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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 2013 workforce data in VA focusing on workforce representation by race, ethnicity, and gender and promotion rates by race, ethnicity, and gender. 

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 2010 Census employed in just those occupations relevant to VA.

Prior to 2013, the 2000 Census was the basis for comparison.























SLIDE 1

David: 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 dip in 2013 is due to the change in the Census data which has a higher benchmark for Hispanic and Asian personnel.

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
































SLIDE 2

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

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. 

Further analysis reveals that the growth of the Asian male population is exceeding the growth rate of the entire workforce by a factor of two, while the growth rate for the other three groups falls below the growth rate of the total workforce.

The growth rate for Hispanic males is 3.95 percent, followed by White females at 3.38 percent, and then Hispanic females at 3.25 percent.  



















SLIDE 3

David: With the exception of White men and women, we definitely are getting a good return on our investment in the outreach program.

Based on an applicant’s voluntary disclosure to background survey, where 50 percent of applicants disclosed their background, all groups (except for White males) applied and were selected higher than the respective CLF availability.   


































SLIDE  4

David: When evaluating the SES workforce (excluding Title 38 equivalents), the VA workforce, including temporary employees, is the benchmark for evaluating over- or under-representation of the race, ethnicity, and gender groups.

Ideally one would expect the SES representation to be comparable to the overall VA workforce.

Here we see that Hispanic and White males exceed expectations while the other groups are falling below expectations.






























SLIDE 5

David: VA continues its increasing growth of individuals with targeted disabilities; both for onboard representation and hires.

As of the end of FY 2013, VA leads all cabinet-level Federal agencies in the onboard and hiring of individuals with targeted disabilities.   

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

Because of this achievement, the Secretary increased the goal to three percent of hires for FY 2013 and beyond.

I am pleased to say, although not captured in this slide, VA has already exceeded the Secretary’s three percent hiring goal in the first 6 months of FY 2014.

All administrations have been very successful with exceeding their two percent hiring goal.  The VA Central office fell short of the goal.

Many of the achievements is due to utilization of Special hiring authorities such as Schedule A and increased training and awareness of reasonable accommodations procedures to improve retention of employees with reportable disabilities.
 










SLIDE 6

David: Recall from an earlier chart that White women, Hispanic men and women, and Asian men fell below their expected representation.

In order to improve the VA-wide onboard representation, the hiring proportions for these group needs to exceed their respective RCLF.

For White women, and Hispanic men and women this is not happening.

We saw in an earlier chart that there was a high number of Hispanic applicants.

According to this graph further investigation is warranted to determine why the hires of applicants are falling short of the RCLF.

Additionally, in order for the onboard representation to meet the RCLF, the hiring rate also needs to exceed the total separation rate (voluntary and involuntary) for each group, otherwise the onboard representation for White and Hispanic men and women and Asian men will continue to fall further below their RCLF.     



















SLIDE 7

David: This is a graph of VA internal promotions, which includes Title 5 and Title 38 employees. 

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

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

According to the chart, Black women and Hispanic and Asian men and women fall below their onboard proportions.

Further analysis is necessary to determine what if any systemic barriers might exist.

Compared to the other groups, there is a higher concentration of Asians at grade15, which has no promotion potential.   

Because the difference is 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 8

David: In previous years, individuals with reportable and targeted disabilities suffered lower promotion rates when compared with individuals with no disabilities. 

For fiscal year 2013, promotion rates for individuals with disabilities were higher than individuals with no disabilities.

This is a good story and shows that the investment in the outreach program for individuals with targeted disabilities is yielding a good return.    






















SLIDE 9

David: The next two slides provide statistics on separations from the VA workforce.

Separations are either voluntary or involuntary.  

A voluntary separation is initiated by the employee, such as retirements, death, resignations, or termination in appointments.   

An involuntary separation is initiated by the agency.

Examples are retirement in lieu of involuntary termination, removals, and termination during probation.  

In this slide one sees that White men and women, Native Hawaiian and Pacific Islander women, and American Indian men experience separations exceeding expectations    

The benchmark is the representation of the VA permanent workforce.   

Individuals with targeted disabilities are experiencing the largest voluntary separations, 26 percent higher than its benchmark. 

















SLIDE 10

David: For involuntary separations, individuals with targeted disabilities are separating at an unusually high rate, more than 300 percent higher than its comparative benchmark.

One factor that could possibly account for this high rate is the lack of providing reasonable accommodations, where appropriate. 

Further investigation is needed to determine the root cause.  

Black males also experience an unusually high involuntary separation, more than a 100 percent higher than expected.

Further investigation is necessary.



























SLIDE 11

David: There is undoubtedly a grade disparity within VA.

The graph on the left demonstrates an inverse relationship between grade and racial diversity.

As the grades increase, the representation of groups with historically low participation decreases.  

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

The chart on the right shows how diversity has improved in the leadership pipeline, grade 13 to 15, from fiscal year 2004 to fiscal year 2013.

During the 10-year period, White representation in the leadership pipeline has decreased 6 percent, while the diversity of the other groups has increased.




















 


SLIDE 12 

David: White applicants tend to apply for higher graded GS positions.

Whites represent over 50 percent of all GS-15 applicants.

Similarly, Asian applicants tend to apply for higher graded positions.

For Blacks the trend is reversed; Blacks represent a higher percentage of the applicants at the lower grades.
































SLIDE 13

David: The per capita filing rate at the informal stage decreased from 1.39 percent to 1.26 percent from FY 2012 to 2013, and the formal complaint filing rate decreased from 0.73 percent to 0.61 percent.  

In FY 2013, the number of findings in discrimination remained constant at 38. 

Reprisal, disability, and sex were the most prevalent bases of discrimination in those findings.  

Some corrective strategies to focus on include increasing early resolution of EEO complaints through counseling and Alternative Dispute Resolution, review of findings and incorporating lessons learned into training, and increasing EEO and consultative services.  

























SLIDE 14

David: In summary: 

VA used the 2010 Census civilian labor force data for fiscal year 2013 to identify the groups with less than expected representation; Hispanic males and females, White females, and Asian males.

We saw that as grade level increases diversity decreased.

However, we also saw that diversity in the leadership pipeline has increased within the past 10 years.

The promotions for Hispanic males and females, Black females, and Asian Males and females were below their expected levels.

The group experiencing the highest level of separations where individuals with targeted disabilities

Lastly, VA still experiences a high per capita rate among formal and informal complaints. 



















SLIDE 15

David: Based on the analysis provided and other information how does VA plan to eliminate barriers to equal employment opportunities?

First, we must improve the applicant flow data system to identify barriers in the recruitment and leadership development selection processes.

We will perform regression analysis of diversity and inclusion indices with performance to assess the relationship.

The initial plan focuses on a cohort of VBA call centers.

We must expand VA’s EEO, diversity and inclusion training portfolio to include cultural competency, employee engagement, unconscious bias, and LGBT training.

We need to implement training evaluation metrics to assess the value and/or return on investment of the training programs.

And finally, VA will implement the Leading Edge Government Performance Project recommendation to create a Diversity and Inclusion Council at the Federal level.
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David: In conclusion, the information presented provides a good picture and speaks well for fair employment practices in the VA.

The Secretary is committed to support all efforts to eliminate barriers to equal employment opportunities at the Department of Veterans Affairs.
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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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