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OPEN & SLIDE 1

[Camera 2: David]

C/G L/3: David Williams
Office of Diversity & Inclusion
















C/G F/S graphic: Slide 1
In: “The Diversity Index”
Out: “RCLF counterpart”





















SLIDE 2

[Camera 2: David]

[on screen]


C/G F/S graphic: Slide 2
In: “common to all”
Out: “in NCA only”










[on screen to end]

























SLIDES 3 & 4

[Camera 2: David]

C/G F/S graphic: Slide 3
In: “As you can see”
Out: “their RCLF”












C/G F/S graphic: Slide 4
In: “The picture is similar”
Out: “White women in VHA”
























SLIDE 5

[Camera 2: David]

[on screen]



C/G F/S graphic: Slide 5
In: “For Hispanic men”
Out: “white collar jobs positions”








[on screen to end]
























SLIDES 6 & 7

[Camera 2: David]

C/G F/S graphic: Slide 6
In: “VA Central Office’s”
Out: “RCLFs”


[on screen]


C/G F/S graphic: Slide 7
In: “From 2000 to 2009”
Out: “percent in FY 2011”









[on screen]





















SLIDE 8

[Camera 2: David]

C/G F/S graphic: Slide 8
In: “During FY 2012”
Out: “VACO feel short of the goal”











[on screen]



























SLIDE 9

[Camera 2: David]

C/G F/S graphic: Slide 9
In: “As the grades go up”
Out: “over the previous years”












[on screen]


























SLIDE 10

[Camera 2: David]

C/G F/S graphic: Slide 10
In: “This is a graph of promotions”
Out: “at the higher GS-15 grade”



















[on screen]



















SLIDE 11 & 12

[Camera 2: David]

C/G F/S graphic: Slide 11
In: “When we look”
Out: “opportunities are scarce”






[on screen]


C/G F/S graphic: Slide 12
In: “Moving to Veterans Benefits”
Out: “their expected promotions”











[on screen]















SLIDE 13

[Camera 2: David]

C/G F/S graphic: Slide 13
In: “So let’s look”
Out: “to this group would be fewer”










[on screen]




























SLIDE 14 & 15

[Camera 2: David]

C/G F/S graphic: Slide 14
In: “In this chart”
Out: “what was expected”






[on screen]


C/G F/S graphic: Slide 15
In: “This slide provides”
Out: “a small difference”



























SLIDE 16

[Camera 2: David]

C/G F/S graphic: Slide 16
In: “Career improvements are”
Out: “by 5 percent”














[on screen]
























SLIDE 17

[Camera 2: David]

C/G F/S graphic: Slide 17
In: “Looking at VHA”
Out: “they are promoted”


















[on screen]









SLIDE 18

[Camera 2: David]

C/G F/S graphic: Slide 18
In: “Looking at VBA”
Out: “of minority women”




















[on screen]
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SLIDE 19

[Camera 2: David]

C/G F/S graphic: Slide 19
In: “Okay, in NCA”
Out: “men seems low”




























[on screen] 










SLIDE 20 & CLOSE

[Camera 2: David]

C/G F/S graphic: Slide 20
In: “For VACO”
Out: “below the White population”






[on screen]

	

OPEN & SLIDE 1

[Camera 2]

David: Hi, I am David Williams, Director of Workforce Analysis in VA’s Office of Diversity Inclusion, with a report on the end of fiscal year 2012 workforce data in VA focusing on representation that is by race, ethnicity, and gender and on promotion rates. 

This information is the foundation for the EEO report which VA sends to the Equal Employment Opportunity Commission annually.
 
The comparison for race/ethnicity and gender is the relevant civilian labor force, or RCLF, which means all of the people from the 2000 census employed in just those occupations relevant to the VA. 

The Diversity Index graph provides an 11-year trend of how well VA has improved to close the gap of groups falling below their expected representation.

The RCLF is in the blue line.

A score of 100 percent signifies no gap between the workforce composition and its RCLF counterpart.














SLIDE 2

[Camera 2]

David: Comparing our workforce to the RCLF, VA overall has two groups common to all three administrations falling below their expected representation: White women and Hispanic women.

However, as we look closer, several other groups may fall below their expected representation (the RCLF) and may be unique by the administration.

For example Black women are below their expected representation in NCA only. 

The proportion of hires by race, ethnicity and gender is the real test of how VA is doing against the relevant civilian labor force.

The hiring proportion is the percentage distribution of the hires into the workforce.






















SLIDES 3 & 4

[Camera 2]

David: As you can see in the VHA, White women and Hispanic men and women fall below their expected representation.

In order to improve the VA-wide onboard representation for White women and Hispanics, the hiring proportions for these groups needs to exceed their respective RCLF.  

In addition, to meet the RCLF, the hiring rate for White and Hispanic women also needs to exceed the separation rate for each group otherwise the White and Hispanic women will continue to fall below their RCLF. 

The picture is similar in VBA: White women, Hispanic women, and Asian women are below their RCLF.

Please note White women have a larger gap with their RCLF as compared with White women in VHA.




















SLIDE 5

[Camera 2]

David: For NCA hiring, eight of the fourteen groups fall below their expected representation: 

For Hispanic men, the concern is whether non-citizen Hispanics inflate the standard.

Preliminary analysis of the 2010 Census data indicates this may be true

In previous years more than two thirds of Hispanic men were hired into blue collar positions.

For fiscal year 2012 about 75 percent were hired into white collar jobs.

There is another problem in NCA: since fiscal year 2000, NCA is the only administration whose diversity index score continues to remain below the ninety percent threshold.

This is a long-term trend and may need some fairly aggressive changes in recruitment to improve its diversity.  

What this means for our EEO plans is that we need to specify very clearly in the plan which group falls below its expected representation so we can focus on it. 

We need to look at specific occupations where groups fall below their expected representation and we need to have specific targeted outreach plans. 

This would include the use of special hiring authorities, use of the diversity student intern program, and all other tools at our disposal.



SLIDES 6 & 7

[Camera 2]

David: VA Central Office’s hires are similar to VBA’s; White women, Hispanic women, and Asian men and women fall below their expected representation.

Let us now shift our focus to people with targeted disabilities.

From 2000 to 2009, the percentage of people with target disabilities in the VA workforce declined and averaged 0.62 percent above the government average.

Since fiscal year 2009, the percent of people with targeted disabilities has been increasing.

In FY 2012, people with targeted disabilities increased to 1.80 percent, up from 1.65 percent in FY 2011.

We expect this trend to continue to increase in subsequent years as more guidance, policies, and targeted outreach programs improve. 



















SLIDE 8

[Camera 2]

David: During FY 2012, according to the right column, VA has exceeded the Secretary’s strategic goal that people with targeted disabilities represent two percent or more of the total hires. 

For FY 2013 and beyond, the Secretary has increased the goal to three percent of hires.

All administrations have been very successful with exceeding their two percent hiring goal.

VACO fell short of the goal.

This will require further analysis to identify and correct any hiring barriers.

More than 50 percent of NCA’s hires were in positions requiring higher than normal activities of various forms which could prevent people with targeted disabilities to qualify for the positions.

There is undoubtedly grade disparity within VA and within the whole Federal government.













SLIDE 9

[Camera 2]

David: As the grades go up, the proportion of Whites increases while the proportions of minority groups decrease.

What we’re trying to determine is if that is the result of current practices or if that is the residue of recruiting for forty years when the civilian labor force was quite different. 

Over the past 10 years diversity at the higher grades has improved.

The pattern you see here has been a common one over the previous years. 

There is one point to note, since FY 2009, the percent of Whites at the GS-15 grade has decreased four percent while Blacks, Hispanics, and Asians have increased four percent, one percent, and two percent respectively.





















SLIDE 10

[Camera 2]

David: This is a graph for promotions of GS 13 to 15 grades, excluding doctors and the nurses, for VHA. 

In a perfect environment we would expect proportion of promotions across race, ethnicity and gender groups to be similar to the onboard proportions by race, ethnicity and gender.

If the promotion proportions falls below the onboard proportions then a trigger occurs.

For VHA, White, Hispanic, and Asian women fall below their onboard proportions.

Compared to the other groups, there is a higher concentration of Asians in Grades 14.

They would have fewer promotion opportunities due to the availability of fewer positions at the higher GS-15 grade.  

Because the differences are relatively small, we can infer from this graph that there is—apparently—no systematic bias by race, national origin, and gender in promotions in the VHA leadership pipeline. 















SLIDE 11 & 12

[Camera 2]

David: When we look at one of their major occupations such as registered nurses, you can see that the promotions are almost comparable.

Again, the majority of the Asian women population is at the top grade or band where promotion opportunities are scarce.

And again, there does not seem to be a systematic bias with promotions.  

Moving to Veterans Benefits, we see in their leadership pipeline, White and Asian women and Black men experience a less than favorable promotion rate in the leadership pipeline.  

Black women in the VBA leadership pipeline are experiencing a significant shift towards more promotions while White women are less than expected.

White men are surpassing their expected promotions.

From this information we can infer there appears to be a potential barrier towards the promotions of White women.

This will require further analysis.

Now, is there bias? 

On an individual promotion, I can’t tell you. 

We can look at the numbers and see that systematically there’s not, but that doesn’t mean that individuals don’t have concerns for their personal positions. 


SLIDE 13

[Camera 2]

David: So let’s look at the largest occupation, Veterans claims examiners.

Promotions for the Black and Hispanic populations are exceeding expectations.

However, promotions for White women and Asians are falling below expectations.

Again, the majority of Asians are at the GS 15 level and thus the number of promotions available to this group would be fewer.

Further analysis is needed to identify barriers affecting the low promotions for White women.  

I’m not going to show you the slide for NCA, the Administration is small and the number of promotions in the leadership pipeline is so tiny that the numbers really don’t support trend analysis. 

I would, however, like to talk about the promotion rate for people with targeted disabilities.

Generally, the promotion rates for people with targeted disabilities are below those with no disability.













SLIDE 14 & 15

[Camera 2]

David: In this chart for the GS 13 to 15 leadership pipeline, the promotion rate for people with targeted disabilities is comparable to the rate for people with no disability.

For employees in grades 7 to 12, the promotion rate for people with targeted disabilities is greater than what was expected.

This year, VA appears to be doing well with promoting people with targeted disabilities. 

This slide provides a comparison of the actual promotions to the expected by occupation.   

For example, of Veterans claims examiners, we expected 93 promotions of people with targeted disabilities.

The actual promotion count was, in fact, 103, better than expected.

For nurses, series 0610, the outcome was pretty good: we expected 20 promotions and only 19 were promoted; a small difference.  

















SLIDE 16

[Camera 2]

David: Career improvements are identified in this slide.

It focuses on the number of people at GS grades 1 through 9 and compares that to the proportion which moved to other occupations with better prospects (a higher-average grade). 

With the exception of White and Black men, there has not been a significant change from the previous year for the other groups.

For White women, their representation in the high grade career tracks decreased by 3 percent, while the representation of White men increased by 5 percent.  

What one can infer is that, with the exception of White and Black men we are NOT doing a good job of getting the word out to lower-grade GS employees.

The VA Learning University deployed a new application called MyCareer@VA more than a year ago.

According to the information from this chart, it appears the MyCareer@VA has not yet made a significant impact on career development at the entry and journeyman level.

Let’s turn our attention, again, to the leadership pipeline.









SLIDE 17

[Camera 2]

David: Looking at VHA, you can see that the average age by grade increases as you go up in grade, indicating work experience is a factor for promotions.

You also can see that White men and women are clearly the dominant groups who are going to be retiring rapidly.

In fact, 31 percent of the White men are eligible to retire. 

Currently 22 percent of White women are retirement eligible.

Most people don’t stay past 65. 

In about five years White women soon will become the most dominant group in the GS leadership pipeline.

Looking at the minority men in orange and the minority women in green, one can see that the predominant presence of these groups is under-55; so as the older-than-55 people retire, the proportion of minorities and White women is going to increase in the leadership pipeline as they are promoted. 

The one thing that is troubling is that the retirement eligibility of minority men is ten percent above that of the minority women and the proportion of minority men is relatively low compared to minority women.

If we are going to reach grade parity, it will require having sufficient minority men in place to take advantage of the promotions that will result from the retirement of the older White men and women.


 SLIDE 18

[Camera 2]

David: Looking at VBA, the picture is the same, but perhaps even more dramatic.

The average age of the VBA leadership pipeline is the youngest of all administrations and VACO.

You can see that 26 percent of White men in blue are already above retirement eligibility and drop off rapidly.

That means that, within a few years, White women will clearly be the predominant group in the VBA leadership pipeline and the average age of the VBA leadership pipeline will decrease within the next five years. 

The interesting thing here is that the minority women in green is close in number to the White men in blue and below age fifty; but the minority men are well below the representation of minority women. 

This is, again, an area that VBA may want to look into to make sure that the training is available for the minority groups to be ready for promotions. 















SLIDE 19

[Camera 2]

David: In NCA, the picture is a little different.

The average age of the NCA leadership pipeline is 54 which is the oldest of all administrations and VACO.

The majority of each group is about Baby Boom age.

White men are clearly the predominant group.

Even though 37 percent are retirement eligible they will still be a predominant group over the next ten years.

White women are well below them at every age group. 

Minority men and women do not have much presence above age 55, only 28 percent of the minority women and 36 percent of the minority men are retirement eligible.

There is a good number of minority women below retirement age and will become an increasingly important factor; for several years, they will be a bigger group than White women. 

Minority men seems low.

This is something that NCA should be looking into, particularly in light of their declining diversity overall. 









SLIDE 20 & CLOSE

[Camera 2]

David: For VACO, White men and women are the predominate groups.

About one-fourth of their presence is retirement eligible.

Minority men and women over age 45 are still way below the White population.

VACO may want to look into it to make sure that the training is available for people to be ready for promotions.  

In my opinion, with the few exceptions previously noted, the information presented provides a good picture and speaks well for fair employment practices in the VA.


























	
CREDITS

Diversity News is produced for the Office of Diversity and Inclusion—a program within the Office of Human Resources and Administration—by the VACO Broadcasting Center, Washington, D.C.

Diversity News is produced solely for the education and communication purposes of the Department of Veterans Affairs and may contain copyrighted or proprietary material that may not be duplicated, redistributed, rebroadcast, or otherwise used without the expressed written approval of the Department of Veterans Affairs or the owner of the material.
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