to 29 CFR §1614.105(b)(1)?

X

97 E 1 c 0 Does the command issue acknowledgment letters immediately upon 
receipt of a formal complaint, pursuant to MD-110, Ch. 5(I)?  X
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

98 E 1 d 0

Does the command issue acceptance letters/dismissal decisions within 
30 days from the date of receipt of the formal complaint?  In the 
comments section, provide (1) the number issued within 30 days 
and (2) not issued within 30 days of receipt of the formal complaint.

X
Yes, Command issues acceptance/dismissal 
decisions within 30 days from the date of 
receipt of the formal complaint.

99 E 1 e 0

Does the command ensure all employees fully cooperate with EEO 
counselors and EEO personnel in the EEO process, including granting 
routine access to personnel records related to an investigation, pursuant 
to 29 CFR §1614.102(b)(6)? 

X

100 E 1 f 0

Did the command issue all reports of investigation on or before 180 days 
(or, for when an extension was granted, on or before 270 days)?  In the 
comment section, provide the number of complaints that fall in to 
the following categories as found in the 462 report, Part IX:
1.  Investigations Completed by Agency Personnel (a + b + c) 
1a.  Investigations Completed in 180 Days or Less 

X USPS Contract in place where necessary
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

101 E 1 g 0

If the command does not timely complete investigations, does the 
command issue the notice of untimely investigation letter (108(g) letter), 
which advises the complainant of rights to a hearing/FAD, on or before 
the 180th day if the investigation is not complete?  

X

102 E 1 j 0

If the command uses contractors to implement any stage of the EEO 
complaint process, does the command hold them accountable for poor 
work product and/or delays? [See MD-110, Ch. 5(V)(A)] If “yes”, please 
describe how in the comments column.

X
Yes, the contract requires an annual CPARS 
rating and any performance issues are 
handled with the contractor as situations arise 
thru the COR.

103 E 1 k 0

If the command uses employees to implement any stage of the EEO 
complaint process, does the command hold them accountable for poor 
work product and/or delays during performance review? [See MD-110, 
Ch. 5(V)(A)]

X

104 E 1 l 0
Does the command submit complaint files and other documents in the 
proper format to EEOC through the Federal Sector EEO Portal 
(FedSEP)? [See 29 CFR § 1614.403(g)]

X

105 E 2 a 0
Has the command established a clear separation between its EEO 
complaint program and its defensive function? [see MD-110, Ch. 
1(IV)(D)]  

X

106 E 2 b 0

When seeking legal sufficiency reviews, does the EEO office have 
access to sufficient legal resources separate from the agency 
representative? [see MD-110, Ch. 1(IV)(D)]  If “yes”, please identify 
the source/location of the attorney who conducts the legal 
sufficiency review in the comments column.  

X
Yes, the EEO office has access to sufficient 
legal resources separate from the agency 
representative by utilizing the NSWC-Dahlgren 
agency counsel.
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

107 E 2 c 0 Is the attorney that does legal sufficiency review different than the 
agency representative? X

108 E 2 d 0
Does the command ensure that its agency representative does not 
intrude upon EEO counseling, investigations, and final command 
decisions? [see MD-110, Ch. 1(IV)(D)]

X

109 E 2 e 0
If applicable, are processing time frames incorporated for the legal 
counsel’s sufficiency review for timely processing of complaints? EEOC 
Report, Attaining a Model command Program: Efficiency (Dec. 1, 2004)

X

110 E 3 b 0 Does the command require managers and supervisors to participate in 
ADR once it has been offered? [see MD-715, II(A)(1)] X

111 E 3 c 0 Does the command encourage all employees to use ADR, where ADR is 
appropriate? [see MD-110, Ch. 3(IV)(C)] X

112 E 3 d 0
Does the command ensure a management official with settlement 
authority is accessible during the dispute resolution process? [see MD-
110, Ch. 3(III)(A)(9)]

X

113 E 3 e 0 Does the command prohibit the responsible management official named 
in the dispute from having settlement authority? [see MD-110, Ch. 3(I)] X
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

114 E 3 f 0 Does the command annually evaluate the effectiveness of its ADR 
program? [see MD-110, Ch. 3(II)(D)] X

115 E 5 a 0

Does the command monitor trends in its EEO program to determine 
whether the command is meeting its obligations under the statutes 
EEOC enforces? [see MD-715, II(E)] If “yes”, provide an example in the 
comments.

X Monthly Reports 

116 F 2 a 1

When a complainant files a hearing, does the command upload the 
official case file in FEDSEP to EEOC within 15 days of receiving the first 
notification that the complainant requested a hearing?  (i.e. Do NOT wait 
until receipt of acknowledgement of hearing notice.)   

X
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COMMAND PART G REQUIREMENTS

Yes No
Comments# EEOC 

Elements COMMAND-LEVEL QUESTIONS
Has measure 

been met?

117 F 2 a 3

When a complainant files an appeal, does the command upload the 
official case file in FEDSEP to EEOC within 30 days of the agency's first 
notification of the complainant filing an appeal?  (i.e. Do NOT wait until 
receipt of acknowledgement of appeal notice.)   

X

119
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EEOC Form 

U.S. Equal Employment Opportunity Commission 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

MD-715 - Part H

Agency EEO Plan to Attain the Essential Elements of a Model EEO 

Program 
Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program. 

 If the agency did not address any deficiencies during the reporting period, please check the box. 

 Statement of Model Program Essential Element Deficiency 

Type of Program Deficiency Brief Description of Program Deficiency 

Command’s organizational does not define the 

reporting structure for the EEO office.  

EEO Deputy Director reports to Corporate 

Operations Department head, however they do have 

a direct line to the Commanding Officer 

Pursuant to 29 CFR §1614.102(a)(1), has the 

command allocated sufficient funding and 

qualified staffing to successfully implement the 

EEO program, for the following areas:   To 

effectively administer its special emphasis 

programs (such as, Federal Women’s Program, 

Hispanic Employment Program, and People 

with Disabilities Program Manager)? [5 USC § 

7201; 38 USC § 4214; 5 CFR § 720.204; 5 

CFR § 213.3102(t) and (u); 5 CFR § 315.709] 

Lack of funding, and collateral duty bandwidth. 

 Objective(s) and Dates for EEO Plan 

Date 

Initiated 

(mm/dd/yyyy) 

Objective 
Target Date 

(mm/dd/yyyy) 

Modified 

Date 

(mm/dd/yyyy) 

Date 

Completed 

(mm/dd/yyyy) 

10/1/2023 Allocate sufficient funding and 

qualified staffing. 
 9/30/2024 

See eeoc.gov/federal/directives/md715/section3.cfm for detailed examples on how to complete this template 



 Responsible Official(s) 

Title Name 
Performance Standards Address the Plan? 

(Yes or No) 

Corporate 

Operations 

Department 

Brent 

Vroigtschild No 

 Planned Activities toward Completion of Objective 

Target Date 

(mm/dd/yyyy) 
Planned Activities 

Sufficient Funding 

& Staffing? 

(Yes or No) 

Modified 

Date 

(mm/dd/yyyy) 

Completion 

Date 

(mm/dd/yyyy) 

2/1/2024 Allocate sufficient funding 

and qualified staffing. 

No 9/30/2024 

 Report of Accomplishments 

FISCAL 

YEAR 
Accomplishments 

FY23 Annual Review of Part G requirement of obtaining an essential EEO program. 
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MD-715 – Part I
Agency EEO Plan to Eliminate Identified Barrier 

Please describe the status of each plan that the agency implemented to identify possible barriers in 
policies, procedures, or practices for employees and applicants by race, ethnicity, and gender.     

       If the agency did not conduct barrier analysis during the reporting period, please check the 
box. 

Statement of Condition That Was a Trigger for a Potential Barrier: 

Source of the 
Trigger 

Specific 
Workforce 

Data 
Table 

Narrative Description of Trigger 

DON Maturity 
Model Assessment 

MAHRS 
Data 

Provided 

NSWC Crane participated in the DON Maturity model 
assessment pilot under Dr. Barber. 

Internships 
MAHRS 

Data 
Provided 

Establish internships at minority-serving institutions. 

Recruitment 
Ads/Hiring 
Guidelines 

MAHRS 
Data 

Provided 

Audit existing recruitment ads and hiring guidelines, 
specifically on the language to ensure that recruitment 
tools are geared toward a broad range of candidates. 

Create a tool to track and measure recruitment strategies, 
activities, particularly those that are targeted towards 

underrepresented groups. 

Relationship with 
present 

employees’ 

MAHRS 
Data 

Provided 

Leverage relationships with present employees’ alma 
maters to foster a talent pipeline of candidates that have 

similar knowledge, skills, and abilities to current 
successful employees. 

Organizational 
Values 

MAHRS 
Data 

Provided 

Showcase organizational values regarding DEI in 
recruiting messages and strategies. 

Qualified 
Candidates 

MAHRS 
Data 

Provided 

Ensure that recruitment strategies are targeting qualified 
candidates 
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Source of the 
Trigger 

Specific 
Workforce 

Data 
Table 

Narrative Description of Trigger 

Create detailed 
guidelines, 

milestones, and 
goals that go 
beyond the 

existing SOPs on 
recruiting 

underrepresented 
groups that hiring 

managers or 
interviewers can 

utilize. 

MAHRS 
Data 

Provided 

We recommend actively promoting messages on existing 
hiring manuals and interview questions that highlight the 

recruitment of underrepresented candidates. 

Leverage existing 
resources (e.g., 
SEP groups) to 

make 
recommendations 
for the selection 
and interview 

processes. 

MAHRS 
Data 

Provided 

Recommend the inclusion of underrepresented employees 
to actively take part in during the selection and interview 
process, as this can greatly eliminate unforeseen biases 
and help hiring managers to take in variety of opinions 

before making a hiring decision. 

Remove cues from 
resumes and 
interviews. 

MAHRS 
Data 

Provided 

Remove cues from resumes and interviews that can hint 
toward membership of a protected group (e.g., names, 
schools attended, year of graduation). It is important to 

remove biases during the selection process to ensure that 
all potential candidates from different underrepresented 

groups have equal opportunities of employment. 

EEO Group(s) Affected by Trigger 

EEO Group 

All Men 

All Women 

Hispanic or Latino Males 

Hispanic or Latino Females 
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EEO Group 

White Males 

White Females 

Black or African American Males 

Black or African American Females 

Asian Males 

Asian Females 

Native Hawaiian or Other Pacific Islander 
Males 

Native Hawaiian or Other Pacific Islander 
Females 

American Indian or Alaska Native Males 

American Indian or Alaska Native Females 

Two or More Races Males 

Two or More Races Females 

Barrier Analysis Process 

Sources of Data 

Source 
Reviewed? 

(Yes or 
No) 

Identify Information Collected 

Workforce Data Tables Yes Data provided by MAHRS 

Complaint Data (Trends) No 

Grievance Data (Trends) No 

Findings from Decisions 
(e.g., EEO, Grievance, 

MSPB, Anti-Harassment 
Processes) 

No 

Climate Assessment 
Survey (e.g., FEVS) Yes DEOCS 
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Sources of Data 

Source 
Reviewed? 

(Yes or 
No) 

Identify Information Collected 

Exit Interview Data Yes Internal 

Focus Groups Yes DEOCS 

Interviews Yes Internal 

Reports (e.g., Congress, 
EEOC, MSPB, GAO, 

OPM) 
Yes MAHRS 

Other (Please Describe) 

Status of Barrier Analysis Process 

Barrier Analysis Process Completed? 
(Yes or No) 

Barrier(s) Identified? 
(Yes or No) 

Yes Yes 

Statement of Identified Barrier(s) 

Description of Policy, Procedure, or Practice 

Budget 

Lack of temporary housing 

Commuting distance 

Removing cues from resumes has had effects on our ability to efficiently execute the hiring 
process. 
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Objective(s) and Dates for EEO Plan 

Objective 

Date 
Initiated 
(mm/dd/y

yyy) 

Target Date 
(mm/dd/yy

yy) 

Sufficient 
Funding & 
Staffing? 

(Yes or No) 

Modified 
Date 

(mm/dd/yy
yy) 

Date 
Completed 
(mm/dd/yy

yy) 

DDEEOO will engage activity 
to establish a Barrier Analysis 
Team (BAT) to conduct a 
barrier analysis effort on the 
lack of representation from 
minority groups and women 
for high grade positions. This 
BAT will be composed of 
EEO team members, HR data 
team members, SEP group 
Leaders, ELT Champions and 
DLC Members. 

10/1/2022 Y 9/30/2023 

HR and the EEO Office will 
provide Barrier Analysis Team 
the following information for 
review and analysis:  

a. Barriers in the new hire
pipeline

b. Barriers in the internal
applicant flow

c. Barriers inhibiting
applicants in the high
grade eligible talent
pools

10/1/2022 Y 9/30/2023 

HR and the EEO Office will 
provide Barrier Analysis Team 
data from following resources, 
if available: 

a. Federal Employee
Viewpoint Survey
(FEVS) results

b. Data from
discrimination
complaints  or Equal
Employment
Opportunity

10/1/2022 

Y 9/30/2023 
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Objective 

Date 
Initiated 
(mm/dd/y

yyy) 

Target Date 
(mm/dd/yy

yy) 

Sufficient 
Funding & 
Staffing? 

(Yes or No) 

Modified 
Date 

(mm/dd/yy
yy) 

Date 
Completed 
(mm/dd/yy

yy) 

Commission (EEOC) 
462 Complaints Report 

c. Defense Equal
Opportunity
Management Institute
(DEOMI)
Organizational Climate
Survey (DEOCS)

d. Exit Surveys

Barrier Analysis Teams will 
review the data in conjunction 
with applicable policies, 
procedures, practices, and 
conditions. 

10/1/2022 Y 9/30/2023 

Barrier Analysis Teams will 
interview stakeholders and/or 
conduct focus group(s) to 
discuss reasons for low 
representation from minority 
groups and women.   

a. Develop interview
questions 

b. Determine who
needs to be
interviewed

c. Determine what
documents (if any)
are needed

d. Conduct interviews

10/1/2022 
Y 9/30/2023 

Barrier Analysis Teams will 
explore the root cause(s) of 
low representation for high 
grade positions. 

10/1/2022 Y 9/30/2023 

DDEEOOs, AEPMs, along 
with Barrier Analysis Teams 10/1/2022 Y 9/30/2023 
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Objective 

Date 
Initiated 
(mm/dd/y

yyy) 

Target Date 
(mm/dd/yy

yy) 

Sufficient 
Funding & 
Staffing? 

(Yes or No) 

Modified 
Date 

(mm/dd/yy
yy) 

Date 
Completed 
(mm/dd/yy

yy) 

will develop recommended 
action plans to eliminate any 
identified barriers and brief to 
local leadership. 

DDEEO will provide monthly 
updates on progress and 
planned activities to the 
CDEEOO and copy the 
Command Affirmative 
Employment Program 
Manager. 

10/1/2022 

Y 9/30/2023 

The NAVSEA Command EEO 
Office will aggregate and 
report findings in the FY23 
MD-715 Report.

10/1/2022 Y 9/30/2023 

Responsible Official(s) 

Title Name 

Performance 
Standards Address 

the Plan?  
(Yes or No) 

Human Resources Director Brittany Mitchell No 

Recruiting Branch Manager Chris Goodwin No 

DEEO Dee Stackhouse No 

Planned Activities Toward Completion of Objective 

Target Date 
(mm/dd/yyyy) Planned Activities 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

10/1/2022 
Barrier Analysis Team met several times 

to complete the barrier analysis as 
identified. 

9/30/2023 
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Target Date 
(mm/dd/yyyy) Planned Activities 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

Report of Accomplishments 

Fiscal Year Accomplishments 

FY23 

Underrepresented Candidates - 55 Selections made (24% of total), 
64% declination rate 
Women Candidates - 35 Selections made (15% of total), 69% 
declination rate 

FY23 

4 Historically Black College and Universities (TSU, Alabama A&M, 
Central State and Tuskegee) with 13 unique events; attended 
National Society of Black Engineers national conference to recruit 
including a booth at career fair; attended Delta Sigma Theta (African 
American Sorority/professional organization) National Conference 

FY23 
3 Minority Serving Institutions (Purdue NW, NMIT, UIC) with 8 
unique events; attended Society of Hispanic Professional Engineers 
National Conference to recruit with NCC 

FY23 
Sponsored Indiana University Center of Excellence for Women in 
Technology Summit, Society of Women Engineers National 
Conference: (hosted panel discussions and recruited at both) 

FY23 

• Recruiting in 12 States
• 50% outside Indiana
• 40% of events are conducted with colleges/universities with

graduating underrepresented populations greater than the national
average

• Planned in FY24 – 85 (this number will grow during the FY)
• Executed in FY23 – 100

FY23 

• Created a tool to track and measure recruitment strategies and
activities, particularly those that are targeted toward
underrepresented groups.

• We have data from 2015 to Present tracking success rates at
Universities we have recruited.

FY23 

• Established 43 internships at minority-serving institutions.
• NSWC Crane Maturity Model Assessment Report
• Leverage employee referrals and participate in events from

underrepresented professional organizations.
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FY23 

• Research has shown that both minority and non-minority job
seekers tend to be more attracted to organizations that value
diversity.

• Many outward facing mediate involve interviews from
underrepresented employees.

FY23 

• We recommend training recruiters to be aware of the requisite
qualifications, rather than relying on traditional talent pipelines or
job boards, as this can improve the pool of qualified diverse
candidates.

• NSWC Crane has 3-full time recruiters well-versed in requisite
qualifications, and do not rely on traditional talent pipelines or
job boards

FY23 

• In developing recruitment strategies going forward, it is
important to focus on recruiting qualified candidates, because
promoting an influx of diverse candidates across the board may
have a deleterious effect if it exacerbates the proportion of
diverse candidates that are rejected at some point in the hiring
process.

• Concentrated on increasing the number of qualified candidates
(to include diverse candidates) from which Hiring Managers
make their selections.

FY23 

• We use standardized interview questions for all Intern and Entry
S&E candidates

• Develop an action plan or training materials that hiring managers
can easily follow and learn to curb personal biases when making
hiring decisions

• Recommend Command/EEO provide training materials

FY23 • Our Hiring Team includes underrepresented employees within
our Command.

FY23 
• Removing cues from resumes and interviews has been tried in the

past and has had deleterious effects on our ability to efficiently
execute the hiring process.



EEOC FORM  
U.S. Equal Employment Opportunity Commission 

 FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

FY 24 MD-715 – Part I 
Agency EEO Plan to Eliminate Identified Barrier 

Please describe the status of each plan that the agency implemented to identify possible barriers in policies, 
procedures, or practices for employees and applicants by race, ethnicity, and gender.     

       If the agency did not conduct barrier analysis during the reporting period, please check the box. 

Statement of Condition That Was a Trigger for a Potential Barrier: 

Source of the 
Trigger 

Specific 
Workforce 

Data 
Table 

Narrative Description of Trigger 

Command Staff 
A3P, 
A6P, A9, 
A11, A17 

Low numbers for women and minority women in 
relation to promotion, pay grade, filling vacancies, 
etc. 

EEO Group(s) Affected by Trigger 
EEO Group 

All Women 

Hispanic or Latino Females 

White Females 

Black or African American Females 

Asian Females 

Native Hawaiian or Other Pacific Islander Females 
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EEO Group 

American Indian or Alaska Native Females 

Two or More Races Females 

Barrier Analysis Process 

Sources of Data 
Source 

Reviewed? 
(Yes or No) 

Identify Information Collected 

Status of Barrier Analysis Process 
Barrier Analysis Process Completed? 

(Yes or No) 
Barrier(s) Identified? 

(Yes or No) 

No No 

Statement of Identified Barrier(s) 
Description of Policy, Procedure, or Practice 

Low numbers for women and minority women in relation to promotion, pay grade, 
filling vacancies, etc. 
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Objective(s) and Dates for EEO Plan 

Objective 
Date 

Initiated 
(mm/dd/yyyy) 

Target Date 
(mm/dd/yyyy) 

Sufficient 
Funding & 
Staffing? 
(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Date 
Completed 
(mm/dd/yyyy) 

DDEEO will engage activity to 
establish a Barrier Analysis 
Team (BAT) to conduct a 
barrier analysis effort on the 
lack of representation from 
minority groups and women 
for high grade positions. This 
BAT will be composed of EEO 
team members, HR data team 
members, SEP group 
Leaders, Career Service 
Center staff.  

10/1/2023 9/30/2024 

Barrier Analysis Teams will 
review the data in conjunction 
with applicable policies, 
procedures, practices, and 
conditions. 

10/1/2023 9/30/2024 

The Barrier Analysis Teams 
will develop recommended 
action plans to eliminate any 
identified barriers and brief to 
local leadership. 

10/1/2023 9/30/2024 

DDEEO will provide monthly 
updates on progress and 
planned activities to the 
CDEEOO.  

10/1/2023 9/30/2024 

The NAVSEA Command EEO 
Office will aggregate and 
report findings in the FY24 
MD-715 Report.

10/1/2023 9/30/2024 
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Objective 
Date 

Initiated 
(mm/dd/yyyy) 

Target Date 
(mm/dd/yyyy) 

Sufficient 
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Human Resources Director Brittany Mitchell No 
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Develop an action plan to address why 
there are low numbers for women and 
minority women in relation to promotion, 
pay grade, filling vacancies, etc. Review 
ideas from the DON Maturity Model.  

9/30/2024 

Report of Accomplishments 
Fiscal Year Accomplishments 



MD-715 - Part J
Special Program Plan for the Recruitment, Hiring, Advancement, and Retention of 

Persons with Disabilities 
To capture agencies' affirmative action plan for persons with disabilities (PWD) and 
persons with targeted disabilities (PWTD), EEOC regulations (29 C.F.R. § 1614.203(e)) 
and MD-715 require agencies to describe how their plan will improve the recruitment, 
hiring, advancement, and retention of applicants and employees with disabilities. All 
agencies, regardless of size, must complete this Part of the MD-715 report. 

Section I: Efforts to Reach Regulatory Goals 

EEOC regulations (29 C.F.R. § 1614.203(d)(7)) require agencies to establish specific 
numerical goals for increasing the participation of persons with reportable and targeted 
disabilities in the federal government. 

1. Using the goal of 12% as the benchmark, does your Command/Organization have a
trigger involving PWD by grade level cluster in the permanent workforce? If "yes",
describe the trigger(s) in the text box.
a. Cluster GS-1 to GS-10 (PWD) Yes ☒ No ☐
b. Cluster GS-11 to SES (PWD) Yes ☐ No ☒

Cluster GS-1 to GS-10 (PWD) = 7.36% 

Cluster GS-11 to SES (PWD) = 12.09% 

2. Using the goal of 2% as the benchmark, does your Command/Organization have a
trigger involving PWTD by grade level cluster in the permanent workforce? If "yes",
describe the trigger(s) in the text box.
a. Cluster GS-1 to GS-10 (PWTD) Yes ☒ No ☐
b. Cluster GS-11 to SES (PWTD) Yes ☐ No ☒

Cluster GS-1 to GS-10 (PWTD) = 1.36% 
Cluster GS-11 to SES (PWTD)  = 2.09% 

3. Describe how the Command/Organization has communicated the numerical goals to the
hiring managers and/or recruiters.

NAVSEA briefs senior leaders, command staff, HR professionals and recruiters on the goal 
of 12% IWD and 2% IWTD. State of the Agency briefing occur throughout NAVSEA field 
offices, updating leaders on the status of these goals. NSWC Crane hiring managers and 
recruiters have frequently communicated the hiring goals. We have taken on a broader 
approach in communicating our numerical goals throughout the entire workforce. That 
effort included: communicating to the Workforce regarding the SF256 reporting via base 



wide emails, EEO quarterly newsletter, directly from the DPM to those employees who 
were QIWDs with Reasonable Accommodations Requests that have been processed, and 
additionally establishing quarterly meetings to review relevant data, and performance 
evaluation to the target. The topic is also covered via the Monthly CO Report, weekly EEO 
Roll Up, and at Strategic Business Communication Meeting.   

Section II: Model Disability Program 
Pursuant to 29 C.F.R. §1614.203(d)(1), agencies must ensure sufficient staff, training and 
resources to recruit and hire persons with disabilities and persons with targeted 
disabilities, administer the reasonable accommodation program and special emphasis 
program, and oversee any other disability hiring and advancement program the 
Command/Organization has in place. 

A. Plan to Provide Sufficient & Competent Staffing for the Disability Program

1. Has the Command/Organization designated sufficient qualified personnel to implement
its disability program during the reporting period? If "no", describe the
Command/Organization’s plan to improve the staffing for the upcoming year.
Yes ☒ No ☐

2. Identify all staff responsible for implementing the Command/Organization’s disability
employment program by the office, staff employment status, and name/title/pay
plan/series/grade.

Disability Program 
Task 

# of FTE Staff by 
Employment Status All Individuals 

(Name, Title, Pay 
Plan/Series/Grade) Full 

Time 
Part 
Time 

Collateral 
Duty 

Processing reasonable 
accommodation requests 

from applicants and 
employees 

X 

Ulanda F Sanders, RA 
Coordinator for 

employees. 

Section 508 Compliance 2 Bill Carter, CIO/IT 
Division and 



Jamie Medlock, 
Corporate 

Communication 

Architectural Barriers 
Act Compliance 1 

    Douglas Barela, 
Facilities 

Selective Placement 
Program (tasks can be 
found here) 

1 

  Tony Ranard, Branch 
Manager, Staffing 

Overall Disability 
Program Management 1 

    Ulanda F Sanders, RA 
Coordinator for 

employees.  
 
3. Has the Command/Organization provided disability program staff with sufficient training 
to carry out their responsibilities during the reporting period? If "yes", describe the training 
that disability program staff have received. If "no", describe the training planned for the 
upcoming year. 

Yes ☒   No☐ 

DEOMI EEO Entry course Offering (January 23-27, 2023), 

DEOMI Disability Program Manager Course (February 6 – 10, 2023) 

 
B. Plan to Ensure Sufficient Funding for the Disability Program 
Has the Command/Organization provided sufficient funding and other resources to 
successfully implement the disability program during the reporting period? If "no", 
describe the Command/Organization’s plan to ensure all aspects of the disability program 
have sufficient funding and other resources. 

Yes ☒   No ☐ 

Processing RA Requests from applicants and employees with disabilities 

NSWC Crane Corporate Operations Department provides funding to the EEO Office. Funding 
is flexible based on emerging needs of employees requesting reasonable accommodations.  

Special Emphasis Program for PWD and PWTD 

https://www.opm.gov/policy-data-oversight/disability-employment/selective-placement-program-coordinator/


NSWC Crane Corporate Operations Department provides funding to the EEO Office. Funding 
can be adjusted based on identification of emerging needs of the SEPL and/or employees in 
reference to reasonable accommodations issues. 

Section III: Plan to Recruit and Hire Individuals with Disabilities 
Pursuant to 29 C.F.R. § 1614.203(d)(1)(i) and (ii), agencies must establish a plan to 
increase the recruitment and hiring of individuals with disabilities. The questions below 
are designed to identify outcomes of the Command/Organization’s recruitment program 
plan for PWD and PWTD. 

A. Plan to Identify Job Applicants with Disabilities

1. Which of the following programs/resources does the Command/Organization use to
identify job applicants with disabilities, including Individuals with Targeted Disabilities?

Workforce Recruitment Program (WRP)  Yes ☒ No ☐

DoD Shared List of People with Disabilities Yes ☒ No ☐

Wounded Warrior Program Yes ☒ No ☐

USAJOBS Agency Talent Portal  Yes ☒ No ☐

Job Fairs dedicated to PWD/PWTD Yes ☒ No ☐

Schools primarily enrolling PWD/PWTD  Yes ☐ No ☒

Other schools with programs dedicated to PWD/PWTD Yes ☒ No ☐

State Vocational Rehabilitation Offices Yes ☐ No ☒

Other (describe below) Yes ☐ No ☐

2. Pursuant to 29 C.F.R. § 1614.203(a)(3), describe the Command/Organization’s use of
hiring authorities that take disability into account (e.g., Schedule A(u)) to recruit PWD
and PWTD for positions in the permanent workforce.



We consider disability/RA throughout our hiring practices when/if a candidate has self-
identified as PWD or PWTD. We actively seek candidates who are PWD and PWTD in 
standard recruiting events and through use of the WRP program in weekly Corporate Hiring 
and Recruitment Team (CHART) Meetings. When applicable, we use Schedule A and 
Disabled Veterans status as a direct hiring authority for new employees.   

3. How many Schedule A(u) employees were hired to permanent positions during the
reporting cycle?

 18  

4. Describe your Command/Organization’s use of programs to recruit PWD and PWTD
for temporary positions (e.g. internships):

Our Recruiters and the EEO office work together to seek out, establish contact, and 
maintain relationships with organizations that assist PWD/ PWTD, in securing and 
maintaining employment. Some that we currently use are- College Affinity and EEO 
Offices, Disabled American Veterans, the State Department of Veterans Affairs, WRP, 
Workforce One, and Service Organizations (VFW, American Legion, AMVETS). We also 
work with lesser-known organizations that sponsor job fairs and repositories of Veterans 
seeking work such as the Military Officers Association of America, Operation Job-Ready 
Vet, and Indiana National Guard Employment Assistance Office.   

5. When individuals apply for a position under a hiring authority that takes disability into
account (e.g., Schedule A(u)), explain how the Command/Organization (1) determines if
the individual is eligible for appointment under such authority and (2) forwards the
individual's application to the relevant hiring officials with an explanation of how and
when the individual may be appointed.

Candidates self-identify by providing a Schedule A letter or VA Disability Letter. (1) We 
require documentation from a proper source. Schedule A - Medical Doctor letter in the proper 
format as required by OPM. Disabled Veterans – Veterans Affairs letter showing disability or 
VRA eligibility or Military documents identifying the individual as disabled. (2) When we 
forward the individuals resume to the hiring manager we indicate in the email correspondence 
if the individual also qualifies for direct hiring under a particular authority if they qualify for 
more one or more, but do not share disability information if known. 



6. Has the Command/Organization provided training to all hiring managers on the use of
hiring authorities that take disability into account (e.g., Schedule A(u))? If "yes", describe
the type(s) of training and frequency. If "no", describe the Command/Organization’s plan
to provide this training.

Yes ☒ No  ☐ N/A ☐

NSWC Crane's Supervisor 101 training is required for all managers and supervisors. The 
training discusses the hiring authorities for PWD/PWTD. The NAVSEA Propel training for 
new Supervisors also provides information about the various hiring authorities, including 
Schedule A. 

B. Plan to Establish Contacts with Disability Employment Organizations
Describe the Command/Organization’s efforts to establish and maintain contacts with
organizations that assist PWD, including PWTD, in securing and maintaining
employment.

Our Recruiters and the EEO office work together to seek out, establish contact, and 
maintain relationships with organizations that assist PWD, including PWTD, in securing 
and maintaining employment. Some that we currently use are - College Affinity and EEO 
Offices, Disabled American Veterans, the State Department of Veterans Affairs, WRP, 
Workforce One, and Service Organizations (VFW, American Legion, AMVETS). We also 
work with lesser-known organizations that sponsor job fairs and repositories of Veterans 
seeking work such as the Military Officers Association of America, Operation Job-Ready 
Vet, and Indiana National Guard Employment Assistance Office. 

C. Progression Towards Goals (Recruitment and Hiring)

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers
exist for PWD and/or PWTD among the new hires in the permanent workforce? If "yes",
please describe the triggers below.

a. New Hires for Permanent Workforce (PWD) Yes ☒  No ☐
b. New Hires for Permanent Workforce (PWTD) Yes ☒  No ☐

New Hires for Permanent Workforce (PWD) = 5.54% 

New Hires for Permanent Workforce (PWTD) = 1.23% 

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or
PWTD among the new hires for any of the mission-critical occupations (MCO)? If "yes",
please describe the triggers below.

a. New Hires for MCO (PWD) Yes ☒ No ☐
b. New Hires for MCO (PWTD) Yes ☐ No ☒



Questions above were answered based on all new hires not on qualified applicants’ pool 
data which does not exist. 

For all new hires for MCOs, the percentage PWTD is 2.7% and PWD is 8.6%.  

3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or
PWTD among the qualified internal applicants for any of the mission-critical occupations
(MCO)? If "yes", please describe the triggers below.

a. Qualified Applicants for MCO (PWD) Yes ☒ No ☐
b. Qualified Applicants for MCO (PWTD) Yes ☒ No ☐

  Series Category PWD 
TRIGGER 

PWTD 
TRIGGER PWD PWTD 

Job Series: 0801 Relevant Applicant Pool 11.19% 1.81% 

Job Series: 0801 Qualified Internal 
Applicants % Y Y 2.53% 0% 

Job Series: 0802 Relevant Applicant Pool 12.14% 3.4% 

Job Series: 0802 Qualified Internal 
Applicants % Y Y 0% 0% 

Job Series: 0855 Relevant Applicant Pool 6.35% 0.81% 

Job Series: 0855 Qualified Internal 
Applicants % Y Y 0% 0% 

Job Series: 0856 Relevant Applicant Pool 11.68% 1.5% 

Job Series: 0856 Qualified Internal 
Applicants % Y N 11.43% 2.86% 

Job Series: 1102 Relevant Applicant Pool 7.1% 0.59% 

Job Series: 1102 Qualified Internal 
Applicants % N Y 30% 0% 

Job Series: 2210 Relevant Applicant Pool 19.02% 3.07% 

Job Series: 2210 Qualified Internal 
Applicants % Y Y 0% 0% 



4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or
PWTD among employees promoted to any of the mission-critical occupations (MCO)? If
"yes", please describe the triggers below.

a. Promotions for MCO (PWD) Yes ☒ No ☐
b. Promotions for MCO (PWTD) Yes ☒ No ☐

Series Category PWD 
TRIGGER 

PWTD 
TRIGGER PWD PWTD 

Job Series: 0301 Qualified Internal 
Applicants % 20.12% 10.98% 

Job Series: 0301 Internal Selections % Y Y 7.14% 7.14% 

Job Series: 0801 Qualified Internal 
Applicants % 2.53% 0% 

Job Series: 0801 Internal Selections % Y N 0% 0% 

Job Series: 0856 Qualified Internal 
Applicants % 11.43% 2.86% 

Job Series: 0856 Internal Selections % Y Y 0% 0% 

Section IV: Plan to Ensure Advancement Opportunities for Employees with Disabilities 
Pursuant to 29 C.F.R §1614.203(d)(1)(iii), agencies are required to provide sufficient 
advancement opportunities for employees with disabilities. Such activities might include 
specialized training and mentoring programs, career development opportunities, awards 
programs, promotions, and similar programs that address advancement. In this section, 
agencies should identify, and provide data on programs designed to ensure advancement 
opportunities for employees with disabilities. 

A. Advancement Program Plan

Describe the Command/Organization’s plan to ensure PWD, including PWTD, have 
sufficient opportunities for advancement. 

All vacant job announcements, details and rotations are sent base wide at NSWC, Crane 
allowing for everyone to have opportunities for advancement. Postings are also listed on 
our SharePoint site.   

B. Career Development Opportunities



1. Please describe the career development opportunities that the Command/Organization
provides to its employees.

NSWC Crane has a robust training, education, and professional development program for 
all employees. IAW NSWCINST 12410.1E, employees are provided a minimum of 40 
hours of training, education, and/or development each year. The selection of employees to 
participate in programs of professional development are consistent with merit system 
principles. The identification and selection of employees for training and development 
opportunities are done fairly and equitably, without regard to race, sex, color, national 
origin, disability, religion, age, sexual orientation, or status as a parent. If an employee 
indicates a need for special accommodations, such as an interpreter, the Workforce 
Development Training Specialist assigned to the course works with the EEO Counselor to 
obtain services requested.   

The career development programs at Crane are not selective.  All programs are announced for 
all employees to participate in (as long as there are available seats of course).  

2. In the table below, please provide the data for career development opportunities that
require competition and/or supervisory recommendation/approval to participate.

Career 
Development 
Opportunities 

Total Participants PWD PWTD 

Applicants 
(#) 

Selectees 
(#) 

Applicants 
(%) 

Selectees 
(%) 

Applicants 
(%) 

Selectees 
(%) 

Internship 
Programs 

Fellowship 
Programs 

Mentoring 
Programs 

Coaching 
Programs 

Training 
Programs 



Detail 
Programs 

Other Career 
Development 
Programs 

3. Do triggers exist for PWD among the applicants and/or selectees for any of the career
development programs? (The appropriate benchmarks are the relevant applicant pool for
the applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in the
text box.  * SAM

a. Applicants (PWD) Yes ☐ No ☐
b. Selections (PWD) Yes ☐ No ☐

We do not have a competitive (selective) career development program at Crane.  All programs 
are announced for all employees to participate in (as long as there are available seats of 
course). 

4. Do triggers exist for PWTD among the applicants and/or selectees for any of the career
development programs identified? (The appropriate benchmarks are the relevant applicant
pool for applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in
the text box.  Sam

a. Applicants (PWTD) Yes ☐ No ☐
b. Selections (PWTD) Yes ☐ No ☐

We do not have a competitive (selective) career development program at Crane.  All programs 
are announced for all employees to participate in (as long as there are available seats of 
course). 

C. Awards

1. Using the inclusion rate as the benchmark, does your Command/Organization have a
trigger involving PWD and/or PWTD for any level of the time-off awards, bonuses, or
other incentives? If "yes", please describe the trigger(s) in the text box.

a. Awards, Bonuses, & Incentives (PWD) Yes ☐ No ☒
b. Awards, Bonuses, & Incentives (PWTD) Yes ☐ No ☒

https://www.eeoc.gov/federal-sector/management-directive/instructions-federal-agencies-eeo-md-715-1


Answer relates to Time-Off Awards only (Table B-13P). Cash awards in the B table 13P does 
not separate non-incentive cash awards from incentive cash awards. However, total cash 
awards which includes incentive and non-incentive showed a small percentage difference not 
large enough to reach a trigger. 

2. Using the inclusion rate as the benchmark, does your Command/Organization have a
trigger involving PWD and/or PWTD for quality step increases or performance-based pay
increases? If "yes", please describe the trigger(s) in the text box.

a. Pay Increases (PWD) Yes ☐ No ☒
b. Pay Increases (PWTD) Yes ☐ No ☒

 Answer relates to Performance Based Pay Increase (Table B-13P) 

3. If the Command/Organization has other types of employee recognition programs, are
PWD and/or PWTD recognized disproportionately less than employees without
disabilities? (The appropriate benchmark is the inclusion rate.) If "yes", describe the
employee recognition program and relevant data in the text box.

a. Other Types of Recognition (PWD) Yes ☐ No ☐ N/A ☒
b. Other Types of Recognition (PWTD) Yes ☐ No ☐ N/A ☒

We have a command award recognition program, however data is not available at the 
PWD or PWTD level.  

D. Promotions

1. Does your Command/Organization have a trigger involving PWD among the
qualified internal applicants and/or selectees for promotions to the senior grade levels?
(The appropriate benchmarks are the relevant applicant pool for qualified internal
applicants and the qualified applicant pool for selectees.) For non-GS pay plans, please
use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box.
a. SES

i. Qualified Internal Applicants (PWD) Yes ☐ No ☒
ii. Internal Selections (PWD) Yes ☐ No ☒

b. Grade ND-05

i. Qualified Internal Applicants (PWD) Yes ☒ No ☐
ii. Internal Selections (PWD) Yes ☒ No ☐

c. Grade ND-06

https://www.eeoc.gov/federal-sector/management-directive/instructions-federal-agencies-eeo-md-715-1
https://www.eeoc.gov/federal-sector/management-directive/instructions-federal-agencies-eeo-md-715-1


i. Qualified Internal Applicants (PWD) Yes ☒ No ☐
ii. Internal Selections (PWD) Yes ☐ No ☒

d. Grade NT-05

i. Qualified Internal Applicants (PWD) Yes ☐ No ☒
ii. Internal Selections (PWD) Yes ☒ No ☐

d. Grade NT-06

i. Qualified Internal Applicants (PWD) Yes ☐ No ☒
ii. Internal Selections (PWD) Yes ☒ No ☐

Grade Category PWD PWD% 

ND05 Qualified Internal Applicants Y 2.74% 

ND05 Relevant Applicant Pool 8.76% 

ND06 Qualified Internal Applicants Y 0% 

ND06 Relevant Applicant Pool 7.19% 

NT05 Qualified Internal Applicants N 19.11% 

NT05 Relevant Applicant Pool 14.2% 

NT06 Qualified Internal Applicants N 17.78% 

NT06 Relevant Applicant Pool 16.95% 

Grade Category PWD PWD% 

ND05 Qualified Internal Applicants 2.74% 

ND05 Internal Selections Y 0% 

ND06 Qualified Internal Applicants 0% 

ND06 Internal Selections N 0% 

NT05 Qualified Internal Applicants 19.11% 

NT05 Internal Selections Y 11.11% 

NT06 Qualified Internal Applicants 17.78% 

NT06 Internal Selections Y 0% 



2. Does your Command/Organization have a trigger involving PWTD among the
qualified internal applicants and/or selectees for promotions to the senior grade levels?
(The appropriate benchmarks are the relevant applicant pool for qualified internal
applicants and the qualified applicant pool for selectees.) For non-GS pay plans, please
use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box.
a. SES

i. Qualified Internal Applicants (PWTD) Yes ☐ No ☒
ii. Internal Selections (PWTD) Yes ☐ No ☒

b. Grade ND-05

i. Qualified Internal Applicants (PWTD) Yes ☒ No ☐
ii. Internal Selections (PWTD) Yes ☐ No ☒

c. Grade ND-06

i. Qualified Internal Applicants (PWTD) Yes ☒ No ☐
ii. Internal Selections (PWTD) Yes ☐ No ☒

b. Grade NT-05

i. Qualified Internal Applicants (PWTD) Yes ☐ No ☒
ii. Internal Selections (PWTD) Yes ☐ No ☒

c. Grade NT-06

i. Qualified Internal Applicants (PWTD) Yes ☐ No ☒
ii. Internal Selections (PWTD) Yes ☒ No ☐

Grade Category PWTD PWTD% 

ND05 Qualified Internal Applicants Y 0% 

ND05 Relevant Applicant Pool 1.49% 

ND06 Qualified Internal Applicants Y 0% 

ND06 Relevant Applicant Pool 1.56% 

NT05 Qualified Internal Applicants N 7.11% 

NT05 Relevant Applicant Pool 1.97% 

NT06 Qualified Internal Applicants N 15.56% 

NT06 Relevant Applicant Pool 3.56% 



Grade Category PWTD PWTD% 

ND05 Qualified Internal Applicants 0% 

ND05 Internal Selections N 0% 

ND06 Qualified Internal Applicants 0% 

ND06 Internal Selections N 0% 

NT05 Qualified Internal Applicants 7.11% 

NT05 Internal Selections N 7.41% 

NT06 Qualified Internal Applicants 15.56% 

NT06 Internal Selections Y 0% 

3. Using the qualified applicant pool as the benchmark, does your Command/Organization
have a trigger involving PWD among the new hires to the senior grade levels? For non-
GS pay plans, please use the approximate senior grade levels. If "yes", describe the
trigger(s) in the text box.

a. New Hires to SES (PWD) Yes ☐ No ☒
b. New Hires to GS-15 (PWD) Yes ☐ No ☐
c. New Hires to GS-14 (PWD) Yes ☐ No ☐
d. New Hires to GS-13 (PWD) Yes ☐ No ☐

4. Using the qualified applicant pool as the benchmark, does your Command/Organization
have a trigger involving PWTD among the new hires to the senior grade levels? For non-
GS pay plans, please use the approximate senior grade levels. If "yes", describe the
trigger(s) in the text box.

a. New Hires to SES (PWTD) Yes ☐ No ☐
b. New Hires to GS-15 (PWTD) Yes ☐ No ☐
c. New Hires to GS-14 (PWTD) Yes ☐ No ☐
d. New Hires to GS-13 (PWTD) Yes ☐ No ☐

Qualified applicant pool data does not exist for new hires at the senior grade level. 
However, of the 41 new hires at the senior grade level (41), 3, or 7.3% were PWTD while 
2 or 4.9% were PWD. 



5. Does your Command/Organization have a trigger involving PWD among the
qualified internal applicants and/or selectees for promotions to supervisory positions?
(The appropriate benchmarks are the relevant applicant pool for qualified internal
applicants and the qualified applicant pool for selectees.) If "yes", describe the trigger(s)
in the text box.
a. Executives

i. Qualified Internal Applicants (PWD) Yes ☐ No ☐
ii. Internal Selections (PWD) Yes ☐ No ☐

b. Managers

i. Qualified Internal Applicants (PWD) Yes ☐ No ☐
ii. Internal Selections (PWD) Yes ☐ No ☐

c. Supervisors

i. Qualified Internal Applicants (PWD) Yes ☐ No ☐
ii. Internal Selections (PWD) Yes ☐ No ☐

Data is not available. 

6. Does your Command/Organization have a trigger involving PWTD among the
qualified internal applicants and/or selectees for promotions to supervisory positions?
(The appropriate benchmarks are the relevant applicant pool for qualified internal
applicants and the qualified applicant pool for selectees.) If "yes", describe the trigger(s)
in the text box.
a. Executives

i. Qualified Internal Applicants (PWTD) Yes ☐ No ☐
ii. Internal Selections (PWTD) Yes ☐ No ☐

b. Managers

i. Qualified Internal Applicants (PWTD) Yes ☐ No ☐
ii. Internal Selections (PWTD) Yes ☐ No ☐

c. Supervisors

i. Qualified Internal Applicants (PWTD) Yes ☐ No ☐
ii. Internal Selections (PWTD) Yes ☐ No ☐

  Data is not available below the senior level. 



7. Using the qualified applicant pool as the benchmark, does your Command/Organization
have a trigger involving PWD among the selectees for new hires to supervisory positions?
If "yes", describe the trigger(s) in the text box.

a. New Hires for Executives (PWD) Yes ☐ No ☐
b. New Hires for Managers (PWD) Yes ☐ No ☐
c. New Hires for Supervisors (PWD) Yes ☐ No ☐

  Data is not available. 

8. Using the qualified applicant pool as the benchmark, does your Command/Organization
have a trigger involving PWTD among the selectees for new hires to supervisory
positions? If "yes", describe the trigger(s) in the text box.

a. New Hires for Executives (PWTD) Yes ☐  No ☐
b. New Hires for Managers (PWTD) Yes ☐  No ☐
c. New Hires for Supervisors (PWTD) Yes ☐  No ☐

Data is not available. 

Section V: Plan to Improve Retention of Persons with Disabilities 

To be a model employer for persons with disabilities, agencies must have policies and 
programs in place to retain employees with disabilities. In this section, agencies should: 
(1) analyze workforce separation data to identify barriers retaining employees with
disabilities; (2) describe efforts to ensure accessibility of technology and facilities; and (3)
provide information on the reasonable accommodation program and workplace personal
assistance services.

A. Voluntary and Involuntary Separations

1. In this reporting period, did the Command/Organization convert all eligible Schedule
A(u) employees with a disability into the competitive service after two years of
satisfactory service (5 C.F.R. § 213.3102(u)(6)(i))? If "no", please explain why the
Command/Organization did not convert all eligible Schedule A(u) employees.

Yes X No 

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary
and involuntary separations exceed that of persons without disabilities? If "yes", describe
the trigger below.

a. Voluntary Separations (PWD) Yes ☒ No ☐
b. Involuntary Separations (PWD) Yes ☒ No ☐

https://www.eeoc.gov/federal-sector/management-directive/instructions-federal-agencies-eeo-md-715-1


 Voluntary PWD – 6.81% to inclusion of 5.4% 

Involuntary PWD – 2.2% to inclusion of 0.94% 

3. Using the inclusion rate as the benchmark, did the percentage of PWTD among
voluntary and involuntary separations exceed that of persons without targeted disabilities?
If "yes", describe the trigger below.

a. Voluntary Separations (PWTD) Yes ☒ No ☐
b. Involuntary Separations (PWTD) Yes ☒ No ☐

Voluntary PWTD – 12.7% to inclusion of 5.4% 

Involuntary PWTD – 3.8% to inclusion of 0.94% 

4. If a trigger exists involving the separation rate of PWD and/or PWTD, please explain
why they left the Command/Organization using exit interview results and other data
sources.

No data available. We do not have access to exit survey data at the disability level. Survey 
are conducted anonymously. Exit interviews are not conducted or controlled at the 
Command level for data collection. 

B. Accessibility of Technology and Facilities
Pursuant to 29 C.F.R. § 1614.203(d)(4), federal agencies are required to inform applicants 
and employees of their rights under Section 508 of the Rehabilitation Act of 1973 (29 
U.S.C. § 794(b), concerning the accessibility of Command/Organization technology, and 
the Architectural Barriers Act of 1968 (42 U.S.C. § 4151-4157), concerning the 
accessibility of Command/Organization facilities. In addition, agencies are required to 
inform individuals where to file complaints if other agencies are responsible for a 
violation. 

1. Please provide the internet address on the Command/Organization’s public website for
its notice explaining employees' and applicants' rights under Section 508 of the
Rehabilitation Act, including a description of how to file a complaint.

Naval Sea Systems Command > Home > Warfare Centers > NSWC Crane (navy.mil)   

2. Please provide the internet address on the Command/Organization’s public website for
its notice explaining employees' and applicants' rights under the Architectural Barriers
Act, including a description of how to file a complaint.

https://www.eeoc.gov/federal-sector/management-directive/instructions-federal-agencies-eeo-md-715-1
https://www.navsea.navy.mil/Home/Warfare-Centers/NSWC-Crane/


 Naval Sea Systems Command > Home > Warfare Centers > NSWC Crane (navy.mil) 

3. Describe any programs, policies, or practices that the Command/Organization has 
undertaken, or plans on undertaking over the next fiscal year, designed to improve 
accessibility of Command/Organization facilities and/or technology. 

Any reasonable accommodations requests for facilities or technology are processed timely. 
The command also utilizes the CAP program for any additional technology needs. Our 
NMCI computers are also enabled with a disability resource center. 

C. Reasonable Accommodation Program 
Pursuant to 29 C.F.R. § 1614.203(d)(3), agencies must adopt, post on their public website, 
and make available to all job applicants and employees, reasonable accommodation 
procedures. 

1. Please provide the average time frame for processing initial requests for reasonable 
accommodations during the reporting period. (Please do not include previously approved 
requests with repetitive accommodations, such as interpreting services.) 

 18 days 

2. Describe the effectiveness of the policies, procedures, or practices to implement the 
Command/Organization’s reasonable accommodation program. Some examples of an 
effective program include timely processing requests, timely providing approved 
accommodations, conducting training for managers and supervisors, and monitoring 
accommodation requests for trends. 

New emphasis placed on policies and program as well as education of workforce. RA board is 
used as necessary to review issues. An RA presentation is given during all onboarding classes 
for new hires. We hold weekly meetings to review RA case load, current status and monitor 
timeliness. RA requests processed and completed timelier shown by past data. Additionally, 
Crane Workforce Development working to develop new class/s for next level supervisor 
training option. 

3.  How many reasonable accommodation requests have taken more than 45 days to 
process?  Do not include previously approved requests associated with repetitive 
accommodations, such as Interpreter services. 

 1 

https://www.navsea.navy.mil/Home/Warfare-Centers/NSWC-Crane/


4. What was the greatest number of days it took to process a reasonable accommodation
request during the FY?  If the longest request has yet been processed, calculate days from
the request date to the present.

 73 Days 

5. How many RA requests were received in the reporting cycle?

 66 

6. How many RA requests are up to date in NEAT?

 100% 

D. Personal Assistance Services Allowing Employees to Participate in the Workplace
Pursuant to 29 C.F.R. § 1614.203(d)(5), federal agencies, as an aspect of affirmative 
action, are required to provide personal assistance services (PAS) to employees who need 
them because of a targeted disability, unless doing so would impose an undue hardship on 
the Command/Organization. 

Describe the effectiveness of the policies, procedures, or practices to implement the PAS 
requirement. Some examples of an effective program include timely processing requests 
for PAS, timely providing approved services, conducting training for managers and 
supervisors, and monitoring PAS requests for trends. 

  The agencies provide interpreters but there were no other requests during the period. 

Section VI: EEO Complaint and Findings Data 

A. EEO Complaint data involving Harassment

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO
complaint alleging harassment, as compared to the government-wide average?

Yes ☐ No ☒ N/A ☐

2. During the last fiscal year, did any complaints alleging harassment based on disability
status result in a finding of discrimination or a settlement agreement?



Yes ☐ No ☒ N/A ☐

3. If the Command/Organization had one or more findings of discrimination alleging
harassment based on disability status during the last fiscal year, please describe the
corrective measures taken by the Command/Organization.

 N/A 

B. EEO Complaint Data involving Reasonable Accommodation

1. Did disability status fall within the top three bases alleged in the command’s EEO
counseling activity during the last fiscal year?

Yes ☒ No ☐ N/A ☐

2. Did disability status fall within the top three bases alleged in the command’s formal
complaints during the last fiscal year?

Yes ☐ No ☒ N/A ☐

3. During the last fiscal year, did any complaints alleging failure to provide reasonable
accommodation result in a finding of discrimination or a settlement agreement?

Yes ☐ No ☒ N/A ☐

4. If the Command/Organization had one or more findings of discrimination involving the
failure to provide a reasonable accommodation during the last fiscal year, please describe
the corrective measures taken by the Command/Organization.

 N/A 

Section VII: Identification and Removal of Barriers 
Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger 
suggests that a policy, procedure, or practice may be impeding the employment 
opportunities of a protected EEO group. 

1. Has the Command/Organization identified any barriers (policies, procedures, and/or
practices) that affect employment opportunities for PWD and/or PWTD?

Yes ☒ No ☐

2. Has the Command/Organization established a plan to correct the barrier(s) involving
PWD and/or PWTD?

Yes ☒ No ☐ N/A ☐



3. Identify each trigger and plan to remove the barrier(s), including the identified
barrier(s), objective(s), responsible official(s), planned activities, and, where applicable,
accomplishments.

Trigger 1 Reasonable Accommodation Challenges with reassignment. 

Barrier(s) 
Policies and procedures.  When offering reassignment during the RA 
process, there are typically no open positions available. Most RAs are 

requesting 100% Telework. 

Objective(s) To reasonably accommodate where possible. 

Responsible Official(s): 

Management 

Performance Standards Address the Plan? 

(No) 

Target Date 

(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or 
No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

09/30/2024 Research and work 
with LER on local 
Telework/Remote 

work policy to identify 
solutions for 

reassignment requests. 

No 

Fiscal Year Accomplishments 

2023 Have a IT POC for electronic requirements. 

4. Please explain the factor(s) that prevented the Command/Organization from timely
completing any of the planned activities.



Policies and procedures. 

5. For the planned activities that were completed, please describe the actual impact of
those activities toward eliminating the barrier(s).

For IT required RAs, we have a dedicated Point of Contact (POC) 

6. If the planned activities did not correct the trigger(s) and/or barrier(s), please describe
how the Command/Organization intends to improve the plan for the next fiscal year.

The command is reviewing the Telework/Remote Work policy. 
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	1.  Did disability status fall within the top three bases alleged in the command’s EEO counseling activity during the last fiscal year?
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	Section VII: Identification and Removal of Barriers
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From: Commander, Naval Surface Warfare Center 
Commander, Naval Undersea Warfare Center 


IN REPY REFER TO 


12713 
Ser WC/256
23 SEP 22 


Subj: WARFARE CENT�RS EQUAL EMPLOYMENT OPPORTUNITY AND MILITARY 
EQUAL OPPORTUNITY POLICY 


Ref: (a) SECNAVINST 5300.26E


1. Equal Employment Opportunity (EEO) is the right of eyery Naval
Surface Warfare Center (NSWC) and Naval Undersea Warfare Center
(NUWC) �ommand and detachment member, and applicant for employment.


This is an integral part of our organizational priorities and
strategic �lan. I continue to support, affirm, commit and wholly
endorse VADM Galinis' Equal Employment Opportunity and Military
Equal Opportunity Policy, his vision of being a "model employer,"
as well as to foster a work environment that values diversity and
is free of discrimination and harassment of any kind.


2. Employment decisions based upon race, color, national origin,
religion, sex (including harassment of a sexual or non-sexual
natureJ pregnancy, sex stereotyping, gender identity, transgender
status, and sexual orientation), age, genetic information,
disability, or retaliation based on any previous EEO activity are
strictly prohibited. Workplace harassment, including sexual
harassment, will not be condoned and may result in appropriate
corrective and disciplinary act�on (up to and including removal).
I will not tolerate any behavior, physical or verbal, that
unreasonably interferes with work performance and/or creates an
intimidating, hostile or offensive work environment. All levels
of NSWC and NUWC leadership are responsible for monitoring their
command climate and taking proactive measures, including the
completion of required EEO training, to.ensure a positive work
environment.


3. Diversity is a great strength to any organization. It
leverages a wide variety of "thinking styles," life stories, and
backgrounds. The NSWC and NUWC Enterprise represents one• of the
most diverse major command in the Navy. If we are to maintain and
















��������	�
������	���
��������������������������������������	�������������������������������������������������������
�
����������� �� !"����#�"$ ��%&$�'�(�))$����#�%*�+,-.�/0-010,2�34516.3378�96:43:�34516.337�6:�,5510/,2;7�96:�34516.432;�<=6�9331�;=3.�=,-3�>332�?07/:0402,;3?�,@,027;�62�;=3�>,707�69�;=30:�A,/38�B3C�D;6�02/1E?3�5:3@2,2/.8�73CE,1�6:032;,;0628�,2?�@32?3:�0?32;0;.F8�G@3�D6-3:�HIF8�+,;062,1�J:0@028�K616:�A310@0628�L07,>010;.�D432;,1�6:�5=.70/,1F8�A35:07,1�96:�5:3-06E7�5,:;0/05,;062�02�,�5:6;3/;3?�MMJ�,/;0-0;.8�,2?N6:�,113@3?�-061,;0627�69�;=3�O323;0/�P296:4,;062�+62Q?07/167E:3�G/;�DOP+GF�4,.�020;0,;3�;=3�MMJ�/6451,02;�5:6/377R��S=3�MMJ�J990/3�4E7;�>3�/62;,/;3?�<0;=02�HT�/,132?,:�?,.7�69�;=3�,113@3?�02/0?32;�6:�U26<13?@3�69�,�?07/:0402,;6:.�3-32;R��S:,?0;062,1�/6E273102@�6:�;=3�G1;3:2,;0-3�L075E;3�A3761E;062�DGLAF�5:6/377�4,.�>3�E;010V3?R��P9�;=3�/6451,02;�07�26;�7,;079,/;6:01.�:3761-3?�?E:02@�;=3�0296:4,1�7;,@38�,�70@23?�<:0;;32�D96:4,1�F�/6451,02;�4,.�>3�7E>40;;3?�<0;=02�WT�/,132?,:�?,.7�96116<02@�<:0;;32�26;090/,;062�69�;=3�,@@:03-3?�:0@=;�;6�9013�,�96:4,1�/6451,02;�;6�;=3�MMJ�J990/3:�6:�;=3�L35E;.�MMJ�J990/3:R��X6:�9E:;=3:�0296:4,;062�:3@,:?02@�/0-010,2�/6451,02;�5:6/3?E:378�/62;,/;�;=3�L35E;.�MMJ�J990/3:�,;�YZ[Q\]̂TR" ��#� _�� �#��#�_ $�'�̀ &���a�$�''!��#�B3CE,1�=,:,77432;�07�,�96:4�69�73C�?07/:0402,;062�;=,;�02-61-37�E2<31/643�73CE,1�,?-,2/378�:3bE37;7�96:�73CE,1�9,-6:78�,2?�6;=3:�-3:>,1�6:�5=.70/,1�/62?E/;�69�,�73CE,1�2,;E:3�<=32c��BE>4077062�;6�7E/=�/62?E/;�07�4,?3�30;=3:�3C510/0;1.�6:�04510/0;1.�,�;3:4�6:�/62?0;062�69�,�53:762d7�e6>8�5,.8�6:�/,:33:f�6:8�BE>4077062�;6�6:�:3e3/;062�69�7E/=�/62?E/;�07�4,?3�>.�,�53:762�07�E73?�,7�,�>,707�96:�/,:33:�6:�34516.432;�?3/070627�,993/;02@�;=,;�53:762f�6:8�BE/=�/62?E/;�=,7�;=3�5E:5673�6:�3993/;�69�E2:3,762,>1.�02;3:93:02@�<0;=�,2�02?0-0?E,1d7�<6:U�53:96:4,2/3�6:�/:3,;37�,2�02;040?,;02@8�=67;013�6:�6993270-3�<6:U02@�32-0:62432;R�G113@,;0627�69�73CE,1�=,:,77432;�4,.�>3�:356:;3?�-0,�.6E:�/=,02�69�/644,2?8�;=3�+BgK�K:,23�K644,2?�=6;1023�,;�\THQhIII�6:�;6�;=3�L35E;.�MMJ�6990/3:�,;�YZ[Q\]̂TR"$ ��%&$�'�_ $�"$ ��''��i���%���%&���� !"����#'� _�%�'�$�!���#� ��)�'�%� ��$���j�� � $j�$���i� �j�'�̀ �(����&%��i�'�̀ &���a�$�''!��#*j���#� ���� $�i��j��i��(kl���%� ��$*j�i��%�$j�"am'����� $�!��#���%�'�)���#mj�i���#�����_ $!�#� �j���%n $�$�"$�'���_ $�"$��� &'�"�$#���"�#� �����#a���� �"$ ��''o�p qE7;�KJ+SGKS�MMJ�JXXPKM�gPSrP+�HT�KGsM+LGA�LGtB�69�,113@3?�?07/:0402,;6:.�,/;Rp MMJ�K6E27316:�07�,770@23?R�K6451,02,2;�4,.�313/;�GLA�6:�;:,?0;062,1�/6E273102@Rp P2?0-0?E,1�4,.�9013�,�X6:4,1�K6451,02;�<0;=02�WT�/,132?,:�?,.7�69�X02,1�P2;3:-03<Rp u562�,/U26<13?@3432;8�P2-37;0@,;0627�v�A3761E;0627�L0-07062�DPALF�53:762231�,770@27�02-37;0@,;6:Rp P2-37;0@,;062�/62?E/;3?8�/6451,02,2;�5:6-0?3?�/65.�69�02-37;0@,;0-3�:356:;Rp K6451,02,2;�26;0903?�69�:0@=;�;6�:3bE37;�MMJK�=3,:02@�6:�X02,1�+,-.�L3/07062�DP9�=3,:02@�:3bE37;3?8�MMJK�,770@27G?40207;:,;0-3�wE?@3Fp MMJK�G?40207;:,;0-3�wE?@3�/62?E/;7�=3,:02@8�,2,1.737�902?02@78�,2?�:3/64432?7�?3/07062Rp K6451,02,2;�=,7�:0@=;�;6�9013�26;0/3�69�,553,1�;6�MMJKd7�J990/3�69�X3?3:,1�J53:,;0627�62�+,-.d7�902,1�?3/07062R


�����xxyz{|� �{}~��������xxyz{|����������������
�����������������}��y���
��������y����xxyz{|���
��� ���� ¡�¢¢���£¤¥¥£�¦§̈  ©¡ª«¦�¬���®̄��°�±²±³�µ́¶·̧́ ¹µ


º»¼½�½¾¿ÀÁ�½ÂÃÃ¿ÀÄ�ÅÂÆ�ÇÈÀÁ�ºÉÃÊÁ¾�ÈË�ÌÍÎÏÐÑÑÑÒÒÓ�ÔÂËÆÁ¾Õ�Ö×Ø×ÙÚ�ÛÜÛÝ�Ï�ÞÈËÆ¾ÈÊÉÆÈÂÀ�ÓßßÈàÈ¿á�âÉááÁÆÈÀ�âÂ¿¾ÄË








From:  Commanding Officer, Naval Surface Warfare Center, 
 Crane Division 


To:    All Personnel, Naval Surface Warfare Center, 
 Crane Division 


Subj:  POLICY STATEMENT:  ANTI-HARASSMENT 


Ref:   (a) Department of the Navy Discrimination Complaints
Management Manual of Nov 2006 


(b) 10 U.S.C. §1561


1. As part of my commitment to supporting the principles of 
Equal Employment Opportunity (EEO) for all employees and 
applicants for employment of the Naval Surface Warfare Center, 
Crane Division (NSWC Crane), I want to emphasize the importance 
of maintaining a work environment that is free from harassment 
of any kind, including sexual harassment.  The military members, 
civilian employees, and contractor personnel with whom we work 
deserve to be treated with dignity and respect at all times, 
which in turn allows them to work to their full potential. 
Workplace harassment of any kind destroys this initiative.


2. Federal laws and Department of the Navy (DON) policies 
prohibit harassment on the basis of race, color, national 
origin, religion, sex (including harassment of a sexual or non-
sexual nature, pregnancy, sex stereotyping, gender identity, 
transgender status, and sexual orientation), age, genetic 
information, or disability.  The definition of harassment is any 
severe or pervasive, unwelcome verbal or physical conduct that 
is objectively offensive and has the purpose or effect of 
adversely affecting a person's work performance and/or creates 
an intimidating, hostile, or offensive work environment. 
Harassing conduct may include, but is not limited to, any of the 
following: epithets, racial slurs, negative stereotyping, 
obscene gestures or sounds, obscene language, offensive written 
material or electronic media, demeaning or sexual jokes, 
stalking, inappropriate or unwanted touching, and interference 
with work performance.


3. I will not tolerate workplace harassment of any kind. 
Furthermore, I will not tolerate reprisal or retaliation against 
any employee or applicant for employment who makes a good-faith
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report of harassing conduct or for participating in any inquiry 
regarding such a report. 


a. Any employee or applicant for employment who believes he
or she has been the victim of workplace harassment in any form 
is strongly encouraged to immediately report it to their 
supervisor or manager, to the Deputy Director, EEO (DDEEO), 
Diversity and Inclusion Office Mr. Deicherrie Stackhouse, to the 
Office of Counsel, or to the Navy Inspector General's Office. 


b. To initiate the EEO complaint process, employees or
applicants for employment must contact their servicing  
EEO Diversity and Inclusion Office within 45 calendar days of 
the discriminatory event, or knowledge thereof. 


c. Employees or applicants for employment who suspect they
are the victim of reprisal or retaliation for reporting or 
participating in any inquiry of hostile work environment may 
also pursue an EEO complaint.  To initiate the EEO complaint 
process, the individual must contact their servicing  
EEO Diversity and Inclusion Office within 45 calendar days of 
the discriminatory event, or knowledge thereof. 


d. Per reference (a), appendix C, NSWC Crane management
will report all complaints of sexua1 harassment to the DDEOO as 
soon as received.  The DDEOO will report these allegations to me 
within 48 hours of receipt.  Per reference (b) allegations of 
workplace harassment will be investigated promptly, thoroughly 
and impartially.  When warranted, appropriate corrective action 
will be immediately taken. 


4. Harassment tears at the very fiber of our Navy values;
therefore, I expect all employees to behave professionally,
comply with Federal law, DON and NSWC Crane policies, and
refrain from any harassing conduct.  I charge NSWC Crane
managers and supervisors at every level with maintaining an
environment free of any form of harassment, encouraging all
leaders to be vigilant in identifying inappropriate behavior,
and working aggressively to eradicate harassment in any form
before it becomes severe or pervasive.  When requested by the
employee, managers and supervisors will allow individuals to
seek guidance from their EEO Diversity and Inclusion Office.


5. I hereby direct this policy statement be posted on all
NSWC Crane official bulletin boards.







Subj:  POLICY STATEMENT:  ANTI-HARASSMENT 
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6. For assistance regarding the NSWC Crane EEO program, please
contact Mr. Deicherrie Stackhouse DDEEO, Diversity and
Inclusion, who may be reached at (812)854-8725.


T. D. MCKAY
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From:  Commanding Officer, Naval Surface Warfare Center, 
       Crane Division  
To:    All Personnel, Naval Surface Warfare Center,  
       Crane Division 


Subj:  POLICY STATEMENT: EQUAL EMPLOYMENT OPPORTUNITY 


1. As the Equal Employment Opportunity (EEO) Officer for Naval
Surface Warfare Center, Crane Division (NSWC Crane), I am fully
committed to and support the concept, policies, and objectives
of the EEO Program.  I hold each of my managers, supervisors,
and employees responsible and accountable for complying with the
letter and spirit of the laws and regulations that govern EEO.


2. I expect everyone to keep NSWC Crane free of discrimination
and harassment.  To that end, each individual is required to
promote and sustain a culture where all employees are valued and
respected for who they are and for their contributions to our
mission.  Together as a team, we must ensure that all employees
and applicants for employment are selected for employment,
provided opportunities for training, considered for promotion,
and rewarded for their performance, solely on the basis of their
experience, knowledge, skills and abilities.  We must diligently
promote EEO and actively prohibit behaviors and practices that
discriminate or create barriers for our employees.


3. Federal laws and Department of the Navy (DON) policies
prohibit any form of discrimination on the basis of race, color,
national origin, religion, sex (including harassment of a sexual
or non-sexual nature, pregnancy, sex stereotyping, gender
identity, transgender status, and sexual orientation), age,
genetic information, or disability.  I charge all NSWC Crane
employees at every level with preventing and eliminating all
forms of harassment or unlawful discrimination.  Therefore,
NSWC Crane policy states that all employees will sustain a
diverse, integrated workforce free of unlawful discrimination,
harassment or fear of reprisal, and that every employee has the
opportunity to reach their full potential in support of the
mission.


4. Using the EEO complaints process is every employee's right.
Every employee or applicant for employment will be free to use
that process without fear of reprisal.  Any allegation of
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discrimination will be fairly, expeditiously, and impartially 
resolved at the lowest level possible. 


a. An employee, or applicant for employment, who believes
they may have been subjected to unlawful discrimination or 
harassment, must contact the Deputy Director, EEO (DDEEO), 
Diversity and Inclusion Office within 45 calendar days from: 


(1) The date the alleged incident occurred;


(2) The effective date of the specific personnel action;
or 


(3) The date the aggrieved person knew or reasonably
could have known that it occurred. 


b. In addition, an employee, or applicant for employment,
who believes that an NSWC Crane policy, procedure or practice 
violates the principles of EEO law, is strongly encouraged to 
immediately report their concerns. 


c. Contact with management about harassment is not a
substitute for properly initiating the EEO complaints process.  
I also encourage use of Alternative Dispute Resolution (ADR) as 
an alternative method to the traditional EEO complaints process. 


5. I hereby direct this policy statement be posted on all
NSWC Crane official bulletin boards.


6. For assistance regarding the NSWC Crane EEO program, please
contact the DDEEO, Diversity and Inclusion, Mr. Deicherrie
Stackhouse who may be reached at (812)-854-8725.


T. D. MCKAY
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 NSWC CRANE DIVISION


“STRATEGY without TACTICS is the slowest route to victory. TACTICS without 


    STRATEGY is the noise before defeat.”   -Sun Tzu







3
Statement A:  Approved For Public Release; Distribution Is Unlimited


COMMAND INTEGRATED STRATEGY 2023


CAPT Rex A. Boonyobhas
COMMANDING OFFICER


Dr. Angela Lewis, SES
TECHNICAL DIRECTOR


Message from Leadership
This document is the culmination of collaborative efforts across the organization. Our cohesive strategy enables the appraisal 


of current and future threats to our National Security, acknowledgment of the changing requirements for our products, expertise, 


and services, and assessment of our need to continue to transform how we conduct business.


NSWC Crane is responsible for critical technical capabilities and strategic mission areas. When our Nation and global 


interests are threatened, then the demand for our products, expertise, and services escalate. We continue to address increased 


global challenges that are shaping a more complex and volatile security environment than ever before.


In our current state, we need to operate with a sense of urgency and unity across the Command. Each of us must prioritize 


what is most important to our ability to field lethal, resilient, and rapidly adapting operational capabilities to the Joint Force. 


Successful execution of our Command Integrated Strategy requires seamless integration across the organization. We must 


seize opportunities, challenge ourselves to innovate for the future, and maintain disciplined execution of our mission.
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NSWC Crane Mission & Vision
WHAT WE DO


Deliver innovative solutions and readiness to the NATION and its WARFIGHTERS. 


HOW WE DO IT
Advance all-domain system of systems within the Mission Areas of:


Conduct science and technology, research, development, test and evaluation, 
acquisition and in-service engineering.


STRATEGIC MISSIONS                  ELECTROMAGNETIC WARFARE              EXPEDITIONARY WARFARE


Combating our nation’s greatest threats, NSWC Crane is the indispensable  
mission expert, leveraging our deep technical heritage to deliver solutions 


through innovation and strategic partnerships.


V ision
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 NSWC CRANE DIVISION


Workforce & Leadership Development
NSWC Crane fosters a diverse and inclusive work environment to support an empowered workforce. We focus on collaboration 
for rapid solutions, advancing workforce skill sets with continuous learning, talent attraction, competitive incentives to inspire 
employees to the next step, and enable growth to meet the Mission demand.


The Command Integrated Strategy for our workload is to transform leaders, digitize efforts, and own the life cycle for critical 
capabilities and systems. 


Technical & Business Excellence
NSWC Crane brings high technical value and solutions to the Nation. Our technical capabilities are areas we invest in 
personnel, infrastructure, capital, and partnerships. We are national technical leaders in our mission areas, which are expertly 
integrated with our business departments to ensure mission success.


Technical Capabilities


NSWC Crane Foundational Principles
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Strategy
Combating our Nation’s greatest 
threats, NSWC Crane is the 
indispensable mission expert, 
leveraging our deep technical 
heritage to deliver solutions 
through innovation and strategic 
partnerships. We are vital to 
our nation’s defense, and make 
it a point to remain aware of 
strategic trends and the latest 
threats.


Culture
NSWC Crane values honesty, integrity, service, unity, empowerment, and solutions. NSWC Crane works to foster an inclusive 
and diverse environment where each employee reaches their full potential, able to contribute their best and brightest ideas 
in support of innovative solutions for the Warfighter.


NSWC Crane Foundational Principles
Business Capabilities







For Official Use Only; Distribution as Directed by NAVSEA Crane or Higher Authority
8


Statement A:  Approved For Public Release; Distribution Is Unlimited
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Innovation Ecosystem Engagement
NSWC Crane incorporates the innovation ecosystem to leverage collaborative partnerships that address critical challenges 
that impact our Nation. We view the innovation ecosystem as critical to accelerating the development and transition of 
technology to the warfighter. Over the next decade, Crane intends to continue to expand the ecosystem of networked 
partners, both regionally and nationally, in order to maximize the impact it has on delivering critical capabilities in support 
of the Nation’s defense.


 “EFFORTS and COURAGE 


      are not enough without purpose and direction.” -John F. Kennedy


NSWC Crane Foundational Principles
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Command Strategic Intent
Relevance through national leadership: 
                          mission  - technical - economic


Rapidly providing capabil ity to Warfighters


Complete l ife-cycle expertise and engagement


National leadership displayed through 
our innovation ecosystem


Business excellence 
and best value


Indiana’s premier 
employer
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 NSWC CRANE DIVISION


Global Summary
The People’s Republic of China (PRC)
China is the most consequential strategic competitor for the coming decades. The PRC is “the only country with both the 
intent to reshape the international order, and, increasingly, the economic, diplomatic, military, and technological power 
to do so.” The PRC has expanded its conventional forces and modernized nearly every aspect of the People’s Liberation 
Army through rapidly advancing and integrating its space, counter-space, and cyber, electronic, and information warfare 
capabilities. In parallel, the PRC is accelerating the modernization and expansion of its nuclear capabilities.


Russia
Recent events underscore the acute threat posed by Russia. Its extensive track record of territorial aggression includes the 
escalation of its brutal and unprovoked war against Ukraine. Russia presents serious and continuing risks in key areas. These 
include nuclear threats to the homeland and U.S. Allies and partners; long-range cruise missile threats; cyber and information 
operations; counter-space threats; chemical and biological weapons; undersea warfare; and extensive gray zone campaigns 
targeted against democracies in particular.


Threats to the U.S. Homeland
Although diverging interests and historical mistrust may limit the depth of their political and military cooperation, 
the PRC and Russia relationship continues to increase in breadth. This relationship could prove problematic 
as either state could interfere with the U.S.’s ability to respond to a crisis involving either nation. China and 
Russia now pose more dangerous challenges to safety and security at home, even as terrorist threats persist.  
The U.S. has experience with how 
Russia fights, the same cannot be 
said for the PRC.


Other Persistent Threats
North Korea continues to expand 
its nuclear and missile capability 
to threaten the U.S. homeland, our 
allies, and interests. Iran is taking 
actions to improve its ability to 
produce a nuclear weapon while 
building and exporting extensive 
missile forces, uncrewed aircraft 
systems, and advanced maritime 
capabilities. Iran further undermines 
Middle East stability by supporting terrorist groups and military proxies, employing its own paramilitary forces, and 
conducting malicious cyber and information operations. Additionally, global terrorist groups, including al-Qa’ida, have had 
their capabilities degraded, but may be able to reconstitute them in short order.


Environmental Scan Themes & Trends
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Department of Defense (DoD) Summary
The 2022 National Defense Strategy (NDS) identifies four top-level defense priorities:
 - Defend the homeland
 - Deter strategic attacks against the U.S., our Allies, and our partners 
 - Deter aggression and be prepared to prevail in conflict when necessary 
 - Build a resilient Joint Force and defense ecosystem


The NDS was released in conjunction with the Nuclear Posture Review and Missile Defense Review to solidify the integrated 
deterrence concept and logics of deterrence by denial, deterrence by resilience, deterrence by direct cost imposition, and 
deterrence through imposing costs on adversaries collectively with Allies and partners. 


The Army, Air Force, Marine Corps, and Special Operations Command are embarking on a decade of major transformation 
and modernization. The overarching goal is to develop, design, and manage forces, writing new operational concepts and 
capabilities to achieve strategic objectives. The requirement is a Joint Force that is lethal, resilient, sustainable, survivable, 
agile, and responsive. The Department of the Navy is still assessing three separate alternatives for the 30 year ship build 
program with a total requirement ranging from 398 to 512 total crewed and uncrewed surface and subsurface platforms. 


To sustain our military advantage over China, the FY 2024 budget request makes major investments in integrated air and 
missile defenses and operational energy efficiency, as well as in air dominance, maritime dominance, and in munitions, 
including hypersonics. 


Environmental Scan Themes & Trends


The FY 2024 budget request, if enacted, would set several historical budget record highs: The FY 2024 budget request, if enacted, would set several historical budget record highs: 


 - Total Base Budget of $842B. Increase of $26b or 3.2% - Total Base Budget of $842B. Increase of $26b or 3.2%


 - RDT&E budget of $145B. Increase of  $5.6b or 4.0% - RDT&E budget of $145B. Increase of  $5.6b or 4.0%


 - Procurement budget of $170B. Increase of  $6.3b or 3.8% - Procurement budget of $170B. Increase of  $6.3b or 3.8%


 - Operations and Maintenance budget of $330B. Increase of  $9.2b or 2.9% - Operations and Maintenance budget of $330B. Increase of  $9.2b or 2.9%  


FY 2024 budget requests for programs NSWC Crane is heavily involved with: FY 2024 budget requests for programs NSWC Crane is heavily involved with: 


 $37.7B for Nuclear Enterprise Modernization $37.7B for Nuclear Enterprise Modernization


 $11.0B to deliver a mix of hypersonic and long-range subsonic missiles  $11.0B to deliver a mix of hypersonic and long-range subsonic missiles 


 $2.6B for Microelectronics industrial base $2.6B for Microelectronics industrial base  
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Command Positioning Strategies
Trusted Microelectronics: Trusted Microelectronics are foundational to the Strategic Missions deterrent capability and 
nuclear modernization efforts. NSWC Crane will continue to provide Trusted Microelectronics leadership as an independent 
agent to verify the proper operation of microelectronics over the entire 
strategic weapons system life-cycle. Crane provides key technical and 
programmatic leadership to multiple OSD Trusted Microelectronics 
programs to ensure that access to critical microelectronics technology 
is realized. The Trusted and Assured Microelectronics (T&AM) Program 
and the newly-established Microelectronics COMMONS program are 
examples where Crane’s technical and programmatic leadership will 
be essential in ensuring access critical microelectronic technologies, 
including radiation-hardened microelectronics which are essential 
components of the strategic weapon system. NSWC Crane will continue 
to provide National Leadership expertise in microelectronics engineering 
and sustainment to ensure the availability of high-reliability and trusted 
state-of-the-art (SOTA) microelectronics for mission-critical Navy and DoD systems and sub-systems. As such, access to 
Trusted Microelectronics and critical microelectronic technologies in the future will be a key to fielding effective Strategic, 
Expeditionary and Electromagnetic Warfare systems. 


NSWC Crane strategically plans to increase our radiation-hardened and T&AM value proposition to DoD and the Navy by:


 - Scaling T&AM and Rad-Hard technical capacity by augmenting both government and contractor workforce numbers and skills.


 - Maintaining key leadership positions in OUSD affiliated with T&AM and radiation hardened microelectronics by engaging in proactive 


   workforce development and succession planning for key positions.


 - Establish an enduring National Leadership by actively contributing to professional publications and forums for related fields.


 - Key Elements: T&AM –Rapid Assured Microelectronics Prototypes (RAMP C); COMMONS Mission Employment (ME); Industrial Base 


    Analysis and Sustainment (IBAS) ME including Reshore Ecosystem for Secure Heterogeneous Advanced Packaging Electronics (RESHAPE); 


   transition paths to Program of Record (POR) meet near term threats; budget pressures Joint Federated Assurance Center (JFAC); West 


   Gate/Industry Engagement; RAD/LE2 and Nuclear Modernization; ties to Hypersonics.


Hypersonics: Strategic Missions leadership in Hypersonics technology 
development and deployment will provide a capable warfighting 
deterrent against aggression and attacks against the U.S. and its allies. 
NSWC Crane is leading efforts on several Hypersonics activities including 
development of an Under Water Launch Test capability. NSWC Crane is 
also leading the Government Model-Based Systems Engineering (MBSE) 
efforts on Hypersonics through the development of novel techniques and 
applications for reviewing descriptive models. NSWC Crane will continue 
leadership of Configuration Management for the Hardware-In-The-Loop 


Widespread usage in nearly all military systems


Enables missile targets anywhere within 
a short amount of time
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(HWIL) for the HWIL national team, and provide Systems Engineering expertise in the areas of block upgrades, information 
management, and digital infrastructure in support of the Joint Hypersonics Transition Office Systems Engineering Field Activity 
(JHTO SEFA). 


NSWC Crane is focused on the following efforts:


 - Becoming a principal contributor in DoD and service hypersonic and strategic weapons development, research and test


 - Creating a cadre of weapon system engineers able to support all levels of weapon systems development


 - Creating and sustaining key leadership positions in OUSD programs affiliated with Hypersonic and Strategic Weapons Development, 


   Test and Operations.


 - Creating a Strategic Systems Applied Research Group that will integrate research activities in key technical areas, integrate with           


    regional and national research partners to deliver game changing technologies and value to our customers.


Mission Integration for Distributed Operations (MIDO): 
MIDO represents an emerging defense area of opportunity for the U.S. Department of Defense (DoD), the state of Indiana, 
and NSWC Crane. MIDO is an overarching strategic concept designed to effectively respond to the evolving need for mission 
integration in an environment where joint forces are dispersed, both geographically and across domains, from physical 
domains across the sea bed up all the way to space, and within the cyberspace domain.


MIDO emphasizes the seamless coordination and synchronization 
of distributed military activities to achieve mission objectives 
and ensure effectiveness. NSWC Crane’s profound capabilities 
related to electromagnetic spectrum modeling and simulation, 
autonomous unmanned effects, and operational testing and 
assessment within a realistic environment serve as key tenets 
for our MIDO approach.


NSWC Crane’s strategic approach to MIDO will focus on three 
key enablers including:


 - Integration and interoperability


 - Realistic, mission-level assessment


 - Proactive, rapid fielding of capabilities


Command Positioning Strategies


Combined field capabilities giving service members 
in harm’s way the capabilities to execute their mission
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Innovation Ecosystem Engagement
NSWC Crane is more valued and relevant than at any time in its history and is positioned for an abundance of growth 
opportunities in emerging technology areas central to its areas of National Technical Leadership. In a time when demand 
for NSWC Crane’s expertise exceeds workforce capacity and when the challenges that face our nation are so complex, Crane 
recognizes the critical importance of creating partnerships in order to meet the needs of the Navy and the nation today and 
tomorrow. 


NSWC Crane is committed to bringing the best resources to bear on the critical challenges that face our Nation through a 
continued practice of engaging with partners throughout the ecosystem.


NSWC Crane views the innovation ecosystem as critical to accelerating the development and transition of technology to the 
warfighter. Over the next decade, Crane intends to continue to expand the ecosystem of networked partners, both regionally 
and nationally, in order to maximize the impact it has on delivering critical capabilities in support of the Nation’s defense. 


The Office of Engagement is responsible for fostering the innovation ecosystem and conducting outreach and advocacy to 
create partnerships that leverage the equities of mutually aligned stakeholders in order to: 


 - Accelerate the development and transition of technology to the Warfighter


 - Best position the organization to meet the current and future needs of DoD and the Navy


Throughout its history, NSWC Crane has been intentional to cultivate and embrace strategic partnerships.


WestGate One will be the first of several anticipated microelectronics facilities located at the adjacent WestGate Technology 
Park. This microelectronics facility will consist of multiple industry and academic partners and will establish critical government 
and commercial capabilities to meet the nation’s microelectronics needs, as well as conduct research critical to the future of 
the industry. Hundreds of millions of dollars is anticipated in private investment, as well as over 1000 high tech jobs. 
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MIDO superiority is an imperative for the Nation’s forces as we look forward to the next fight. Crane will lead by combining 
its expertise to ensure integrated deterrence needed for the Nation’s toughest challenges.


NSWC Crane and its regional partners continue to pursue completion of key opportunities associated with the Uplands 
Regional Defense Strategy. A major component of the strategy is a multi-institutional research capability with the WestGate 
Technology Park. Such capability would not only stimulate economic activity within the Tech Park, but enable better access 
to academic partners and foster technology innovation that enables Crane to deliver rapid capabilities to its customers. 


NSWC Crane will continue to leverage partnerships across the ecosystem, both regionally and nationally. Critical partnerships 
include capabilities from the Office of the Secretary of Defense such as Defense Innovation Unit (DIU). Its partnership with 
DIU enables Crane and the defense industrial base to provided critical capability to the Navy and DoD. DIU’s mission is to 
accelerate the adoption of commercial and dual use technologies so solve tough technical challenges. DIU’s programming 
engages labs like NSWC Crane to source problems, provide workforce pipelines, and direct small business and other 
industrial base partners to critical capital needed to adopt and transition technology. NSWC Crane has a strong relationship 
with DIU and its programming, through dedicated liaisons who work both internally and externally to create meaningful and 
impactful partnerships within the ecosystem. This is accomplished through partnerships with a variety of internal and external 
stakeholders.


Innovation Ecosystem Engagement


Engagement 
Office


Entrepreneurship


Midwest Tech 
Bridge


Innovation Labs


Research Investments


Chief Technology 
Office


National 
Leadership 


Assignments


State & Local 
Government 
Partnerships


Private Investment


Workforce 
Development


External Liaisons


Academic 
Partnerships


Technology Transfer
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Strategic Missions Vision
As the Navy’s primary organic field activity for full life cycle management including hardware, ordnance and power systems, 
NSWC Crane applies the distinct capabilities inherent in its people and facilities to assure 100% operational readiness of 
strategic missile systems. Modernization and sustainment of our Nation's strategic deterrent is a top priority of the Navy and 
DoD. It requires collaboration between the Navy, Air Force, and Missile Defense Agency to align appropriate requirements, 
technology development, production, sustainment efforts, and protection activities of ballistic missile systems to enable 
affordability, advance technology, and reduce program risks to modernize the nuclear enterprise to defeat emerging threats 
worldwide.


The 2022 NDS prioritizes “Integrated Deterrence”, which entails developing and combining our strengths to maximum effect, 
by working seamlessly across warfighting domains, theaters, the spectrum of conflict, other instruments of U.S. national 
power, and our unmatched network of Alliances and partnerships. Integrated deterrence is enabled by combat-credible forces, 
backstopped by a safe, secure, and effective nuclear deterrent. NSWC Crane will continue to provide critical national-level 
leadership and technical expertise across the Navy’s Trident Life Extension 2 (LE2) program, the Air Force’s ground-based 
Sentinel, Minuteman III, and Air-Launched Cruise Missile (ALCM) programs. This also includes support for the Missile Defense 
Agency’s Ground and Sea-based programs, including the next generation interceptor program.


Trusted Microelectronics: Microelectronics are foundational to ensuring mission resilience through a measurably secure 
supply chain for Navy systems and capabilities. The Navy must be proactive in identifying and addressing challenges and 
vulnerabilities to its combat readiness, which is especially vital for its most critical microelectronics-based systems. 


The 2022 Chief of Naval Operations (CNO) Navigation Plan stated that readiness remains the Navy’s top priority. However, the 
DoN ability to maintain combat readiness and technology leadership is predicated upon our reliance on foreign microelectronics 
products, a lack of understanding of the components within our systems, and limited influence on a diminishing domestic 
microelectronics production base. This results in critical sourcing and sustainment challenges which present both national 
economic and security issues. 


Strategic Missions
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Strategic Missions
Efforts to address these risks are occurring at all levels of the U.S. Government. Congress has taken steps through numerous 
initiatives, including the appropriation of $52.7 billion in support of the Creating Helpful Incentives for the Production of 
Semiconductors and Science Act. Further, Congress has requested an assessment of energy storage and electronic components 
needed to support DoD readiness “for not less than one year against the pacing threat identified in the National Defense 
Strategy”, which emphasizes the long-term competition with China. Within the DoD, the Deputy Secretary of Defense (DSD)-
empowered Defense Microelectronics Cross-Functional Team (DMCFT) is developing a holistic DoD strategy that addresses 
challenges in supply and demand, industrial base capabilities, knowledge centralization, and technology transition.


Microelectronics enable all DoN platforms, weapons, sensors, and networks and are foundational to the Department’s 
modernization efforts. The 2022 CNO Navigation Plan explicitly states that the DoN must “build, maintain, train, and equip a 
combat- credible, dominant naval force to keep the sea lanes open and free, deter conflict, and when called upon, decisively 
win our Nation’s wars.” The Navy must be proactive in identifying and addressing challenges and vulnerabilities to its combat 
readiness, especially vital for its most critical microelectronics-based systems. Therefore, in parallel with the broader DoD 
and U.S. Government (USG) efforts, the DoN is ensuring a path for its programs by establishing Strategic Objectives that will 
inform the development of a DoN Microelectronics Strategy and Implementation Plan.


The NSWC Crane Microelectronics Strategy will align with the Secretary of the Navy’s three enduring priorities: capabilities, 
processes, and people. Those priorities will work in consonance with a concurrent effort to develop an agile, innovative, and 
inclusive ecosystem to leverage commercial industry, academic partners, and other government entities to identify trends, 
and promote rapid and innovative responses to community needs.


Nuclear Modernization: With a strong heritage that 
includes more than 60 years with Strategic Systems 
Programs (SSP), more than 40 years with the Air Force 
and a vital role with nuclear modernization programs, 
NSWC Crane is indispensable to the Nuclear Triad. The 
Global Deterrence and Defense Department supports 
Strategic Missions which encompasses the full range of 
DoD activities that alter an adversary’s will and ability 
to attack the U.S. and its interests which is in direct 
correlation to our continued support to the mission of 
the U.S. Strategic Command (USSTRATCOM) to deter 
strategic attack and employ forces, as directed, to 
guarantee the security of our Nation and our Allies.


The CNO Navigation Plan states as a primary objective that “the Navy must defend the Homeland with an assured nuclear 
deterrent from beneath the sea to deter nuclear and non-nuclear strategic attacks”. The Plan also forecasts the future fleet 
to consist of Columbia-class ballistic missile submarines to provide America with an assured deterrent to any strategic attack 
on the Homeland. NSWC Crane will lead efforts to accomplish these objectives by providing technical and programmatic 
leadership for the Navy LE2 Strategic Systems program while modernizing the internal infrastructure to facilitate execution of 
key Navy and DoD Strategic programs.
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Hypersonics: Hypersonic systems are among the highest priorities in the Defense Department’s modernization strategy 
to ensure continued U.S. battlefield dominance, according to the principal director for hypersonics in the Office of the 
Undersecretary of Defense for Research and Engineering. China and Russia have fielded high-end, integrated air-missile 
defense systems to challenge our aircraft out hundreds of miles. Their anti-satellite systems aim to degrade our capabilities 
in space and on land, and their attack cruise, ballistic and hypersonic missiles put our troops, ports and airfields at risk. 
Adversaries have increasingly focused on systems that dramatically compress the timelines and the timescale of a tactical 
battlefield. These systems — including ballistic missiles, ballistic missiles with maneuvering reentry vehicles, and vehicles 
that are increasingly hypersonic in nature — give adversaries the ability to hold our forces at risk from hundreds, even 
thousands, of miles away, with flight times that are measured in minutes.


Another top objective of the CNO’s Navigation Plan is to achieve accomplished Conventional Prompt Strike CPS testing 
and technology development, including milestones in rocket motor testing. NSWC Crane will provide leadership toward 
this objective by ensuring the transition of technical capabilities and by providing programmatic leadership for the Navy 
CPS program. This will require an understanding of the Systems Engineering and Systems Integration challenges for the 
Navy Conventional Prompt Strike program, as well as leveraging capabilities such as the Multi-Service Advanced Capability 
Hypersonic Test Bed (MACH-TB) while building on established innovative programs and leveraging efforts within the Joint 
Hypersonics Transition Office Systems Engineering Field Activity.


Strategic Missions
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Expeditionary Warfare
Strategic Relevance
Guided by the NDS, we recognize the priorities of conflict and threats shifted to the Pacific. Our efforts must be able to 
counter the multi-domain threats and deter aggression posed from the Indo-Pacific region. More than ever, this reinforces 
the need of a Joint Force that is even more lethal, resilient, agile and responsive. Services and agencies must become more 
integrated to meet these challenges. The Expeditionary force is critical and integral to success as an integrated Joint Force and 
therefore to the deterrence of threats across the globe. Expeditionary Warfare Department’s heritage has been and continues 
to focus on rapid prototyping and proven solutions supporting the evolving needs of the Expeditionary force.


Big Picture
The CNO’s Navigation Plan, and the Commandant’s Planning Guidance, lays out the need for the Navy and Marine Corps to 
innovate and accelerate delivery of credible and reliable unmanned systems in conjunction with increasingly capable manned 
platforms into the fleet. Based on the Unmanned Campaign Framework, the Unmanned Systems (UxS) shift is from a platform 
centric approach to a capability approach, delivered and updated through a modular and open system environment. From a 
Counter Unmanned Systems (CUxS) perspective, just as we deploy UxS assets, our adversaries are doing the same. 


With the shift in priorities and as the force becomes more integrated, battlespace management is of utmost importance to the 
Expeditionary force, specifically managing our own signature and deception to protect and thwart offensive measures against 
us. The goal is to reduce our signature to ensure less vulnerable while also developing deception capabilities so adversaries 
so they cannot predict or disrupt our Command and Control (C2), communications or movement in the battlespace. 


The Expeditionary Force must also have C2 capabilities capable of executing a joint/naval campaign and contributing to the 
joint force’s ability to sense and make sense of the operational environment and, when necessary, enabling and contributing 
to joint kill webs per the Commandant’s Force Design 2030. According to the JADC2 Strategy, the Joint All-Domain Operations 
concept is focused on providing command access to “information to allow for simultaneous and sequential operations using 
surprise and the rapid and continuous integration of capabilities across all domains to try to gain physical and psychological 
advantages and influence and control over the operational environment”, directly supporting the goals and priorities of the 
NDS integrated deterrence across domains and campaigning.
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Expeditionary Warfare
Why Crane? 
NSWC Crane is actively supporting this integration and interoperability through the technical leadership and expertise 
focused on systems solutions for all domains that enhance detection, decision-making, maneuver, and kinetic and non-kinetic 
engagement capabilities for the Expeditionary warfighter built upon our rapid response culture, core capabilities and unique 
infrastructure.


We have a reputation of providing solutions that do not sacrifice safety or risk. Our technical expertise and National 
Leadership in areas such as sensor integration, EW, EO, SpM, weapons, C2, and Radar all in one location enables rapid 
specialization to the ever changing threat. Our culture and strategic mantra of the last several decades, “rapid response, 
proven solutions” is a foundational strength that we need to bring to the fight more than ever.


Core Capabilities
 


Strategic Way Forward
With the need to focus on systems solutions for all domains that enhance detection, decision-making, maneuver, and kinetic/
non-kinetic engagement capabilities for the Expeditionary warfighter, we focused our efforts on three primary strategic thrust 
areas.
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Expeditionary Warfare
Unmanned System-Counter Unmanned Systems
GOAL: Have the premier organic capability for rapid development, integration, 
experimentation, assessment for sensor and effector systems of unmanned 
solutions.


Rapid Development And Integration: Our proven capability to respond to rapid 
needs/problems/requirements in a condensed timeframe with a proven 
unmanned solution with acceptable risk. This includes our local test and 
experimentation infrastructure and expertise to rapidly proof the solution and 
further develop.


Sensor And Effector System Integration: Our expertise and growing capability in sensor fusion with growing emphasis on the 
identification, integration and development of best of breed sensor and effectors for layered CUxS solutions for the warfighter 
with integration focus of systems for whole situation. We continue strategically pushing the edge.


Autonomy And Counter: We are growing the organic baseline knowledge and expertise in these areas and working with existing 
and new partners to further autonomy capability solutions. 


Experiments And Assessments: With the rapid evolution of the threat, the DoD needs the ability to figure out what isn’t known, 
to anticipate those changes and how to help direct tech in this area. Our Rapid Integration and Mission Experimentation 
Center (RIMEC) efforts will continue to lead and adapt the capability for experimentation at the component, subsystem 
system level for CUxS to rapidly develop solutions. This includes evaluation of current and emerging technology insertion 
and evaluation of techniques.


Integrated Battle-Space Management
GOAL: Have the premier organic capability to manage the integration and interoperability of our sensor systems and deception.


Deception: Protect and thwart offensive measures against us. Reduce our signature to ensure less vulnerability within the EMS 
developing capabilities so adversaries cannot predict or disrupt our C2, communications or movement within the battlespace.


Further The EMS Superiority Strategy: Prioritize the need for Electromagnetic Battle Management capabilities across the 
spectrum.


Naval Integration Joint C2
GOAL: Integrate expeditionary C2 systems into JADC2 infrastructure.


Enterprise Level Information Sharing Capabil ity: Building upon our proven software integration capability with our USMC and 
Navy Common Air C2 (CAC2S) system solution, we will continue to invest in supporting cross service solutions focused on 
connecting existing systems to talk, supporting and developing solutions such as CAC2S Afloat and Composite Tracking 
Network we have been supporting for years. 
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Implement Layered Security Features In C2 Systems: We have proven our ability to provide cross domain solutions and our 
Universal C2 solution exhibited at Purple Guardian, built upon our organic Enhanced Battlespace Reconnaissance, Intelligence, 
and Surveillance Software (EBRISS Core (ECORE)) capability to integrate more systems across multiple services. We have 
integrated a Cross Domain Solution in support of Universal C2 and will continue. 


Special Warfare and Expeditionary Systems Department (SWESD) continues to align our strategic thrust areas to the command 
positioning strategies. Our integration and interoperability efforts centered around our core capabilities strongly align to the 
MIDO positioning strategy while also supporting some niche linkages to Hypersonic and Microelectronics.


Special Warfare and Expeditionary Systems Department is committed to providing critical infrastructure (capability), national 
leadership (credibility) and rapid experimentation (culture) for NSWC Crane and our nation. These are the three foundations 
of our monument and something that cannot be replaced. 


WE understand the MISSION – URGENCY – and are able to deliver in an expedited timeframe!


Expeditionary Warfare


OUR DNA
    - RAPID RESPONSE
     ...culture


    - CRITICAL INFRASTRUCTURE
     ...capability


    - NATIONAL LEADERSHIP
    ...credentials


brings solutions...
    - INTEGRATED AUTOMOUS SYSTEMS
     ...UxS / CUxS


 
   - NAVAL INTEGRATION
     ...joint C2


    - BATTLESPACE MANAGEMENT
     ...maneuverability


TO THE FIGHT
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Vision
Over the past decade the threat to the nation has rapidly evolved, 
specifically within the electromagnetic spectrum (EMS), these challenges 
are driving the U.S. to begin developing innovative approaches to 
maintain the strategic electromagnetic advantage. Our peer and 
near peer adversaries are finding new and novel ways to leverage 
the EMS forcing it to become increasingly congested, contested, 
and constrained. These challenges are driving the DoN and DoD to 
accelerate the pace at which technical capabilities are fielded to the 
fleet. NSWC Crane’s Spectrum Warfare Department (SWD) is ready to 
embrace these challenges by developing superior EMS capabilities to 
support strategic and operational objectives.


The Joint Chiefs of Staff (JCS) have released several publications and 
doctrine designed to guide the Joint Electromagnetic Spectrum Operations (JEMSO) community of interest, and NSWC Crane 
SWD has adapted quickly to those guiding documents. These documents are confirming that the SWD is consistent with JCS 
guidance to ensure we continue to lead as the Electromagnetic Warfare (EW) Center of excellence. In the Spectrum Superiority 
Strategy, Objective 1.1 states “The Department’s emphasis should be on revolutionary leap-ahead technology and capabilities.” 
Similar prescriptions for the Naval EMS capabilities have been requested in the NDS, DoD EW Strategy, Distributed Maritime 
Operations, Design for Maintaining Maritime Superiority, the USMC Commandants Guidance. The aforementioned documents 
all call for a need for distributed, integrated FORCE LEVEL EW capabilities as stated within the Joint Publication (JPUB) 3-85 
“Joint Electromagnetic Spectrum Operations.”


“Instead of these mission areas being planned and executed in a minimally coordinated and stovepiped fashion, JEMSO 
guidance and processes prioritize, integrate, synchronize, and deconflict all joint force operations in the EMOE, enhancing 
unity of effort. The result is a fully integrated scheme of maneuver in the Electromagnetic Operating Environment (EMOE) to 
achieve EMS superiority and Joint Force Commander (JFC) objectives.”


Since NSWC Crane’s SWD is the largest concentration of EW experts in the DoD, it is vital that our department is providing 
innovative EMSO technical capabilities that are being delivered to services, however, we must ensure that the systems 
currently fielded are sustained and maintained to the highest caliber of excellence. We will continue to leverage our expertise 
to ensure NSWC Crane’s SWD is embracing systems across the entire lifecycle and ensure the advanced technology developed 
across the Naval Research & Development Establishment (NRDE) is being transitioned to today’s naval systems, while we are 
designing and implementing tomorrow’s integrated naval EMSO systems.


At NSWC Crane, we provide Non-Kinetic Expertise and Electromagnetic Spectrum Dominance to all the services through a 
variety of manners. We seek to support multi-domain (i.e. land, air, sea, space) integrated solutions through multispectral 
capabilities (i.e. RF, EO, IR, digital) and multi-service (i.e. Navy, Marine Corps, Air Force, and Army) through strategic joint 
service EW partnerships (i.e. WPAFB/AFRL and Army EW/C5ISR Center). Specifically, the Spectrum Warfare Department is 
leading the DoD in cognitive and distributed non-kinetic systems of systems solutions; offensive and disruptive concepts and 
technologies across the entire lifecycle.


Electromagnetic Warfare
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Thrust Areas
The Spectrum Warfare Systems department revolves around four fundamental pillars; Mission Engineering (ME), Apps for EW, 
Advanced Electromagnetic Spectrum Capabilities, and EMSO Threat Intelligence & Exploitation. These pillars are focused on 
leveraging our EMSO Expertise to ensure our employees understand the values and mission around our core thrust areas. 
These pillars serve as the foundation to ensure we continue to be leaders in Innovation and Sustainment for Force Level EW 
mission, continue developing our workforce to nationally lead in EW, and transforming our workforce to support the agile 
nature of EMSO to leapfrog Peer and Near-Peer Capabilities.


Mission Engineering: Mission Engineering is defined by OSD R&E MCTO as “The deliberate planning, analyzing, organizing, 
and integrating of current and emerging operational and system capabilities to achieve desired warfighting mission effects”. 
Within Spectrum Warfare we are specifically looking at leveraging our EMSO capabilities for Mission engineering, Mission 
analytics, and Mission integration for Non-Kinetic capabilities. All of these competencies aligned with verbiage in the EMS 
Superiority Strategy that states the, “DoD must evaluate campaign-level and operational scenarios through modeling, 
simulation, and testing in representative environments to prescribe appropriate levels of performance and be willing to 
embrace leap-ahead technology rather than evolutionary acquisition paths”.


As the DoD pushes for more Test and Evaluation (T&E), Mission Engineering offers several advantages to both reduce the cost 
and mitigate risks of failure at test events. This approach (i.e. ME/T&E) is backed by the 2022 NDS Strategy which calls for, 
“Greater flexibility and mobility; increased operational tempo; and seamless, cyber- and electromagnetic spectrum-survivable 
integration of multiple platforms, weapons, and systems to achieve multi-domain superiority”. Within the EW Mission Area we 
are pushing for advanced Model and Simulation of EMSO capabilities in the Campaign/Theater, Mission/Battle, Engagement, 
Engineering and Physics levels. This helps us expedite the pace of concept development to experimentation and reduce the 
cost of capabilities within Digital environment. This directly aligns to the NDS, EMS Superiority Strategy, and other doctrine 
such as the Navy and Marine Crops Digital Systems Engineering Transformation Strategy, which focuses on “activities to 
provide a standard of practice that delivers affordable, lethal capabilities to the warfighter at the speed of relevance”. These 
environments and methodologies can help develop capabilities quicker by showing the gains made from integrating EMSO 
Capabilities into a proper force level Electromagnetic Warfare capability in support of all Warfighting mission areas (Strike 
Warfare, Air Warfare, Surface Warfare, etc). 


NSWC Crane Spectrum Warfare Department has partnered with U.S. Strategic Command (USSTRATCOM), who currently is 
assigned Joint EMS Operations under the Unified Command Plan. NSWC Crane is working with the STRATCOM Joint EMSO 
Center (JEC) in the planning, organization, and execution of the NSWC Crane Joint EMS Warfare Integration Center (JEMSWIC) 
which leverages our Technical Capability of Force Level Electromagnetic 
Warfare to facilitate the integration of EMSO Non-Kinetic effects faster 
into our naval EMSO capabilities.


Apps For EW: The value of software defined radio in military 
application has proven itself many times over in the past decade. 
In that prior time period, our Electromagnetic Warfare systems were 
primarily hardware based, meaning that any new capability required 
fielding of newly developed hardware to enable new capabilities 
which in turn required long stretches of time between upgrades to 
systems, and leaving our naval systems with large capability gaps. 


Electromagnetic Warfare







25
Statement A:  Approved For Public Release; Distribution Is Unlimited


COMMAND INTEGRATED STRATEGY 2023


Specifically over the past decade, having software defined radios, and in a broader sense software defined capabilities, new 
capabilities can be fielded with software upgrades and more recently they can be updated mid-mission if need be.


Spectrum Warfare Department also is actively engaging in open systems architecture, Government off the Shelf architectures, 
and open standards boards to allow us to leverage the same waveform threats across all of the systems we support. This 
allows us to leverage Countermeasures or techniques developed on one platform to be leveraged across all the platforms 
SWD and the broader EW Mission Area supports. Additionally, the EW Mission Area continues to pursue innovative radio 
frequency (RF) machine learning (ML) and artificial intelligence (AI) for electromagnetic spectrum systems applications. This 
thrust area is a critical enabler for providing the military with real time mission adaptability at the tactical edge.


Advanced EMSO Capabil it ies: Over the course of a couple decades, SWD has continually innovated ways in that EMSO 
systems can be used in novel ways, and find creative solutions to employ our systems. Through internal intentional 
investments we have found ways to do this, and have 
transitioned those capabilities to the fleet and to the 
greater DoD Research construct (Office of Naval Research 
(ONR), and Defense Advanced Research Project Agency 
(DARPA), among others).


Only through intentional pushes to implement State of 
the Art (SOTA) research, can we ensure our technical 
advantage in the EMS is maintained. Specific strides in 
specific AI/ML, Quantum sciences, advanced engineered 
materials (EnMats), 5G and beyond technologies must 
be leveraged and implemented in our EMSO systems.


EMSO Threat Intell igence And Exploitation: Through our support of EMSO systems, Spectrum Warfare Department has 
formed partnerships with relevant Intelligence Agencies to understand emergent threats from our adversaries. Through our 
direct fleet support of naval Electromagnetic Warfare systems and countermeasures, we often times are called upon to 
understand our systems capability and how it can be used as to counteract the new capabilities that the warfighters observe 
from the adversaries, and begin developing ways that our systems can be used to bridge the gaps in those capabilities, and 
working with the Intelligence Community to fully understand the adversaries capabilities. The key enabler for this thrust area 
will be conducting a net assessment of peer and near-peer military capabilities and technology investments to identify threat 
based trends. Based on the net assessment, NSWC Crane in turn will utilize those results to drive research and development 
of leap ahead EMSO capabilities.


The EW Mission Area is forging new approaches to EMSO and leading development in Disruptive and Non-Traditional ways 
that the EMS can be used for warfighting advantage. The DoD and specifically the Navy has acknowledged that Military 
Deception is an underutilized capability. In the EMS, Electromagnetic Warfare systems, and those Tactics, Techniques and 
Procedures can be readily leveraged to enhance and facilitate the capabilities the fleet and the Joint Force requires. Through 
our in-depth understanding of EW systems, we can better develop and transition EMSO systems that deliver significant 
capability to the fleet in a cost effective and timely manner.


Electromagnetic Warfare
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Strategic Objective
To employ and empower a premiere, highly skilled and motivated financial management workforce to ensure the Command 
has strong financial integrity, accurate financial information for real-time decision making, and agility to adapt to all situations 
while ensuring compliance and effective controls. 


Strategic Goals (2023-2026)
WORKFORCE: Build and maintain a premiere workforce by cultivating collaborative knowledge through a shared vision and 
extensive understanding of financial management practices.


EFFICIENCIES: Expand our data analytics and gain efficiencies through digital transformation. 


PROCESSES: Utilize continuous improvement to ensure processes are most effective and efficient.


PARTNERSHIPS: Improve partnership and alignment to create a climate of mutual trust, collaboration, and innovation to deliver 
top-rate financial management and customer service.


Mission
Guided by an unwavering commitment to the Warfighter, we inspire trust by delivering world-


class financial services and fostering fiscal responsibility to enhance mission success.


Vision
Fostering innovation and continuous improvement with agility at the core, we empower our workforce and 


cultivate collaborative relationships, propelling the Comptroller Department to be a recognized force 


in financial excellence.


Priorities
WORKFORCE: Our workforce is imperative to the Command’s success in financial management. To ensure a top-notch workforce, 
we must focus on the individual through intentional connection, training, and collaboration. Our individual and collective 
behavior ensures inclusiveness and mutual respect.


ENVIRONMENT: The current environment requires strong financial integrity and rapid data delivery for real-time decision 
making. Our continued focus on digital transformation will improve our processes, services, and products we offer to the 
Command and will promote our willingness to be adaptable and agile to future needs while ensuring compliance in an audit 
readiness culture. 


CONTINUOUS IMPROVEMENT: Continuous improvement is instilled in our culture. We will ensure the continuous improvement 
process remains strong, seeking out efficiencies as we review and update processes and internal controls.


Comptroller
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Contracts
Strategic Objective
The current national security environment features a strategic competition spanning multi-domains, authorities, and regions. 
Global adversaries have accelerated military modernization programs, investments in advance capabilities, and quickly 
acquired technologies that exploit our vulnerabilities. To prevail in this environment, our acquisition process must keep pace 
and deliver capability to the fleet at the speed of relevancy. (partially sourced from: ASN RDA Strategic Guidance 2022)


Strategic Goals (2023-2026)
TRANSFORMATION: Move into the future without compromising the quality, excellence, and gold standard reputation our 
historical methods have afforded us.
 Measurement method: Procurement Surveillance Program and annual climate survey


ALIGNMENT: Combine our strong acquisition competence with innovative methods to deliver contracting solutions that 
differentiate NSWC Crane, accelerates unique DoD capability, and engages top-level advocacy.
 Measurement method: Customer feedback and annual climate survey
 
LEADERSHIP DEVELOPMENT: Invest in our current and emerging leaders in way that cultivates a leadership competency that 
adheres to the Contracts Department values and successfully executes our strategic objectives.
 Measurement method: Track employee participation in formal leadership courses and employees receiving  
 awards/ recognition for leadership attributes, DEOCS survey


PARTNERSHIPS: Create and maintain a climate of mutual trust, collaboration, & common purpose.
 Measurement method: Annual climate survey







For Official Use Only; Distribution as Directed by NAVSEA Crane or Higher Authority
28


Statement A:  Approved For Public Release; Distribution Is Unlimited


 NSWC CRANE DIVISION


Contracts
Mission


Provide timely, effective, and efficient acquisitions to enable the U.S. Navy to maintain its technological edge 
in the Maritime domain. Deliver innovative, cost-effective, and reliable capability to our warfighters while 


upholding the highest standards of integrity, professionalism, and ethical conduct. We aim to build and maintain 
strong relationships with our business and industry partners, and to continuously improve our processes and 


capabilities to meet the evolving needs of the Navy and the Nation.


Vision
To be an agile, world-class, center of excellence in acquisition and contracting. By hiring and cultivating top 
talent, we ensure NSWC Crane’s mission areas equip the U.S. Navy, joint services, and coalition partners for 


continued dominance. In this new era, we will courageously embrace new flexibilities, maintain high standards, 
and deliver impactful products and services.


Guiding Principles and Values
As trusted business advisors, strategic planning partners, and key enablers, we provide exceptional customer support by 
cultivating relationships that are grounded in alignment toward a common purpose: combatting our nation’s threats.


GP = GUIDING PRINCIPLES
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Contracts
Priorities
PEOPLE: Our work is relational. Connectedness matters. Our behaviors create and uphold a culture of diversity and inclusion, 
continuous learning, and mutual respect. We maintain trustworthiness by demonstrating honesty, fairness, reliability, and 
empathy.


AGILITY: It is imperative that we adapt and pivot with emerging technologies, authorities, and methods relevant to acquisition. 
To become more agile we will train, equip, and empower our workforce for nimble execution.


TECHNOLOGY: Our willingness to embrace innovative tools and game-changing technologies enhances our output, and, 
distinguishes us as premiere solution providers. To maximize effective utilization, we actively participate in knowledge 
sharing across multiple competencies.


BALANCE: We will maintain the public trust by conducting our business with integrity & accountability and exercising sound 
business judgement, which includes taking appropriate risk.


Key Tactics
Develop Action Plans for Contracts Divisions that specify:


Assignment of Duties – what each Division needs to do to bring the Contracts Department strategy to life


Time Bound Milestones – key deliverables & dates demonstrating incremental success


Assign Accountability – maximize empowerment, recognize interdependency, stay firm on expectations


Mutual Key Performance Indicators – metrics that gauge whether or the team is staying on the strategic path


Leverage the distinct skills and responsibilities of Department Deputy and Technical Deputy:


Department Deputy – mentoring & coaching, recruiting & retaining top talent, strategizing professional development 
objectives, holding supervisors accountable, maintaining a culture of fair and equitable treatment.


Technical Deputy – create summary report illustrating contract spend across the command (inclusive of external contract 
vehicles), establish decision criteria and guidance for the use of various acquisition pathways and stackable solutions, assist 
in enhancing the use of flexible acquisition authorities, reduce perceived cultural barriers between technical line codes and 
contracts department that prevent optimal collaborative performance.
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Corporate Operations
As a testament to our people-centered culture, our Workforce has emerged from the pandemic with greater flexibility and a 
renewed passion to bring the full force of technology to the Nation’s next fight. The Corporate Operations Team is at the heart 
and soul of every plan, capability, and decision our Command makes. We are a group of trusted professionals, committed to 
providing world-class talent, infrastructure, and business intelligence to our Strategic Missions, Expeditionary Warfare, and 
Electromagnetic Warfare Mission Areas. Everything we do is in pursuit of innovative solutions to meet our mission.


The mission of Corporate Operations is to partner with all NSWC Crane Divisions through a diverse and multidisciplinary 
support structure to provide a variety of resources to meet our collective mission. 


Corporate Operations strives to lead NSWC Crane Division to:


 - Advance National Technical Leadership in Strategic Missions, Expeditionary Warfare, and Electromagnetic Warfare


 - Become a recognized innovation leader


 - Develop and broaden technical collaboration through regional, industrial, and academic agreements


 - Create criticality of mass for our Command and Mission Areas


Vision & Strategic Focus
The Corporate Operations Team brings indispensable business expertise while leveraging every resource available to bring 
capability, capacity, and the latest innovative solutions to our Command and Mission Areas. Our team is in constant pursuit 
of innovation solutions to achieve business excellence.


     The MISSION of the Corporate Operations Team is to deliver the 


             BEST CAPABILITIES to our Mission Areas WITHOUT FAIL!
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Corporate Operations
Committed to hiring, retaining, and developing first class engineering, scientific, technical, 
and business talent. Our people are the “FORCE BEHIND THE FLEET;” driving innovation and 
emerging technologies that will be critical for future challenges and opportunities.


Focused on maximizing existing footprint via Sustainment, Restoration, and Modernization 
(SRM), Improving Data Analytics, creating new footprint, and leveraging available authorities 
to complete facilities projects.


Serves as the principal advisor to NSWC Crane Leadership for policy decisions, courses 
of action, and ramifications related to internal and external communication. Corporate 
Communications Division currently has three primary focuses: Planning and Protocol, Visual 
Information, and Communications. 


Optimizes NSWC Crane’s IT service portfolio through strengthening and expanding the 
existing people, processes, and IT capabilities. Ensures the appropriate modernization, 
upgrades, and new investments occur. Provides technology guidance, support, and 
consulting by building trust through transparency and accountability, confirming 
expectations, and delivering on commitments.


Committed to providing a safe and secure environment, that reduces the security risk, 
builds trust, and enhances the quality of life for our workforce. Security supports our 
mission with a high standard of customer service in an effective, responsive, and 
professional manner.


Provides the command with business information and visualizations, the management of 
critical “Headquarters” level programs, and operations support for essential processes. 
Analytics cell that leverages new technologies and incorporates enterprise level resources. 
The future data repository and advanced data analysis that will deliver rapid and accurate 
information for decision makers.


Committed to providing innovative solutions for the oversight, administration, execution, 
acquisition and disposition of government property. Strategically targeted to improve 
operational readiness through the implementation of solutions that provide users with 
quicker access and greater visibility of material and equipment.


Makes sure everyone in the organization is seen and heard. Focusing on Special Emphasis 
Programs, Equal Employment Opportunity counseling, Diversity and Inclusion, Reasonable 
Accommodation, and Alternative Dispute Resolution.


Provides responsive, balanced, and innovative solutions that enable immediate visibility 
into NSWC Crane’s financial performance. Focuses on the business and financial 
management needs of its customers through analytical services. Provides insight into the 
customer’s organizational and operational effectiveness and assist in the management of 
capital assets.


HUMAN
RESOURCES


INFRASTRUCTURE


CORPORATE
COMMUNICATIONS


INFORMATION
TECHNOLOGY


SECURITY


CORPORATE 
BUSINESS OFFICE


PROPERTY
MANAGEMENT


EQUAL OPPORTUNITY
EMPLOYMENT


BUSINESS & FINANCIAL
MANAGEMENT
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 NSWC CRANE DIVISION


Over a decade ago, NSWC Crane established a well-defined strategy focused on modernization and the three specific Mission 
Areas of Strategic Missions, Expeditionary Warfare, and Electromagnetic Warfare. Focusing on the work our Mission Areas 
support. Crane leadership carefully developed strategic measures and targets that prioritized and aligned our workforce and 
workload efforts leading to deliberate growth in targeted areas. Crane continues to adapt through careful analysis, intentional 
positioning, and dedicated measures and targets to achieve strategic goals. 


Workload 
In 2022 RDT&E total expensed dollars surpassed both operations & maintenance and procurement, while nearly doubling 
RDT&E work years over the past several years. This increase in RDT&E workload is also directly related to NSWC Crane’s 
strategic alignment with the DoD Critical Technology Areas including hypersonics, FutureG (5G), Trusted AI and Autonomy, 
Microelectronics, and many others. Finally, Crane has grown deliberate strategic partnerships and workload, both in total 
funding and work years. 


Workforce 
NSWC Crane achieved year over year improvements to our workforce’s education level. These changes are a direct result of 
the strategic objective to increase the credentials of the workforce. From 2016 to 2022 NSWC Crane achieved a 29% increase 
in bachelor degrees, 30% increase in master degrees, and more than 100% increase in doctoral degrees. 


Our workforce and workload efforts have resulted in NSWC Crane’s participation in the In-house Laboratory Independent 
Research (ILIR) Program and as a Federal Laboratory. NSWC Crane continues to prove that careful strategic planning, and 
effective continuous assessment enables the Warfare Center to successfully adapt, learn, and innovate through the most 
challenging times. 


Bottom Line
NSWC Crane will sustain the readiness of fielded combat capabilities, acquire products and services for future requirements, 
and will innovate and develop the solutions required to make the next generational leaps in technology and capability for 


our three Mission Areas. 


 


NSWC Crane Summary


 “STRATEGY equals EXECUTION. 
All the great ideas and visions in the world are worthless if they can’t be 


     implemented rapidly and efficiently.”  -Colin Powell
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NSWC CRANE DIVISION
Ms. Amanda Miller, Public Affairs Officer


812.854.5871


amanda.r.miller1.civ@us.navy.mil


Ms. Monica Hutchins, Command Chief Strategist
812.854.2774


monica.p.hutchins.civ@us.navy.mil


Points of Contact
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 NSWC CRANE DIVISION


AI/ML    Artificial Intelligence/Machine Learning


ALCM    Air-Launched Cruise Missile


APPS     Applications


C2    Command and Control


C5ISR    Command, Control, Computers, Communications, Cyber, Intelligence, Surveillance, and   
    Reconnaissance


C2 (CAC2S)   Navy Common Air C2


CNO    Chief of Naval Operations


COMMONS ME   OSD Microelectronics Commons Program


CPS    Conventional Prompt Strike


DARPA    Defense Advanced Research Projects Agency


DEOCS    Defense Organizational Climate Survey


DIU    Defense Innovation Unit


DMCFT    Defense Microelectronics Cross-Functional Team


DoD    Department of Defense


DoN    Department of Navy


DSD    Defense Secretary of Defense


(EBRISS) Core (ECORE)  Enhanced Battlespace Reconnaissance, Intelligence, and Surveillance Software


EMOE    Electromagnetic Operating Environment


EMSO    Electromagnetic Spectrum Operations


EO    Electro-Optics


EW    Electromagnetic Warfare


FY    Fiscal Year


HWIL    Hardware-in-the-Loop


IBAS    Industrial Base Analysis and Sustainment


IBAS Microelectronics OSD   Industrial Base Analysis & Sustainment Program for Microelectronics


IBAS RESHAPE   Reshore Ecosystem for Secure Heterogeneous Advanced Packaging Electronics


IFAC    Industry Functional Advisory Committee


JAD C2    Joint All Domain Command and Control


JCS    Joint Chiefs of Staff


JHTO SEFA   Joint Hypersonics Transition Office Systems Engineering Field Activity


JFAC    Joint Federated Assurance Center


LE2    TRIDENT D5 Missile Life Extension 2 Program


MACH-TB    Multi-Service Advanced Capability Hypersonic Test Bed


MCTO     Mission Capabilities Technology Office


ME    Mission Engineering


MIDO    Mission Integration Distributed Operations


MILCON    Military Construction


Acronyms & Abbreviations
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NAVSEA Naval Sea Systems Command
NDS National Defense Strategy


NRDE Naval Research & Development Establishment


NSS National Security Strategy


NSWC Naval Surface Warfare Center


OSD Office of Secretary of Defense


OUSD Office of the Under Secretary of Defense


POR Programs of Record


PRC People’s Republic of China


RAMP-C  Rapid Assured Microelectronics Prototypes – Commercial Project 


RDT&E  Research Development Test and Evaluation


RH  MICROELECTRONICS Radiation-Hardened Microelectronics


RIMEC  Rapid Integration and Mission Experimentation Center 


SOTA State-of-the-Art


SpM   Specialized Munitions


SSP Strategic Systems Programs


SWESD  Special Warfare and Expeditionary Systems Department


SWD Spectrum Warfare Department


T&E Test and Evaluation


T&AM RAMP-C Trusted & Assured Microelectronics Rapid Assured Microelectronics 
Prototypes-Commercial Program


USG United States Government


USSTRATCOM United States Strategic Command


UXS-CUXS Unmanned Systems – Counter-Unmanned Systems


WPAFB/AFRL Wright-Patterson Air Force Base / Air Force Research Laboratory


Acronyms & Abbreviations
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