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OPEN

THOMAS:  Welcome to a special edition of Diversity News.

I’m Thomas Middleton. 

CAMILLE:  And I’m Camille Whitfield. 

RYAN:  Hello, I’m Ryan Pugh.

We are Analysts in VA’s Office of Diversity and Inclusion, ODI.

In this episode of Diversity News, we will present the State of Agency for Fiscal Year 2014.

THOMAS:  This information is the foundation for the Equal Employment Opportunity report which VA sends to the Equal Employment Opportunity Commission annually.

[Thomas, turn to Camera 3]






















SLIDE 1

[Camera 3]

THOMAS:  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.

Despite that minor nuance in the data, VA is trending upward.

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



























SLIDE 2

[Camera 3]

THOMAS:  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.

This is consistent through each administration.

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 for the first time the growth rate for all the historically under-represented groups exceed the growth of the VA workforce while the growth rate for White males and females fell below the growth rate of the VA workforce.  




















SLIDE 3

[Camera 3]

THOMAS:  This graph shows that 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 about half applicants disclosed their background, all the historically under-represented groups applied at a high rate compared to the CLF.

While the selection rates for some groups are lower than their application rate, all selections were above the CLF availability.





























SLIDE  4

[Camera 3]

THOMAS:  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 were 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 5

[Camera 3]

Camille:  When evaluating the SES workforce, which in this case excludes Title 38 equivalents, the VA permanent workforce is the benchmark for evaluating less than expected participation of the race, ethnicity, and gender--or REG--groups.

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

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

In fact, White males are nearly double the benchmark.

This is the leading cause for all the other groups--except for Hispanic males--to fall below their expected participation.  











 









SLIDE 6

[Camera 3]

Camille:  This slide depicts our achievements for individuals with targeted disabilities or IWTDs.

The Secretary established a two percent onboard goal and a three percent hiring goal for IWTDs.

In Fiscal Year 2014, VA exceeded the onboard goal by point 10 percent and the hiring goal by point 27 percent.

The participation of IWTDs continues to grow.  

In addition, the participation of IWTDs in the VA workforce is double the government average. 

Many of the achievements are due to the utilization of special hiring authorities, such as Schedule A.

Also, VA increased its training and awareness of reasonable accommodation procedures to improve retention of employees with reportable disabilities.
















SLIDE 7

[Camera 3]

Camille:  Now, let’s discuss VA’s internal promotions of GS/GM and Title 38 employees. 

In a perfect environment, we would expect the distribution of promotions across REG groups to be proportional to their onboard distribution as of the end of the previous fiscal year which is the benchmark.

According to the chart, internal promotion distributions for Hispanic, White, Black and Asian females all fall below the benchmark.

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

The lower promotion distribution for Asians is primarily due to a higher concentration at the GS15 level. 























SLIDE 8

[Camera 3]

Camille:  Now looking at internal promotions by disability status, we see in fiscal year 2014 the promotion distribution for individuals with disabilities were higher than the onboard pool; however, the same cannot be said for individuals with no disabilities.      


























SLIDE 9

[Camera 3]

Camille:  The next two slides provide statistics on separations from the VA workforce both voluntarily and involuntarily.  

A voluntary separation is an action initiated by the employee, such as retirements, death, resignations, termination in appointments or when an appointment expires, or other separations.   

An involuntary separation is an action initiated by the agency.

Examples are retirement and resignation in lieu of involuntary action, removals, and terminations.

In this slide on voluntary separations, we see that White males and females, Native Hawaiian/Pacific Islander and American Indian males have high separations when compared to their participation in the VA permanent workforce.   

IWTDs are also experiencing high voluntary separations. 
















SLIDE 10

[Camera 3]

Camille:  For involuntary separations, IWTDs are separating at an extremely high rate, more than 300 percent higher than its comparative benchmark.

When looking at the REG groups, we see Black males also experience exceptionally high involuntary separations, more than 200 percent higher than expected.

Further investigation is necessary.

Other groups experiencing high involuntary separations are Hispanic and White males, Black females, and American Indian/Alaska Native males.


























SLIDE 11

[Camera 3]

Ryan:  We’re now going to examine GS grades 1 through 15.

The graph on the right displays the racial disparity of these grades and, as you can see, there is a grade disparity within VA.

This graph shows that as the GS grade increases, the representation of groups with historically less than expected participation rates decreases.  

Despite this disparity, the chart on the right shows how diversity has improved in the leadership pipeline, grades 13 through 15, from FY 2004 to FY 2014.

During this 10-year period, White participation in the leadership pipeline has decreased by roughly 6 percent, while the diversity of the other racial groups has increased.

Additionally, the growth rate of the groups with historically less than expected participation rates was more than the growth rate of the GS 13 through 15 national growth rate.

This is a positive indication that VA is moving in the right direction.













SLIDE 12 

[Camera 3]

Ryan:  Finally, let’s transition over to complaints.

The per capita filing rate of complaints at the informal stage increased from 1.26 percent in FY 2013 to 1.33 percent in FY 2014.

The formal complaint filing rate remained the same at 0.61 percent.  

Both the informal and formal per capita rates remained above the government average.

In FY 2014, there were 73 findings of discrimination.

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























SLIDE 13

[Camera 3]

Ryan:  Let’s recap.

We saw from the previous charts that VA has less than expected participation rates for 4 REG groups when compared to the RCLF:  Hispanic males and females, White females, and Asian males.

We discovered that promotions for Hispanic, White, Black and Asian females, and Asian males were below their expected levels.

Also we saw that with the exception of Hispanic and White males, all other groups fell below their expected representation in the SES workforce. 

Additionally, the group experiencing the highest level of separations where individuals with targeted disabilities.

We saw that as grade level increases, diversity decreases; however, we also saw that diversity in the leadership pipeline has increased within the past 10 years.

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














SLIDE 14

[Camera 3]

Ryan:  Good news!

VA has created a plan to eliminate those identified barriers.

One of the things VA plans to do is refine the applicant flow system to further identify barriers in the recruitment and selection process.

Also, recognizing that we all have biases that we may not be aware of and need to overcome, we plan to roll out the unconscious bias training for all employees.

We will expand the ODI and VA Learning University “MyCareer@VA Days” program to five additional facilities.

This program helps to facilitate career advancement for all groups.

In addition, VA will enhance its process to promote timely resolution of pending cases that may result in findings.  


















SLIDE 15

[Camera 3]

Ryan:  VA will launch a structured anti-harassment program and program office in the Office of Resolution Management.

VA is also implementing a Memorandum of Understanding with the African American Federal Executive Association and the Asian American Government Executives Network to help promote diversity in VA leadership positions and development programs.

VA will track disciplinary and corrective actions taken against responsible management officials when there has been a finding of discrimination as stated in a memo from the Assistant Secretary for Human Resources and Administration dated June 2014.

Last but not least, and probably most importantly, employees will support MyVA initiatives to transform VA’s organizational culture.

[TURN TO CAMERA TWO]


















CLOSE

[Camera 2]

RYAN:  In closing, the information presented provides a good picture of VA’s EEO Program.

For a full list of triggers and plans to eliminate those triggers, please take a look at the MD-715 available on ODI’s Web site at the address shown below.  

CAMILLE:  The Secretary remains committed and supportive of all efforts to eliminate barriers to equal employment opportunities at the Department of Veterans Affairs.

THOMAS:  That’s all we have for this edition.

Thanks for watching…see you next time!



























	
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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