Special Emphasis Program Start-up Tool-kit

Resources
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Event Ideas
· Lunch and Learns.
· Cultural Competency Trainings.
· Coordination with other LGBT Groups in the Community.
(churches, college clubs, PFLAG, State LGBT advocacy groups)
Examples of slogans:
· “VA Embraces Our LGBT Employees and Customers.”
· “We Serve, All Who Served.”
· “One VA, We Serve with Pride.”                         
 Examples of Brochures, Posters and Flyers: 
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Hand-outs
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Training Resources
HRC's Healthcare Equality Index
Out and Equal in the Workplace Advocates
Executive Order 13583


Vol. 76 Tuesday, 


No. 163 August 23, 2011 


Part III 


The President 


Executive Order 13583—Establishing a Coordinated Government-Wide 
Initiative to Promote Diversity and Inclusion in the Federal Workforce 
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Presidential Documents


52847 


Federal Register 


Vol. 76, No. 163 


Tuesday, August 23, 2011 


Title 3— 


The President 


Executive Order 13583 of August 18, 2011 


Establishing a Coordinated Government-Wide Initiative to 
Promote Diversity and Inclusion in the Federal Workforce 


By the authority vested in me as President by the Constitution and the 
laws of the United States of America, and in order to promote the Federal 
workplace as a model of equal opportunity, diversity, and inclusion, it 
is hereby ordered as follows: 


Section 1. Policy. Our Nation derives strength from the diversity of its 
population and from its commitment to equal opportunity for all. We are 
at our best when we draw on the talents of all parts of our society, and 
our greatest accomplishments are achieved when diverse perspectives are 
brought to bear to overcome our greatest challenges. 


A commitment to equal opportunity, diversity, and inclusion is critical 
for the Federal Government as an employer. By law, the Federal Government’s 
recruitment policies should ‘‘endeavor to achieve a work force from all 
segments of society.’’ (5 U.S.C. 2301(b)(1)). As the Nation’s largest employer, 
the Federal Government has a special obligation to lead by example. Attaining 
a diverse, qualified workforce is one of the cornerstones of the merit-based 
civil service. 


Prior Executive Orders, including but not limited to those listed below, 
have taken a number of steps to address the leadership role and obligations 
of the Federal Government as an employer. For example, Executive Order 
13171 of October 12, 2000 (Hispanic Employment in the Federal Govern-
ment), directed executive departments and agencies to implement programs 
for recruitment and career development of Hispanic employees and estab-
lished a mechanism for identifying best practices in doing so. Executive 
Order 13518 of November 9, 2009 (Employment of Veterans in the Federal 
Government), required the establishment of a Veterans Employment Initiative. 
Executive Order 13548 of July 26, 2010 (Increasing Federal Employment 
of Individuals with Disabilities), and its related predecessors, Executive Order 
13163 of July 26, 2000 (Increasing the Opportunity for Individuals With 
Disabilities to be Employed in the Federal Government), and Executive 
Order 13078 of March 13, 1998 (Increasing Employment of Adults With 
Disabilities), sought to tap the skills of the millions of Americans living 
with disabilities. 


To realize more fully the goal of using the talents of all segments of society, 
the Federal Government must continue to challenge itself to enhance its 
ability to recruit, hire, promote, and retain a more diverse workforce. Further, 
the Federal Government must create a culture that encourages collaboration, 
flexibility, and fairness to enable individuals to participate to their full 
potential. 


Wherever possible, the Federal Government must also seek to consolidate 
compliance efforts established through related or overlapping statutory man-
dates, directions from Executive Orders, and regulatory requirements. By 
this order, I am directing executive departments and agencies (agencies) 
to develop and implement a more comprehensive, integrated, and strategic 
focus on diversity and inclusion as a key component of their human resources 
strategies. This approach should include a continuing effort to identify and 
adopt best practices, implemented in an integrated manner, to promote 
diversity and remove barriers to equal employment opportunity, consistent 
with merit system principles and applicable law. 
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Sec. 2. Government-Wide Diversity and Inclusion Initiative and Strategic 
Plan. The Director of the Office of Personnel Management (OPM) and 
the Deputy Director for Management of the Office of Management and Budget 
(OMB), in coordination with the President’s Management Council (PMC) 
and the Chair of the Equal Employment Opportunity Commission (EEOC), 
shall: 


(a) establish a coordinated Government-wide initiative to promote diversity 
and inclusion in the Federal workforce; 


(b) within 90 days of the date of this order: 
(i) develop and issue a Government-wide Diversity and Inclusion Strategic 
Plan (Government-wide Plan), to be updated as appropriate and at a min-
imum every 4 years, focusing on workforce diversity, workplace inclusion, 
and agency accountability and leadership. The Government-wide Plan 
shall highlight comprehensive strategies for agencies to identify and remove 
barriers to equal employment opportunity that may exist in the Federal 
Government’s recruitment, hiring, promotion, retention, professional devel-
opment, and training policies and practices; 


(ii) review applicable directives to agencies related to the development 
or submission of agency human capital and other workforce plans and 
reports in connection with recruitment, hiring, promotion, retention, pro-
fessional development, and training policies and practices, and develop 
a strategy for consolidating such agency plans and reports where appro-
priate and permitted by law; and 


(iii) provide guidance to agencies concerning formulation of agency-specific 
Diversity and Inclusion Strategic Plans prepared pursuant to section 3(b) 
of this order; 
(c) identify appropriate practices to improve the effectiveness of each 


agency’s efforts to recruit, hire, promote, retain, develop, and train a diverse 
and inclusive workforce, consistent with merit system principles and applica-
ble law; and 


(d) establish a system for reporting regularly on agencies’ progress in 
implementing their agency-specific Diversity and Inclusion Strategic Plans 
and in meeting the objectives of this order. 
Sec. 3. Responsibilities of Executive Departments and Agencies. All agencies 
shall implement the Government-wide Plan prepared pursuant to section 
2 of this order, and such other related guidance as issued from time to 
time by the Director of OPM and Deputy Director for Management of OMB. 
In addition, the head of each executive department and agency referred 
to under subsections (1) and (2) of section 901(b) of title 31, United States 
Code, shall: 


(a) designate the agency’s Chief Human Capital Officer to be responsible 
for enhancing employment and promotion opportunities within the agency, 
in collaboration with the agency’s Director of Equal Employment Opportunity 
and Director of Diversity and Inclusion, if any, and consistent with law 
and merit system principles, including development and implementation 
of the agency-specific Diversity and Inclusion Strategic Plan; 


(b) within 120 days of the issuance of the Government-wide Plan or 
its update under section 2(b)(i) of this order, develop and submit for review 
to the Director of OPM and the Deputy Director for Management of OMB 
an agency-specific Diversity and Inclusion Strategic Plan for recruiting, hir-
ing, training, developing, advancing, promoting, and retaining a diverse work-
force consistent with applicable law, the Government-wide Plan, merit system 
principles, the agency’s overall strategic plan, its human capital plan prepared 
pursuant to Part 250 of title 5 of the Code of Federal Regulations, and 
other applicable workforce planning strategies and initiatives; 


(c) implement the agency-specific Diversity and Inclusion Strategic Plan 
after incorporating it into the agency’s human capital plan; and 


(d) provide information as specified in the reporting requirements devel-
oped under section 2(d). 
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Sec. 4. General Provisions. (a) Nothing in this order shall be construed 
to impair or otherwise affect: 


(i) authority granted to a department or agency or the head thereof, includ-
ing the authority granted to EEOC by other Executive Orders (including 
Executive Order 12067) or any agency’s authority to establish an inde-
pendent Diversity and Inclusion Office; or 


(ii) functions of the Director of OMB relating to budgetary, administrative, 
or legislative proposals. 
(b) This order shall be implemented consistent with applicable law and 


subject to the availability of appropriations. 


(c) This order is not intended to, and does not, create any right or benefit, 
substantive or procedural, enforceable at law or in equity by any party 
against the United States, its departments, agencies, or entities, its officers, 
employees, or agents, or any other person. 


THE WHITE HOUSE, 
August 18, 2011. 


[FR Doc. 2011–21704 


Filed 8–22–11; 11:15 am] 


Billing code 3195–W1–P 
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VA Directive 5975


Department of Veterans Affairs 
Washington, DC 20420 


VA Directive 5975 
Transmittal Sheet 
 March 29, 2013 


 


 
 


 
DIVERSITY AND INCLUSION 


 
1. REASON FOR ISSUE:  To revise the title and update Department of Veterans 
Affairs (VA) Directive 5975, Diversity Management and Equal Employment 
Opportunity, to promote workforce diversity and workplace inclusion under 
Executive Order (EO) 13583 “Establishing a Coordinated Government-wide 
Initiative to promote Diversity and Inclusion in the Federal Workforce,” and 
applicable laws, regulations, and directives. 
 
2. SUMMARY OF CONTENTS/MAJOR CHANGES:  This Directive updates 
policies, program requirements, and responsibilities for VA’s diversity and 
inclusion programs, including building a model Equal Employment Opportunity 
(EEO) program that integrates Affirmative Employment, Special Emphasis, 
Reasonable Accommodation, and Diversity and Inclusion programs.  It also 
reflects the reorganization and renaming of the office that leads and manages 
VA’s diversity and inclusion program.  The major changes include the following: 
 


a. Change the name of the VA’s Office of Diversity Management and Equal 
Employment Opportunity to the Office of Diversity and Inclusion (ODI). 


 
b. Update and align VA’s Diversity and Inclusion policy and programs with 


the Government-wide Diversity and Inclusion Strategic Plan under EO 13583, 
and reflect VA’s Diversity and Inclusion Strategic Plan goals to:  build workforce 
diversity, cultivate workplace inclusion, and facilitate outstanding public service 
through education and accountability. 


 
c. Designate the Deputy Assistant Secretary for ODI as the VA Chief 


Diversity Officer in accordance with EO 13583 and describe the role and 
responsibilities of ODI. 


 
d. Clarify the roles and responsibilities of Administrations and Staff Office 


officials, and their respective EEO or Diversity and Inclusion Offices. 
 


e. Establish new programs and initiatives to address emerging diversity and 
inclusion issues including, but not limited to, the VA Diversity Council, the 
Lesbian, Gay, Bisexual, Transgender special emphasis program, and Diversity 
and Inclusion training. 


 
3. RESPONSIBLE OFFICE:  VA Office of Diversity and Inclusion (06). 
 
4. RELATED HANDBOOKS:  VA Handbook 5975.1, Processing Requests for 
Reasonable Accommodation from Employees and Applicants with Disabilities 
and VA Handbook 5975.2, Diversity and Equal Employment Opportunity 
Program Evaluation. 







 
 


 
5. RESCISSIONS: VA Directive 5975, Diversity Management and Equal 
Employment Opportunity, March 6, 2007. 
 
 
CERTIFIED BY:                                        BY DIRECTION OF THE SECRETARY  
                                                                  OF VETERANS AFFAIRS: 
 
 
/s/        /s/ 
Roger W. Baker Rafael A. Torres 
Assistant Secretary for  
Information and Technology 


Acting  Assistant Secretary for 
Human Resources and Administration 


 
Distribution: 
ELECTRONIC DISTRIBUTION ONLY 
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DIVERSITY AND INCLUSION 
 


1.  PURPOSE.  This Directive establishes the Department of Veterans Affairs’ 
(Department or VA) policy, program requirements, and coordinated 
responsibilities for workforce diversity and inclusion in accordance with (1) 
Executive Order (EO) 13583, “Establishing a Coordinated Government-wide 
Initiative to Promote Diversity and Inclusion in the Federal Workforce,”  (2) the 
Government-wide Diversity and Inclusion Strategic Plan, (3) the VA Diversity and 
Inclusion Strategic Plan, and (4) applicable equal employment opportunity (EEO) 
laws, regulations and directives.  VA’s diversity and inclusion goals are to:  (1) 
build a diverse, high performing workforce that reflects all segments of society, 
(2) cultivate a flexible, collaborative, and inclusive work environment that 
leverages diversity and empowers all contributors, and (3) facilitate outstanding, 
culturally competent public service and stakeholder relations through effective 
leadership and accountability.  The principles associated with the strategic goals 
of the VA Diversity and Inclusion Plan are described below: 
 


a. A diverse workforce.  VA defines diversity broadly to include all the 
qualities and characteristics that make individuals unique.   Foundational to VA’s 
diversity and inclusion program is a strong and unwavering commitment to EEO 
in the workplace.  EEO refers to the Federal laws, regulations and EOs that 
prohibit discrimination in the terms, conditions, or privileges of employment on 
the bases of race, color, religion, sex (including pregnancy and gender identity), 
sexual orientation, national origin, age, disability, genetic information, or 
retaliation for opposing discriminatory practices or participating in protected 
activity.  VA also includes culture, family status, educational background, 
organizational level, socioeconomic status, cognitive diversity (i.e., diversity of 
thought) and more in this definition.  VA will draw on the talents and knowledge 
of all groups in our society to achieve diverse perspectives and deliver greater 
performance outcomes. 


 
b. An inclusive workplace.  VA understands that EEO is essential to create 


an engaged, high performing workforce for the 21st Century, but that the 
government must go beyond legal requirements to have a fully inclusive 
workplace.  The Department must not only recruit a diverse workforce reflective 
of our global society, but also leverage the diverse talents and perspectives of all 
its human resources.  While VA’s diversity and inclusion program is firmly rooted 
in the legal foundation, it goes beyond the legal requirements to adopt a broader, 
proactive approach to achieve full participation, engagement, and retention of its 
employees to achieve the best performance outcomes.  Inclusion is the means 
by which organizations can achieve full participation and harvest the 
performance advantages that workforce diversity offers.  Special emphasis 
programs serve to promote inclusion by addressing the barriers that inhibit the 
full participation of specific groups.  Achieving workplace inclusion requires 
deliberate strategies such as flexible work schedules, transparent decision-
making, multi-directional (360˚) communications, participatory work processes, 
constructive conflict management, continuous learning, career/leadership 
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development, equitable awards systems, and shared accountability.   
Accessibility and reasonable accommodation for people with disabilities are not 
only inclusion strategies, they are legal requirements.  Consistent with EO 13583 
and Goal 2 of the Government-wide Diversity and Inclusion Strategic Plan, VA 
will cultivate a culture that encourages collaboration, flexibility, and fairness to 
enable individuals to contribute to their full potential. 


 
c. Outstanding public service.  To meet the complex needs of a changing 


Veteran population, VA must cultivate a diverse, culturally competent workforce 
that draws on the talents and perspectives of an increasingly diverse society.  
According to research, a diverse workforce yields greater productivity, greater 
innovation, and improved performance outcomes when diverse talents are 
leveraged and different points of view are encouraged.  This is the business case 
for diversity and inclusion that VA subscribes to, in addition to the legal and 
social imperatives.  To fully engage our diverse workforce, VA must equip our 
managers and supervisors with the knowledge, tools, and strategies that promote 
cultural competence in the workforce and ensure leadership accountability, 
transparent communications, and effective stakeholder relationships at all levels.  
Consistent with EO 13583 and Goal 3 of the Government-wide Diversity and 
Inclusion Strategic Plan, VA will develop strategies and tools that enable leaders 
to effectively leverage diversity and sustain a culture of inclusion.   
 
2. POLICY.  VA is committed to EEO, workforce diversity, and workplace 
inclusion.  To that end, VA shall: 
 


a. Build a diverse, high performing workforce that reflects all segments 
of society. 


 
(1) Ensure equal opportunity in employment for applicants, employees, 


former employees, and individuals doing business with VA by eradicating 
unlawful barriers to employment and performing affirmative employment activities 
in accordance with law. 


 
(2) Prohibit discrimination on the basis of race, color, religion, national origin, 


sex, pregnancy, gender identity, sexual orientation, parental status, marital 
status, age, disability, genetic information, political affiliation, and retaliation for 
opposing discriminatory practices, participating in the discrimination complaint 
process, or other protected activity such as “whistle-blowing.” 


 
(3) Establish and maintain a model EEO Program built on the six essential 


elements as provided by U.S. Equal Employment Opportunity Commission 
(EEOC) Management Directive 715 (MD 715).  The six essential elements for a 
Model EEO Program are: 


 
(a) Demonstrated commitment by agency leadership 
(b) Integration of EEO into agency’s strategic mission 
(c) Management and program accountability 
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(d) Proactive prevention of unlawful discrimination 
(e) Efficiency of the EEO program 
(f) Responsiveness and legal compliance. 
 
b. Cultivate a flexible, collaborative, and inclusive work environment 


that leverages diversity and empowers all contributors. 
 
(1) Provide timely and effective religious accommodation, and reasonable 


accommodation to applicants and employees with disabilities in accordance with 
applicable laws, regulations, and directives. 


 
(2) Establish and maintain special emphasis programs to address the unique 


needs of specific groups and eliminate barriers that inhibit the full participation 
and advancement of these groups in the workplace.  Special emphasis programs 
include, but are not limited to: the Disabled Veterans Affirmative Program; 
Federal Women’s Program; Hispanic Employment Program; People with 
Disabilities Program; Asian American and Pacific Islander Program; African 
American Program; American Indian/Alaska Native/Native Hawaiian Program; 
and Lesbian, Gay, Bisexual, and Transgender Program.  These and other special 
emphasis programs are authorized as necessary to carry out the functions of a 
continuing affirmative program to promote equal opportunity  and eliminate 
discriminatory practices and policies, in accordance with 29 CFR Part 1614.102. 


 
(3) Support continuous learning and career/leadership development for all 


segments of the workforce and eliminate identified barriers to career 
advancement. 


 
(4) Resolve workplace disputes at the earliest possible stage, utilizing 


alternative dispute resolution (ADR) processes whenever possible and 
appropriate to resolve conflict constructively. 


 
c. Facilitate outstanding, culturally competent public service and 


stakeholder relations through effective leadership and accountability. 
 
(1) Ensure that the public and recipients of VA services have full accessibility 


to VA’s programs and services by complying with Federal accessibility 
requirements, including but not limited to Section 504 of the Rehabilitation Act; 
Title VI of the Civil Rights Act; Title IX of the Education Amendments; and 
Executive Order 13166, Limited English Proficiency. 


 
(2) Educate the VA workforce on EEO, diversity and inclusion, and cultural 


competency principles and practices, including ensuring that all employees  
complete Prevention of Workplace Harassment and No FEAR Training within 90 
days of employment and biennially thereafter. 


 
(3) Educate executives, managers, and supervisors on EEO, reasonable 


accommodation, disability employment, diversity and inclusion, cultural 
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competency, and conflict management.  All executive, managers, and 
supervisors will complete EEO, Diversity and Inclusion, and Conflict 
Management Training biennially.   


 
(4) Hold all executives, managers, and supervisors accountable for 


maintaining diverse and inclusive organizations through a performance element 
in annual performance plans.  Consistent with the Inspector General’s 
independent authority under the Inspector General Act of 1978 (amended), the 
IG will determine how OIG executives, managers, and supervisors are held 
accountable for maintaining diversity and inclusion. 


 


(5) Build and sustain positive internal and external stakeholder relationships 
through mutually beneficial outreach, collaborations, and partnerships. 
 
3. RESPONSIBILITIES  


 


a. Secretary of Veterans Affairs.  With respect to this Directive, the 
Secretary of VA shall: 


 
(1) Enforce and ensure accountability for the Department’s diversity and 


inclusion goals and objectives in accordance with applicable anti-discrimination 
statutes, executive orders, VA policies and the VA Diversity and Inclusion 
Strategic Plan. 
 


(2) Issue annual policy statements to all VA employees prohibiting 
discrimination, promoting diversity and inclusion, supporting related training, 
encouraging alternative dispute resolution (ADR), and addressing related 
workforce protections. 


 
(3) Incorporate diversity and inclusion principles as integral parts of the VA 


strategic plan and in all aspects of VA’s mission to achieve optimal organizational 
performance and meet the special needs of Veterans and their beneficiaries. 


  
(4) Provide adequate resources to support the goals of this Directive and 


maintain a continuing affirmative program to promote EEO in accordance with 
applicable laws and regulations. 
 


(5) Include a diversity and inclusion performance element in the annual 
performance plans of all members of the Senior Executive Service (SES).   
 


(6) Appoint the Deputy Assistant Secretary for Diversity and Inclusion or the 
Deputy Assistant Secretary for Resolution Management as a standing member of 
the SES Performance Review Board.  
 


(7) Establish, maintain and support the VA Diversity Council by: 
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(a) Appointing senior VA officials from each staff office and administration to 
serve on the Council. 


 
(b) Providing operational and administrative support through the Office of 


Diversity and Inclusion.  
 


(c) Considering Council recommendations in accordance with the Diversity 
Council Charter. 


 
b. VA Diversity Council.  The VA Diversity Council (the Council) is co-


chaired by the Assistant Secretary for Human Resources and Administration 
and the Deputy Assistant Secretary for Diversity and Inclusion and provides 
advice and recommendations to the Secretary of Veterans Affairs on areas 
related to diversity and inclusion.  The Council shall: 


 
(1) Include representatives from each of the Department’s administrations, 


staff offices, national labor unions and other stakeholders including employee 
groups;  


 
(2) Serve as a communications link between the workforce and leadership 


and a forum to share best practices, consider new initiatives, leverage resources, 
and ensure accountability in diversity and inclusion. 


 
(3) Incorporate input from all VA organizational components and stakeholders 


into the VA Diversity and Inclusion Strategic Plan and VA Diversity and Inclusion 
Quarterly and Annual Reports. 


 
(4) Designate members to serve as steering, nominating, and/or judging 


committee members for the Secretary’s Annual Diversity and Inclusion 
Excellence Awards. 


 
(5) Establish sub-committees to address emerging diversity and inclusion 


needs and issues associated with the VA workforce, contractors, and Veterans 
and their beneficiaries.   


 
c. Assistant Secretary for Human Resources and Administration.  The 


Assistant Secretary for Human Resources and Administration (ASHRA) shall: 
 


(1) Oversee and ensure compliance with the policies contained in this 
Directive. 


 
(2) Incorporate the VA Diversity and Inclusion Strategic Plan goals in VA’s 


Human Capital Plan. 
 


(3) Ensure collaboration among key human capital, EEO, and diversity and 
inclusion program officials to identify and eliminate barriers to employment and 
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promotion opportunities consistent with laws, merit principles, and the VA’s 
Diversity and Inclusion Strategic Plan. 
 


(4) Provide resources and support for the VA EEO, diversity and inclusion 
policies, plans, and programs in this Directive. 
 


(5) Communicate EEO, diversity and inclusion policies, plans, programs, and 
initiatives to all VA officials and employees, provide VA-wide oversight, and 
ensure VA-wide compliance and accountability.  
 


(6) Serve as co-chair of the VA Diversity Council with the Deputy Assistant 
Secretary for Diversity and Inclusion. 
 


d. Assistant Secretary for Information and Technology.  The Assistant 
Secretary for Office of Information and Technology (OIT) shall: 


 
(1) Designate an Electronic and Information Technology (EIT) Accessibility 


Officer (508 Officer) to ensure that all EIT hardware and software are fully 
accessible to employees with disabilities in the VA workplace, in compliance with 
Section 508 of the Rehabilitation Act of 1973, as amended. 


 
(2) In accordance with VA’s Reasonable Accommodation policy, ensure that 


reasonable accommodations related to EIT are provided and installed 
expeditiously and properly.  Ensure that OIT practices, policies, and procedures 
facilitate the prompt purchase and installation of EIT accommodations. 


 
(3) Work collaboratively with the ASHRA, the Deputy Assistant Secretary for 


Diversity and Inclusion, the National Reasonable Accommodation Coordinator, 
and 508 Officer to provide legally compliant, timely, and effective reasonable 
accommodations and EIT accessibility services. 


 
e. General Counsel.  The Office of General Counsel (OGC), and Regional 


Counsel as appropriate, shall provide advice on EEO, diversity and inclusion, 
and reasonable accommodation matters. 
 


f. Deputy Assistant Secretary for Diversity and Inclusion.  The Deputy 
Assistant Secretary (DAS) for the Office of Diversity and Inclusion (ODI) shall: 


 
(1) Serve as VA’s Chief Diversity Officer in accordance with EO 13583 and 


advise the Secretary, ASHRA, and other senior leadership on all matters related 
to workforce diversity and inclusion. 


 
(2) Provide oversight and strategic direction for EEO (excluding complaints 


processing and Alternative Dispute Resolution programs and functions), diversity 
and inclusion policies and programs.  


 
(3) Develop and periodically update the VA Diversity and Inclusion 
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Strategic Plan as appropriate and issue the VA Diversity and Inclusion Annual 
Report, and related VA-wide diversity plans and reports.  
 


(4) Establish diversity and inclusion performance measures for SES and other 
employees, and monitor and report on compliance with those standards. 


 
(5) May serve on the Senior Executive Service (SES) Performance Review 


Board and provide input into SES performance appraisals on VA-wide diversity 
and inclusion performance elements. 


 
(6) Provide feedback on Administrations’ and Staff Offices’ EEO and diversity 


and inclusion program performance. 
 


(7) Advise VA leadership and Chief Learning Officer(s)/career development 
officials on strategies to eradicate barriers to EEO in the outreach and selection 
process, and infuse diversity and inclusion content into program curricula.  


 
(8) Co-chair the VA Diversity Council along with the ASHRA.  


 
(9) Direct the VA-wide Diversity and Inclusion Program, including but not 


limited to the following functions: 
 


(a) Perform analyses of VA workforce diversity and organizational 
inclusion, and develop standards and procedures to identify, monitor, and 
eliminate barriers to EEO in all areas including but not limited to recruitment, 
outreach, hiring, promotion, pay levels, separations, disciplinary actions, career 
development, leadership development and other terms and conditions of 
employment. 


 
(b) Manage and maintain an accurate and efficient workforce analysis 


information system that generates reports in the aforementioned areas to include 
applicant flow information. 


 
(c) Produce federally mandated and other VA-wide plans and reports on 


EEO and diversity and inclusion, and review Administration-level EEO and 
diversity and inclusion reports, including those submitted to the White House 
Initiative Offices, Office of Personnel Management, and the Equal Employment 
Opportunity Commission. 


 
(d) Establish Special Emphasis and Affirmative Employment Programs in 


accordance with applicable laws and regulations, and coordinate with other VA 
offices to implement targeted recruitment outreach and retention strategies to 
promote diversity and inclusion throughout VA. 


 
(e) Perform technical assistance reviews and conduct program evaluations 


in headquarters and in the field to ensure compliance with Federal and VA EEO, 
Diversity and Inclusion policies and programs VA-wide. 
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(f)   Direct, implement, and perform compliance oversight for the VA 


Reasonable Accommodation program to maintain an effective and efficient 
process for responding to requests reasonable accommodations in accordance 
with the VA Reasonable Accommodation policy.  Designate a National 
Reasonable Accommodation Coordinator and National Selective Placement 
Coordinator. 


 
(g) Provide training to VA employees on EEO, Disability Employment, 


Reasonable Accommodation, and other diversity and inclusion matters in 
consultation with the VA Learning University (VALU), Corporate Senior Executive 
Service Management Office (CSEMO), HR Academy, Administrations and Staff 
Offices (including Chief Learning Officers and Employee Education System staff), 
and the Office of Resolution Management (ORM), as appropriate.  ODI will serve 
as a subject matter expert and clearinghouse for Departmental diversity and 
inclusion training. 


 
(h) Maintain an effective corporate diversity and inclusion communications 


program to reach a diverse audience throughout VA and raise awareness on 
diversity and inclusion issues.   


 
(i)  Maintain productive relationships and partnerships with employee groups, 


EEOC, OPM, and other internal and external stakeholders to advance VA 
diversity and inclusion goals. 


 
g. Deputy Assistant Secretary for Human Resources Management. The 


DAS for the Office of Human Resources Management (OHRM) shall: 
 
(1) Partner with ODI on efforts to build a diverse workforce and inclusive work 


environment VA-wide and embed diversity and inclusion into OHRM’s mission 
and functions across the department, especially as they relate to targeted 
recruitment outreach, internship programs, career development, employee 
retention, and performance management.  


 
(2) Collaborate with ODI to ensure that human resources policies and 


programs are consistent with EEO and diversity policies and incorporate diversity 
and inclusion strategic goals in VA Human Capital Management Strategic Plan 
and workforce planning. 


 
(3) Provide timely and accurate submissions for Department-level EEO and 


Diversity and Inclusion reports, including those submitted to the White House 
Initiative Offices, Office of Personnel Management, and the Equal Employment 
Opportunity Commission. 


 
(4) Ensure that a Local Reasonable Accommodation Coordinator and 


Selective Placement Coordinator are designated in VA Central Office to serve VA 
Staff Offices.  
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(5) Participate on the VA Diversity Council and, as appropriate, other 


diversity-related work groups and committees. 
  
h. Deputy Assistant Secretary for Office of Resolution Management.  


The DAS for the Office of Resolution Management (ORM) shall: 
 


(1) Collaborate with ODI to ensure EEO complaint processing and ADR 
policies and programs are consistent with the policies in this Directive. 


 
(2) Partner with ODI to perform training, technical assistance site visits and 


EEO program reviews as appropriate.   
 


(3) Provide ODI with timely data on VA’s EEO and ADR programs and trends 
when available. 


 
(4) May serve on the Senior Executive Service (SES) Performance Review 


Board. 
 
(5) Participate on the VA Diversity Council and other ODI program functions. 


 
i. Dean of VA Learning University. The Dean of VA Learning University 


(VALU) shall: 
 
(1) Partner with ODI in analyzing, designing, developing, implementing, and 


evaluating training, mentoring, and career/leadership development programs to 
eliminate barriers to EEO and maintain a diverse, culturally competent, and high 
performing workforce. 


  
(2) Collaborate with ODI to identify and eliminate barriers to EEO in training 


outreach and selection processes and promote diversity in training, mentoring, 
and career/leadership development programs. 


 
(3) Infuse diversity and inclusion concepts, principles, and competencies in 


VA training and education programs. 
 
(4) Participate on the VA Diversity Council and other ODI program functions.   
 
j. Under Secretaries, Assistant Secretaries, and Other Key Officials 


shall: 
 
(1) Adopt and ensure compliance with all VA-wide EEO, diversity and 


inclusion policies, including this Directive. 
 
(2) Implement programs and procedures, including but not limited to 


recruitment outreach, retention, and training programs, in accordance with this 
Directive and with the VA Diversity and Inclusion Strategic Plan. 
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(3) Establish accountability measures for managers and supervisors to 


ensure compliance with this Directive and for advancing the goals and objectives 
of the VA Diversity and Inclusion Strategic Plan. 


 
(4) Designate and hold employees accountable for performing the functions 


of EEO/Diversity Managers, Special Emphasis Program (SEP) Managers, Local 
Reasonable Accommodation Coordinators (LRAC), and Selective Placement 
Coordinators (SPC) throughout their respective organizations.  The number, 
grade level, and status (i.e., full-time or collateral duty) of such staff will depend 
on the size, resources, and EEO/diversity workload of the facility.  However, 
irrespective of these dependencies, the functions, requirements, and 
expectations contained in this Directive must be met. 


 
(5) Ensure that sufficient resources are provided to the aforementioned staff 


and that they possess/have access to the requisite training and knowledge 
required to perform effectively to maintain successful operation of a continuing 
affirmative EEO program in accordance with 29 CFR 1614.101, and to comply 
with the policies in this Directive.  


 
(6) Provide timely and accurate submissions for Department-level EEO and 


Diversity and Inclusion reports, including those submitted to the White House 
Initiative Offices, Office of Personnel Management, and the Equal Employment 
Opportunity Commission.   


 
(7) Comply with ODI data calls, reports, self-assessments, technical 


assistance visits/program reviews, and other requests for information promptly 
and accurately. 


 
(8) Periodically publicize the names, functional titles, and contact information 


for all the aforementioned individuals in an appropriate and accessible manner. 
 


k. EEO/Diversity Staff. Every VA subcomponent and organization must 
have a designated EEO/Diversity Manager, SEP manager, LRAC, SPC 
responsible for meeting the requirements of this Directive.  Designees should 
possess the skills and qualifications to effectively perform the functions outlined 
in this Directive including, but not limited to, barrier analysis; affirmative 
employment planning and reporting; targeted outreach; facilitating diversity and 
inclusion in career development programs; implementing an effective reasonable 
accommodation program; and performing diversity and inclusion training.  


 
l. Local Reasonable Accommodation Coordinator.  The Local 


Reasonable Accommodation Coordinator (LRAC) is responsible for implementing 
procedures for processing requests for reasonable accommodation from 
applicants and employees with disabilities in accordance with VA’s Directive and 
Handbook on “Processing Requests for Reasonable Accommodation” and 
applicable laws and regulations.  The LRAC is responsible for providing 
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information to employees and applicants for employment on matters related to 
processing requests for reasonable accommodation; assisting supervisors and 
management officials with processing requests for reasonable accommodation 
through VA or the Computer/Electronic Accommodations Program (CAP); 
interpreting regulations and statutes; entering request information in the 
automated Reasonable Accommodation Compliance System; and coordinating 
with ODI, OIT, and OGC, as appropriate, to ensure timely and effective 
accommodations are provided.  
 
  m.  Selective Placement Coordinator.  The Selective Placement 
Coordinator (SPC) is responsible for identifying qualified individuals with 
disabilities who are eligible for non-competitive placement to vacant positions 
through the excepted service special hiring authorities (Schedule A or disabled 
Veteran); accepting resumes from applicants with disabilities applying via 
Schedule A; and referring all qualified applicants to the hiring official for Title 5 
vacancies. 
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4. REFERENCES  
 


a. Age Discrimination in Employment Act of 1967, as amended, 29 U.S.C. § 
621-634. 


 
b. Americans with Disabilities Act of 1990, 42 U.S.C. § 12101 et seq.  
 
c. Architectural Barriers Act, 42 U.S.C. 4151 et seq.  
 
d. Civil Rights Act of 1964, as amended, 42 U.S.C. § 2000e et seq.  
 
e. Civil Rights Act of 1991, 42 U.S.C. § 1981(a). 
 
f. Equal Pay Act of 1963, 29 U.S.C. § 206(d).  
 
g. Notification and Federal Employee Antidiscrimination and Retaliation (No 


Fear) Act of  2002.  
 
h. Rehabilitation Act of 1973, as amended, 29 U.S.C. § 791, 793, 794(a) 


sections 503 and 504.  
 
i. Revisions to the Standards for the Classification of Federal Data on Race 


and Ethnicity - published in the Federal Register on October 30, 1997, by the 
Office of Management and Budget.   


 
j. 5 Code of Federal Regulations (CFR) § 213.3102(t), (u) - gives Federal 


agencies special appointing authority governing employment of individuals who 
are mentally disabled (t) and those with severe physical disabilities (u) under 
schedule A and excepted appointment. 


 
k. 5 CFR § 213.3102 (gg) - gives Federal agencies special appointing 


authority governing persons with psychiatric disabilities.  
 


l. 5 CFR § 213.3202(11) - OPM special appointing authority for employment 
of readers, interpreters, and personal assistants for employees with disabilities. 


 
m.  5 CFR § 315.709 - authorizes employees with severe physical disabilities 


and mental retardation to convert to competitive status after completion of two 
years of satisfactory service in their excepted positions. 


 
n. 5 CFR, Part 720, Subpart B establishes the Federal Equal Opportunity 


Recruitment Program (FEORP) in the OPM as a recruiting initiative designed to 
eliminate less than expected representation of minorities and women in the 
Federal service. 


 
o. 5 CFR, Part 720, Subpart C, and also 38 U.S.C. section 4214 - 


establishes the Disabled Veteran Affirmative Action Program (DVAAP) in OPM.. 
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p. 29 CFR, Part 1604 - contains guidelines on discrimination based on 
gender. 


 
q. 29 CFR, Part 1606 - contains guidelines on discrimination based on 


national origin.  
 
r. 29 CFR, Part 1607 - contains the uniform guidelines of employee selection 


procedures. 
   
s. 29 CFR, Part 1614 – Federal Sector Equal Employment Opportunity.  
 
t. EO 11478 - Equal Employment Opportunity in the Federal Government. 
  
u. EO 11625 - National Program for Minority Business Enterprise. 


 
v. EO 11701 - Requirements of Laws Relating to Federal Contractor Job 


Listings. 
 


w. EO 12067- Agency and EEOC Authority and Responsibility. 
 


x. EO 12106 - Transfer of Certain Equal Employment Enforcement Functions 
to EEOC. 
 


y. EO 12250 - Leadership and Coordination of Nondiscrimination Laws. 
 


z. EO 13078 - Increasing Employment of Adults with Disabilities. 
  
aa. EO 13087 – Nondiscrimination based on Sexual Orientation.  
 
bb. EO 13125 - Increasing Participation of Asian Americans and Pacific 


Islanders in Federal Programs. 
 


cc. EO 13145 - Prohibit Discrimination in Federal Employment Based on 
Genetic Information. 
 


dd. EO 13152 – Nondiscrimination based on Parental Status. 
  
ee. EO 13160 - Nondiscrimination on the Basis of Race, Sex, Color, 


National Origin, Disability, Religion, Age, Sexual Orientation, and Status as a 
Parent in Federally Conducted Education and Training Programs. 


  
ff. EO 13163 - Increasing the Opportunity for Individuals with Disabilities to 


be employed in the Federal Government. 
  
gg. EO 13164 - Requiring Federal Agencies to Establish Procedures to 


Facilitate the Provision of Reasonable Accommodation.  
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hh. EO 13166 - Improving Access to Services for Persons with Limited 
English Proficiency. 
 


ii. EO 13171 - Hispanic Employment in the Federal Government. 
 


jj. EO 13187 - President’s Disability Employment Partnership Board. 
 


kk. EO 13230 - Educational Excellence for Hispanics. 
  
ll. EO 13256 - Historically Black Colleges and Universities 


 
mm. EO 13592 – Improving American Indian and Alaska Native Educational 


Opportunities and Strengthening Tribal Colleges and Universities, December 2, 
2011. 
 


nn. EO 13339 - Increasing Opportunity and Improving Quality of Life of 
Asian Americans and Pacific Islanders. 
 


oo. Management Directive 715 issued by EEOC provides policy guidance 
and standards for equal employment programs (effective October 1, 2003).  
 
  6. DEFINITIONS 


 


a. Affirmative employment:  Programs required by 29 CFR 1614, Executive 
Order 11478 and other laws and regulations that prohibit employment 
discrimination based on race, color, religion, sex, national origin, disability, or 
age, and require agencies to promote the full realization of equal employment 
opportunity plans that contain workforce analysis of the distribution of each group 
compared to the benchmark, identifying areas where the group has a low or less 
than expected participation rate, and responsive strategies that address identified 
barriers.  


 
b. Applicant Flow Data:  Information reflecting characteristics of the pool of 


individuals applying for an employment opportunity.  
 
c. Barrier:  An organizational policy, principle, practice, or condition that 


limits or tends to limit employment opportunities for members of a particular 
gender, race, ethnicity, national origin, or disability status. 


 
d. Disability:  A disability is a physical or mental impairment that 


substantially limits one or more major life activities, has a record of such 
impairment, or is regarded as having such an impairment.   


 
e. Diversity:  Workforce diversity is characterized by all that makes us 


unique, including but not limited to race, color, national origin, ethnicity, sex, 
sexual orientation, gender identity, religion, disability status, age, and mutable 
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characteristics such as educational background, socioeconomic status, 
organizational level, geographic region, and cognitive/intellectual perspective. 


 
f. Equal Employment Opportunity:  The laws, regulations, and policies 


that prohibit discrimination in the terms, conditions, or privileges of employment, 
on the bases of race, color, religion, sex (including pregnancy and gender 
identity), sexual orientation, national origin, age, genetic information, or 
disability), as well as retaliation for participating in protected activity (reprisal) 
(see legal references below.   


 
g. Ethnicity:  For the purposes of Federal data collection, ethnicity refers to 


Hispanic or Latino origin, or non-Hispanic.   
 
h. Inclusion:  Practices that enable the full participation and contribution of 


the workforce in support of the mission of the organization by eliminating implicit 
and explicit barriers.  Inclusion involves leveraging the diverse talents and 
attributes of the entire workforce by configuring work opportunities, business 
processes, functional operations, rewards systems, work-life options, 
professional interactions, communications, information-sharing, and decision-
making to empower the full participation of all employees. 


 
i. Less than Expected Representation:  Representation of employees in a 


demographic group which is below their expected representation in the civilian 
labor force or relevant labor force.   


 
j. Model EEO Program:  A program meeting all of the six essential 


elements criteria identified in MD-715. 
 
k. Race:  For the purposes of Federal data collection, single race categories 


include White, American Indian and Alaska Native, Asian American, Black or 
African American, and Native Hawaiian or Other Pacific Islander.  Individuals 
may self-identify in more than one race category.   


 
l. Reasonable accommodation:  Any change in the work environment, 


work processes, or the application process that enable a person with a disability 
to apply for a job, perform the essential functions of a job, or enjoy the benefits 
and privileges of employment, in accordance with the Rehabilitation Act of 1973, 
as amended.  


 
m. Religious accommodation: A change in the work environment or in work  


schedule that enables an individual to adhere to his/her religious practices or 
beliefs. Types of religious accommodations include, but are not limited to: 
modification or adjustment to the work environment to permit and to avoid 
situations prohibited by his/her religion, modification or adjustment of the work 
schedule necessary to enable an employee to worship at designated hours or 
days or avoid working during hours prohibited by the religion, and allowing 
flexible leave, alternative work schedules, religious garb, etc. 
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n. Section 501 Program:  The affirmative program plan that each agency is 


required to maintain under section 501 of the Rehabilitation Act to provide 
individuals with disabilities adequate hiring, placement, and advancement 
opportunities. 


 
o. Special Appointing Authority:  Merit system hiring authorities that allow 


some flexibility useful for overcoming underrepresentation, including 
noncompetitive and excerpted service appointments.  


 
p. Special Emphasis Program (SEP):  Programs authorized under 29 CFR 


1614.102 (b)(4) to address the unique needs of specific demographic groups with 
low or less than expected representation in the workforce (e.g., People With 
Disabilities Program, Federal Women's Program and Hispanic Employment 
Program), as may be necessary to eliminate discriminatory practices and carry 
out the functions described in the EEO regulations in all organizational units of 
the agency.  SEP functions include, but are not limited to, performing workforce 
analyses to identify and eradicate barriers to EEO, participating in job fairs, 
performing training, implementing mentoring programs, issuing educational 
communications, and conducting special observance programs to facilitate 
targeted outreach, retention, and understanding of any barriers for diverse 
groups. 


 
q. Special Emphasis Program Observances:  Executive or Congressional 


mandated calendar event, such as Black History Month, designated to recognize 
the historical contributions and current achievements and issues of a specific 
demographic group in our society.  Supporting activities may include workshops, 
round-table discussions, employee development training, subject-matter guest 
speakers, and programs to enhance cross-cultural awareness.   


 
r. Targeted Disabilities:  Agencies are instructed by EEOC to set hiring 


goals and report progress in their employment of people with targeted disabilities.  
They are deafness, blindness, missing extremities, partial paralysis, complete 
paralysis, epilepsy, severe intellectual disabilities, psychiatric disabilities, and 
dwarfism.   
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Message from the Chief Human Capital Officer 
 
 
Employees are the foundation of the Department of Veterans Affairs (VA) and the key to 
its success, and there is an obvious connection between the quality of VA’s workforce 
and the quality of VA’s programs and services. 
  
In order to ensure a continuous high level of care and service to Veterans, VA must 
recruit, retain, develop, and engage the best people possible.  To do so, VA must 
cultivate a diverse workforce and an inclusive work environment—an environment in 
which all employees can contribute to the maximum extent possible to VA’s success. 
  
VA’s Office of Diversity and Inclusion (ODI) has the primary responsibility of providing 
leadership and guidance for the Department’s diversity and inclusion initiatives, and 
VA’s Diversity Council (VADC) serves as a forum to share best practices, consider new 
initiatives, monitor progress, leverage resources, and ensure accountability.  Because of 
the important roles that they play, ODI and the VADC were tasked with revising the 
Department’s Strategic Plan for Diversity and Inclusion, in response to the President’s 
call for a more comprehensive, integrated, and strategic focus on diversity and 
inclusion. 
  
In the pages that follow are an overview of the current state of VA with respect to 
diversity and inclusion, along with goals, objectives, strategies, initiatives, and measures 
of progress for the Department’s revised diversity and inclusion strategic plan.  Over the 
next few years, this plan will serve as a guide for the Department’s efforts to create and 
maintain a diverse, results-oriented, high-performing workforce; cultivate a flexible and 
inclusive work environment; facilitate outstanding service to our Nation’s Veterans; and 
ensure agency accountability and leadership. 
 
 
 
 
John U. Sepúlveda 
Assistant Secretary for Human Resources and Administration 
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Foreword 
 


By the Deputy Assistant Secretary for Diversity and Inclusion 
 


 
In 2008, ODI embarked on a groundbreaking effort to change the dialogue about 
diversity and inclusion in the public sector and usher in a new paradigm linked to 
organizational performance.  This new paradigm championed two inextricably 
intertwined precepts: equal employment opportunity (EEO) is foundational to an 
effective diversity management program; and diversity and inclusion are essential to 
high performance in the 21st century.  VA remains unequivocally committed to ensuring 
equal opportunity in the workplace.  We also understand that EEO is essential but not 
sufficient to create a high-performing organization in this millennium.   
 
VA defines diversity in its broadest context to include all that makes us unique: race, 
color, gender, religion, national origin, age, disability status, culture, sexual orientation, 
gender identity, parental status, educational background, socioeconomic status, 
intellectual perspective, organizational level, and more.  By doing so, we are able to 
harvest the full performance advantages our diversity offers.  Inclusion is the means by 
which we harvest this talent.  It is the deliberate effort to leverage diversity and 
empower all voices to contribute to the mission. 
 
The change in paradigm began by restructuring and renaming our office to reflect the 
more proactive mission of the new Office of Diversity and Inclusion.  That same year, 
ODI set out to lead the development of VA’s first strategic plan for diversity and 
inclusion.  In 2009, the VA Diversity and Inclusion Strategic Plan for FY 2009–2013 was 
published.  The plan attracted the attention of other Federal agencies, as well as the 
U.S. Equal Employment Opportunity Commission (EEOC) and Office of Personnel 
Management (OPM).  A year later, OPM convened an interagency task force to develop 
the Federal sector’s first Government-Wide Diversity and Inclusion Strategic Plan, 
largely modeled after VA’s Plan.  This work culminated in President Barack Obama 
issuing Executive Order 13583, ―Establishing a Coordinated Government-Wide Initiative 
to Promote Diversity and Inclusion in the Federal Workforce‖ in 2011. 
  
In addition to establishing a government-wide initiative, the Executive Order directed 
individual agencies to develop their own diversity and inclusion strategic plans 
consistent with the government-wide plan, the agency’s overall strategic plan, human 
capital plan, applicable laws and Merit System Principles.  The government-wide plan 
identifies three strategic goals—workforce diversity, workplace inclusion, and 
sustainability—along with associated priorities.  The guidance for agency-specific plans 
directs Federal agencies to outline the actions they will take to achieve the priorities 
identified in the government-wide plan. 
  
The VA Diversity and Inclusion Strategic Plan for 2012–2016 represents the 
collaborative efforts and contributions of VA’s organizational components and 
stakeholders to update VA’s plan to comport with the Government-Wide Diversity and P
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Inclusion Strategic Plan’s goals and priorities.  The original focus on workforce diversity, 
organizational inclusion, and customer service remains, and new objectives, strategies, 
and measures have been added to reflect current and emerging priorities.  This plan is 
not intended to be exhaustive, but rather to focus on higher priority areas in light of 
limited resources.  At the same time, it is intended to be discrete enough to guide the 
operational efforts of all VA components. 
 
The Business Case for Diversity and Inclusion 
 
In the 2009 plan, we articulated the business case for diversity.  This concept has since 
become well socialized in the public sector as Federal agencies increasingly understand 
that government also has a business imperative: fair and effective public service.  Since 
2009, we have all witnessed the dramatic effects of an interconnected global economy 
on the public and private sectors.  We see with stark clarity that our effectiveness in 
providing responsive public services is dependent on our ability to rapidly adapt to the 
changing dynamics of our global environment.  
 
The U.S. Census Bureau projects that in 2042, our Nation will no longer be 
characterized by one single demographic majority.  Foreign-born people and people of 
color will constitute the majority of new entrants to our labor force.   Currently, minority 
Veterans comprise approximately 20 percent of the Veteran population, and about half 
of women Veterans are people of color. These numbers are expected to grow 
exponentially in the coming years.  Therefore, for VA to properly serve its client base, it 
must also have a culturally competent and diverse workforce in all levels of the 
Department.  This will require agility, innovation, and a world view to meet the complex 
demands of unprecedented societal diversity.   
  
In the decades following the passage of the Civil Rights Act of 1964, the field of EEO 
has evolved from an exclusively legalistic model to the more proactive, business-driven 
framework of diversity management.  The globalization of the last decade spawned yet 
a new focus on inclusion, and its relationship to employee engagement and 
performance.  Organizations realized that to remain viable in a global economy, it was 
not enough to recruit a diverse workforce, but they must also retain and leverage the 
diverse perspectives and talents of its human capital to sustain a competitive advantage 
in the marketplace.  This too applies to the public sector.   
  
The Inclusion Imperative 
 
Numerous empirical studies have shown a positive correlation between workforce 
diversity and organizational performance.  Research tells us that diverse teams are 
more creative, perform better in problem-solving, and result in better decision-making 
than homogeneous teams.  Racial diversity yields higher performance when diverse 
perspectives are leveraged as resources for product development.  Similarly, gender 
diversity results in more effective group processes in people-oriented performance 
environments (Diversity Research Network, 2002).  However, absent the facilitating 
conditions that integrate diverse perspectives in the organization, the aforementioned 
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outcomes are reversed.  This is the inclusion imperative.  Simply put, diversity without 
inclusion will not work. 
 
Recent studies have shown that legal mandates for EEO and the presence of diversity 
are necessary but not sufficient to effectively manage organizational diversity (Herring, 
2009).  Organizations must have conditions in place to ensure that diverse perspectives 
are heard and all contributors are empowered.  To achieve, agencies must look 
internally at their organizational cultures and the institutional processes that impact 
employees’ ability to fully participate and contribute to the mission.  This requires 
examining and eliminating systemic barriers to inclusion in all aspects of the 
organizations.  The aim is to build an inclusive organization as characterized by equal 
access to opportunity, culturally competent norms, transparent communications, 
participatory work processes and decision-making, constructive conflict management, 
leadership development, equitable rewards systems, and shared accountability.  These 
inclusion characteristics are drivers of employee engagement and organizational 
performance; inclusion holds the key to actualizing the performance potential of 
workforce diversity. 
 
Implicit in all this is the notion that diversity goes beyond our race and gender, to include 
the diversity of thought that accompanies our human identity.  It is the inextricable link 
between who we are and how we think that makes diversity such a potent ingredient in 
organizational performance.  Viewed this way, the concept of inclusion galvanizes the 
field of EEO and diversity management by stressing inclusion of all employees, not only 
legally-protected classes.  It in fact strengthens the commitment to equal opportunity by 
expanding its stakeholders to the entire workforce, not just segments of it.  Inclusion 
transcends parochial interests, and therefore is championed by all. 
 
We are proud to lead the effort to build diversity and cultivate inclusion in the VA and 
beyond.  We do so in collaboration with all our partners and stakeholders under the 
guiding principles of being people centric, results driven, and forward looking to provide 
the best service to our Nation’s Veterans. 
 
 
 
 
Georgia Coffey 
Deputy Assistant Secretary for Diversity and Inclusion 
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Organizational Acronyms 
 
 


Center for Minority Veterans CMV 


Center for Women Veterans CWV 


Corporate Senior Executive Management Office CSEMO 


National Cemetery Administration NCA 


National Center for Organization Development NCOD 


Office of Acquisitions, Logistics, and Construction OALC 


Office of Diversity and Inclusion ODI 


Office of Information Technology  OIT 


Office of Policy and Planning OPP 


Office of Public Information and Affairs OPIA 


Office of Resolution Management ORM 


Office of Small and Disadvantaged Business Utilization OSDBU 


U.S. Department of Veterans Affairs VA 


U.S. Equal Employment Opportunity Commission EEOC 


U.S. Office of Personnel Management OPM 


VA Learning University VALU 


Veteran Employment Services Office VESO 


Veterans Benefits Administration VBA 


Veterans Health Administration VHA 
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The Current State of VA 
 
 
To provide the context for this strategic plan, the following information presents a 
demographic analysis of the VA workforce (workforce diversity) and internal employee 
perceptions as revealed in organizational climate surveys (workplace inclusion), as of 
September 30, 2011.   
 
Workforce Diversity 
  
At the end of fiscal year (FY) 2011, VA’s workforce totaled 315,116 employees, 
including 19,657 temporary employees.  The overall breakdown of the VA workforce in 
FY 2011 by race, ethnicity, and gender is depicted below: 
 


VA’s FY 2011 Workforce 
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EEOC requires that Federal agencies compare their workforce composition by race, 
ethnicity, and gender (REG) with corresponding groups in the Civilian Labor Force 
(CLF)1, and Relevant Civilian Labor Force (RCLF).2  Currently, this data is based on the 
2000 census.  Compared to the RCLF, VA’s workforce is at, or above, RCLF 
representation in all areas except White males, and White and Hispanic females.  For 
the purposes of this plan, we will focus on the barriers to groups with historically low 
participation rates.  While White females have low participation rates when compared to 
the RCLF, they are the largest group in VA.  The following graph depicts a comparison 
of the VA workforce with the RCLF for FY 2010 and FY 2011. 


 
VA Workforce vs. RCLF (FY 2010 and FY 2011) 


 


 
 
 
 
 
  


                                            
1
 CLF reflects all individuals 16 years of age and older employed or seeking employment in the United 


States, excluding the Armed Forces. 
2
 RCLF is the CLF in occupations specific to VA. 


0.00% 


10.00% 


20.00% 


30.00% 


40.00% 


50.00% 


60.00% 


FY  2010 FY  2011 RCLF CLF  


Less than expected representation 


P
age7


 







 


 


People with Targeted Disabilities 
 
VA continues to increase its representation of employees with targeted disabilities.  As 
of September 30, 2011, people with targeted disabilities represented 1.65 percent of the 
VA workforce (temporary and permanent).  Of the cabinet agencies, VA has the second 
highest ratio of this population.  Beginning in FY 2009, VA reversed a decade long 
decline in the representation of people with targeted disabilities.  For FY 2011, the 
Secretary’s two percent hiring goal for all of VA was nearly met, 1.90 percent of the total 
hires (permanent and temporary) have a targeted disability.  An eleven year trend of the 
percentage of the VA workforce with a targeted disability is provided in the graph below.  
The government average for FY 2011 was not available at the time of this publication; 
the FY 2010 government average is 0.91 percent. 
 


People with a Targeted Disability (percentage of total workforce) FY 2000–2011 
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Senior Executive Representation 
 
As of September 30, 2011, the Senior Executive Service (SES) and Title 38 SES 
Equivalent population was 456, an increase of 26 from September 30, 2010.  The graph 
below provides the representation of the SES and Title 38 SES Equivalent population 
by race, ethnicity, and gender.  In addition, the representation of the entire VA workforce 
is included in the graph for comparative purposes.  Compared with the government 
average for SES, the representation of White and Black females in the SES and Title 38 
Equivalent population are above the government average.  Similarly, the representation 
of the Hispanic and Native Hawaiian/Pacific Islander male SES population are above 
the government average. 


 
SES and Title 38 SES Equivalent Representation in FY 2011 
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Hires and Losses 
 
The graph below provides the number of hires and losses (permanent and temporary 
workforce) data by REG.  In FY 2011, VA hired individuals from each group at a rate 
equivalent or greater than their separations. 
 


Hires and Losses by Race, Ethnicity, and Gender in FY 2011 
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Comparison of Separations, Hires, and On Board Representation Rates 
 
The graph below provides the representation rate of the workforce as of September 30, 
2011, and the losses and hires that occurred during FY 2011.  White women and 
Hispanic women fell below their expected representation rate based on the RCLF.  The 
hire rates for White and Hispanic women also fell below their respective rate in the 
RCLF.   


 
Separations, Hires, and On-Board Representation Rates in FY 2011 


 


 
 
 
Workplace Inclusion 
 
There are many ways of assessing workplace inclusion.  One commonly accepted 
method is to examine employee perceptions based on their responses to inclusion-
related items in employee surveys.   
 
The Partnership for Public Service summarized the Federal Employee Viewpoint Survey 
results by creating various indexes using different combinations of survey items.  The 
collective indexes make up the ―Best Places to Work in the Federal Government.‖  This 
list ranks 308 total Federal organizations including 33 large agencies, 35 small 
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agencies, and 240 subcomponent agencies. 
 
The following table portrays VA’s Federal Employee Viewpoint Survey results and VA’s 
ranking by the Partnership for Public Service for the past two years.  From 2010 to 
2011, VA experienced the highest increase in the survey items related to ―Support for 
Diversity.‖ 


 
The Best Places to Work Ranking – VA Scores for FY 2011 and 2010 


 


Index 
2011 2010 Variance 


Score Rank Score Rank 


Support for Diversity 56.7 20  of  31 52.9 23  of  28 3.8 


Effective Leadership - Supervisors 60.1 27  of  30 56.5 27  of  28 3.6 


Effective Leadership 52.3 22  of  30 49.7 23  of  28 2.6 


Strategic Management 58.1 11  of  30 56 18  of  28 2.1 


Work/Life Balance 56.8 23  of  30 54.7 26  of  28 2.1 


Performance Based Rewards and Advancement 43.7 23  of  30 42.5 23  of  28 1.2 


Teamwork 62.8 24  of  30 62.3 21  of  28 0.5 


Training and Development 61.4 13  of  30 61.3 13  of  28 0.1 


Pay 53.3 30  of  30 53.2 28  of  28 0.1 


Effective Leadership - Fairness 53.7 15  of  30 No Data No Data 0 


Effective Leadership - Leaders 47.3 21  of  30 No Data No Data 0 


Effective Leadership - Empowerment 45.1 22  of  30 No Data No Data 0 


Employee Skills/Mission Match 80.7 5  of  30 81.7 2  of  28 -1 


Family Friendly Culture and Benefits 25.7 29  of  30 26.7 28  of  28 -1 


Source: Partnership for Public Service retrieved on January 20, 2012 at 
http://bestplacestowork.org/BPTW/rankings. 


 
Customer Service and Stakeholder Relations 
  
VA currently gauges customer satisfaction by examining the results of customer 
surveys.  The American Customer Satisfaction Index (ACSI) provides information on the 
satisfaction of some VA customers.  For example, the ACSI measures the satisfaction 
of outpatients at VA clinics, inpatients at VA medical centers, relatives of Veterans 
interned at VA national cemeteries, and users of VA’s main Web site and the My 
HealtheVet Web site.  By those measures, VA customer satisfaction is fairly high, 
especially for the National Cemetery Administration. 
 


American Customer Satisfaction Index Scores for Years 2007 to 2010 


  2007 2008 2009 2010 


VHA: Inpatients at VA medical centers 83 85 N/A 85 


VHA: Outpatients at VA clinics 83 81 N/A 82 


VHA: Users of the Civilian Health and Medical Program 82 N/A 88 N/A 


NCA: Relatives or individuals responsible for interment 95 N/A N/A 94 


VA Web sites 72 72 73 72 


Source: http://www.theacsi.org 
Note: Cells marked not applicable (N/A) signify that the identified dimensions were not measured for that 
specific year.   P
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Diversity and Inclusion Strategic Plan 


Overview 
  
Mission 
  
The mission of the VA diversity and inclusion program is to build a diverse workforce 
and cultivate an inclusive workplace to deliver the best services to our Nation’s 
Veterans, their families, and beneficiaries. 
 
Vision 
  
VA is a leader in creating and sustaining a high-performing workforce by leveraging 
diversity and empowering employees to achieve superior results in service to our Nation 
and its Veterans. 
  
Values 
  
VA’s diversity and inclusion program adheres to the Department’s core values of 
integrity, commitment, advocacy, respect, and excellence (I CARE). 
  
Goals 
  
To fulfill the diversity and inclusion program’s mission and vision, VA will pursue the 
following goals: 
  


1. A Diverse Workforce:  Build a diverse, high-performing workforce that reflects all 
segments of society. 


2. An Inclusive Workplace:  Cultivate a flexible, collaborative, and inclusive work 
environment that leverages diversity and empowers all contributors. 


3. Outstanding Public Service:  Facilitate outstanding, culturally competent public 
service and stakeholder relations through effective leadership and accountability. 


 
Implementation 
  
The following pages identify the objectives, strategies, and measures designed to 
achieve the aforementioned goals.  In cases where an organization has primary (but not 
exclusive) responsibility for the execution of a specific strategy, that organization has 
been identified in parentheses at the end of the strategy.  In all other cases where there 
are joint or overlapping responsibilities, the responsible office may not be specifically 
identified.  The VA Diversity and Inclusion Strategic Plan is intended to be a multi-year 
effort, and changing conditions, including budget constraints, may require refinement to 
the plan’s components.  Implementation will be led by VA ODI, in partnership with VA’s 
three Administrations (VHA, VBA, NCA), and staff offices.  Progress made pursuant to P
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this plan will be reported annually in the VA Diversity and Inclusion Annual Performance 
Report. 
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Goal 1:  A Diverse Workforce 
 


Build a diverse, high-performing workforce 
that reflects all segments of society. 


 
Federal agencies are required to take appropriate actions to ensure there is equal 
opportunity in the workplace by identifying and removing barriers to EEO.  Actions 
include comparing the demographic composition of the workforce to the demographic 
composition of the relevant labor market, removing internal barriers, conducting 
strategic outreach to communities and utilizing special hiring authorities for members of 
groups with less than expected participation rates.  Building a diverse, high-performing 
workforce will involve these established strategies as well as new, proactive strategies 
aimed at attracting broader, emerging aspects of our diversity. 
  
Objective 1A:  Eliminate barriers to EEO at all levels and in all occupations. 
  
Strategies: 
  


 Implement the VA Diversity Index3  to monitor the status of VA’s diversity and 
provide quarterly workforce diversity reports to leadership (ODI, VHA, VBA, NCA). 


 Identify barriers to EEO by REG, disability status, Veteran status, in hiring, 
promotions, separations, and career development; and by grade levels and major 
occupations annually in accordance with EEOC Management Directive 715 (ODI, 
VHA, VBA, NCA). 


 Establish baseline metrics and a reporting system to enable VA offices to identify 
and eliminate any barriers present in the processes used to recruit or select 
Hispanic, White female, and people with disabilities (PWD) applicants for initial 
employment (VA-wide). 


 Establish baseline metrics and a reporting system to enable VA offices to identify 
and eliminate any barriers present in the processes used to recruit or select White, 
Black, Asian, and American Indian females, and PWD for promotion (VA-wide). 


 Establish baseline metrics and a reporting system to enable VA offices to identify 
and eliminate any barriers present in the processes used to recruit or select women, 
Black and Asian men (groups with less than expected SES participation) for 
appointment to the Senior Executive Service (VA-wide). 


 Perform applicant flow/adverse impact analyses in recruitment and leadership 
selection processes (ODI). 


 Implement EEO, Diversity and Alternative Dispute Resolution (ADR) dashboard to 
provide real time status of EEO, workforce diversity and ADR usage (ORM, ODI).  


 Utilize staffing flexibilities and special hiring authorities (e.g., Veterans, Schedule A 
for people with disabilities, student internships, fellowships); use ODI’s Recruitment 
and Selection Best Practices Guide 
(http://www.diversity.va.gov/products/files/RSG.pdf) (VA-wide). 


                                            
3
 The VA Diversity Index is a new metric developed by VA ODI that measures VA’s aggregate workforce 


composition by race, ethnicity, and gender as compared with the corresponding CLF/RCLF. 
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 Develop strategic partnerships with affinity organizations, professional associations, 
and educational institutions focused on groups with low participation rates to perform 
recruitment outreach (VA-wide). 


 Establish hiring and on-board goals for people with targeted disabilities (VA-wide). 
  
Measures: 
 


 Report VA Diversity Index in quarterly workforce diversity reports and in Monthly 
Performance Review beginning in FY 2012 (NOTE:  this Index is intended for use as 
an indicator of program impact and overall progress, not as a target metric). 


 Deliver timely, accurate quarterly workforce diversity analysis reports to leadership  
and annual reports to external agencies (EEOC Management Directive 715 Report; 
diversity reports to OPM) as appropriate. 


 Implement applicant flow/adverse impact analysis system by end of FY 2014 and 
increase representation of groups with low participation rates in recruitment and 
leadership development applicant pools.  


 Implement EEO, Diversity and Alternative Dispute Resolution dashboard by end of 
FY 2013. 


 Participate in a minimum of six national/local job fairs or events targeting outreach to 
groups with low participation rates.4 


 Increase on-board representation of employees with targeted disabilities to 2.5 
percent by end of FY 2016.  


  
Objective 1B:  Achieve diversity in the broadest context throughout the workforce. 
 
Strategies: 
 


 Implement diversity-focused internship and fellowship programs, including 
centralized Workforce Recruitment Program (WRP), centralized National Diversity 
Internship Program (NDIP), and Career Pathways Programs (ODI, OHRM). 


 Work with VESO, CWV, and CMV to ensure that employment outreach programs 
target disabled, female, minority, and multigenerational Veterans and spouses of 
Veterans (VA-wide). 


 
Measures: 
 


 Sponsor 20 WRP interns and 100 NDIP interns annually, budget permitting. 


 Increase on-board representation of Veterans to 40 percent of the workforce by end 
of FY 2014. 


 Increase participation in Veteran outreach events targeting demographic groups with 
low participation rates. 


  


                                            
4
 Six outreach events by ODI and per Administration. P
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Goal 2:  An Inclusive Workplace 
 


Cultivate a flexible, collaborative, and inclusive work environment 
that leverages diversity and empowers all contributors. 


 
 
In order to reap the benefits of workforce diversity, work environments must maintain 
the facilitating conditions that enable diverse perspectives to be heard and empower all 
participants to contribute.  This requires deliberate efforts by leadership to provide 
flexibility with respect to where, when, and how work gets done; promote robust 
collaboration through teamwork, participatory work processes, and cross-functional 
work experiences; and engage all employees through cultural competency, leadership 
development, reasonable accommodation, and constructive conflict management.  
These are more than retention strategies; they are strategies that engage and develop 
our human resources to their fullest potential so that they may advance the VA mission. 
 
Objective 2A:  Leverage workforce diversity and empower diverse perspectives 
throughout the organization through career/leadership development.  
 
Strategies: 
  


 Develop workforce succession plans addressing barriers to EEO and diversity; 
analyze attrition by REG (VA-wide). 


 Incorporate diversity and inclusion in the curricula of all leadership development 
programs (ODI, VALU, CSEMO, VHA, VBA, NCA). 


 Aggressively market broad as well as targeted outreach for leadership development 
and mentoring programs (Aspiring Leaders, Leadership VA, SES Candidate 
Development Program, Technical Career Field programs) (VA-wide). 


 Perform adverse impact analyses of leadership development application and 
selection processes (ODI). 


 Promote and utilize ADVANCE and MyCareer@VA (career mapping system) to 
facilitate career development and upward mobility (VA-wide). 


 Track training and development participation rates by REG in VA Talent 
Management System (TMS) (VALU, OHRM, ODI). 


 Support for broad participation in inter-office/inter-agency details and rotations 
including Inter-governmental Personnel Act Mobility Program (VA-wide). 


  
Measures 
  


 Reduce ―regrettable losses‖ (non-retirement voluntary separations/resignations) by 
10 percent of current baseline for groups with higher than expected attrition rates by 
end of FY 2016.  


 Increase diversity in leadership development and mentoring program applicant 
pools. 


 Develop the ability to track training and development participation rates by REG and 
disability status in TMS by end of FY 2013. 
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Objective 2B:  Cultivate a flexible, collaborative, and inclusive organizational culture for 
all employees. 
 
Strategies: 
 


 Implement VA Inclusion Index5 to measure organizational inclusion (ODI). 


 Employ ORM’s Organizational Climate Assessment Programs (OCAP) in 
organizations experiencing high workplace conflict/per capita complaints (ORM). 


 Employ Civility, Respect, and Engagement in the Workplace (CREW) initiatives in 
organizations experiencing high workplace conflict/per capita complaints (VA-wide). 


 Analyze the results of VA’s All Employee Survey and Voice of VA survey and 
implement corrective strategies as appropriate (VA-wide). 


 Conduct EEO program technical assistance reviews in headquarters and field 
organizations (ODI, VHA, VBA, NCA). 


 Support special emphasis programs (SEPs), employee affinity and resource groups, 
and expand these groups to represent new, emerging aspects of diversity 
(multigenerational; Lesbian, Gay, Bisexual, and Transgender [LGBT]; etc.) (VA-
wide). 


 Modify existing electronic employee exit survey to include questions focused on 
diversity and inclusion issues (OHRM, ODI). 


 Implement work/life flexibilities (wellness, telework, flexible work schedules) as 
appropriate (VA-wide). 


 Support and participate in ADR processes and promote effective labor/management 
collaborations (VA-wide).  


 Implement and promote use of centralized reasonable accommodation funding and 
tracking system (ODI). 


 Ensure compliance with Sections 501, 504, and 508 of the Rehabilitation Act of 
1973, as amended, by monitoring accessibility of program delivery, physical 
infrastructure, and electronic/information technology (EIT) (OIT, ODI, VHA, VBA, 
NCA). 


 
Measures: 
 


 Implement VA Inclusion Index by end of FY 2013 and determine baseline to inform 
future goal-setting. 


 Implement responsive action plans in accordance with the employee survey results 
annually. 


 Enhance standardized electronic employee exit survey to include questions on 
diversity and inclusion by end of FY 2014. 


 Increase work/life initiatives and telework usage for suitable positions by 10 percent 
above current baseline by end of FY 2016. 


                                            
5
 The VA Inclusion Index is a new metric developed by ODI to measure organizational inclusion based on 


employee responses to empirically-validated survey items related to inclusion in the Federal Employee 
Viewpoint Survey. P
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 Increase overall ADR participation rate to 55 percent and resolution rate of informal 
EEO complaint rate to 50 percent by end of FY 2014. 


 Reduce per capita formal EEO complaints to below the government average by end 
of FY 2016. 


 Reduce per capita grievances by five percent below current baseline by end of FY 
2016. 


 Increase usage of wellness and telework programs by five percent above current 
baseline by end of FY 2014. 


 Conduct a minimum of six technical assistance reviews annually.  


 Process 90 percent of reasonable accommodation requests in accordance with 
established timelines by end of FY 2016. 


 Perform compliance review of physical, EIT, and program accessibility standards in 
VA Administrations in collaboration with the Office of Information and Technology 
and Office of Acquisitions, Logistics, and Construction by end of FY 2016. 
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Goal 3:  Outstanding Public Service 
 


Facilitate outstanding, culturally competent public service and 
stakeholder relations through effective leadership and accountability. 


 
Research has shown that a diverse workforce and inclusive workplace are associated 
with greater organizational performance.  The ultimate goal of having a diverse 
workforce and an inclusive work environment is to deliver better services to our 
customers (internal and external) and meet the needs of our stakeholders.  The 
transformation of an organization’s culture to this end requires a long-term commitment.  
Effective leadership and accountability are critical to sustaining this organization-wide 
commitment.  The following strategies and objectives are aimed at facilitating and 
sustaining the effort to achieve the ultimate goal.  
  
Objectives 3A:  Provide outstanding, culturally competent services to Veterans, their 
families, and beneficiaries. 
 
Strategies: 
  


 Deliver cultural competency, diversity and inclusion training to the VA workforce 
(ODI, VALU). 


 Support implementation of patient-centered care (VHA). 


 Promote use of Small, Disadvantaged, Veteran-owned businesses (OSDBU).  


 Monitor customer service surveys and indicators and take action as appropriate 
(Staff Offices, VHA, VBA, NCA). 


 Target outreach to Native Hawaiian, Alaska Native, American Indian, and other 
indigenous/rural populations that historically do not avail themselves of VA services 
(VA-wide). 
 


Measures: 
  


 Establish baseline of employees completing cultural competency/diversity and 
inclusion training utilizing TMS by end of FY 2014. 


 Increase VA scores that fall below industry standards on customer satisfaction index 
in all populations by end of FY 2014. 


 Increase timeliness in approval/certification of Veteran-owned businesses annually. 


 Meet or exceed OSDBU socioeconomic procurement goals annually. 


 Increase culturally competent services to Native Hawaiian, Alaska Native, American 
Indian, and other indigenous/rural populations.   


 
Objectives 3B:  Strengthen relations with stakeholders. 
 
Strategies: 
 


 Leverage, support, and coordinate with internal and external VA stakeholders, 
including but not limited to the following: P


ag
e2


0
 







 


 


 American Indian Science and Engineering Society 


 Asian American Government Executive Network 


 Asian Pacific American Institute for Congressional Studies  


 Blacks in Government 


 Center for Minority Veterans  


 Center for Women Veterans 


 Department of Defense’s Computer Assistance Program 


 Department of Health and Human Services 


 Department of Labor’s Workforce Recruitment Program 


 Disabled American Veterans 


 Disabled Veterans National Foundation 


 Federal Asian Pacific American Council 


 Gay, Lesbian, or Bisexual Employees Organization 


 Hispanic Association of Colleges and Universities 


 Hispanic Serving Health Professional schools 


 Human Rights Campaign 


 International Association of Latino Public Administration Executives 


 International Leadership Foundation 


 League of United Latin American Citizens 


 Minority Access 


 National Association for Equal Opportunity in Higher Education  


 National Coalition for LGBT Health 


 Office of Faith-based Initiatives 


 Office of Health Equity 


 Office of Rural Health  


 Office of Small and Disadvantaged Business Utilization 


 Office of Tribal Government Relations 


 Organization of Chinese Americans 


 Paralyzed Veterans of America 


 State Cemetery Grant Program 


 The Washington Center 


 VA Advisory committees 


 Veteran Service Organizations 


 Washington Internships for Native Students 


 White House Initiatives on Diversity Issues (Women and Girls, Asian American 
Pacific Islander, etc.) 


 
Measures: 


 


 Increase participation in national/local outreach and partnership events involving 
stakeholder/affinity organizations to ten, budget permitting, by end of FY 2014 


 Meet or exceed OSDBU goals in contracting activity annually. 
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Objectives 3C:  Equip leaders with diversity and inclusion knowledge and skills to 
effectively lead their workforce. 
 
Strategies: 
 


 Implement updated mandatory EEO, Diversity and Inclusion, and Conflict 
Management Training for all Senior Executives, Managers, and Supervisors (ODI, 
ORM, VALU). 


 Implement and monitor mandatory EEO, Diversity and Inclusion, ADR performance 
standards in all leadership (SES and Title 38 equivalents) and supervisory 
performance plans (ORM, ODI, CSEMO, OHRM). 


 
Measures: 
 


 Implement updated mandatory EEO, Diversity and Inclusion, and Conflict 
Management Training for Senior Executives by end of FY 2013. 


 Implement Executive Dashboard reporting EEO, diversity and inclusion, ADR 
performance metrics by end of FY 2014. 


 Achieve 95 percent timely completion rate on biennial mandatory EEO, Diversity and 
Inclusion, and Conflict Management Training for all managers and supervisors. 


 Increase overall ADR participation rate to 55 percent and resolution rate of informal 
EEO complaint rate to 50 percent by end of FY 2014. 


 
Objective 3D:  Institutionalize shared accountability for a culture of diversity and 
inclusion. 
 
Strategies: 
  


 Issue a VA Diversity and Inclusion Annual Performance Report reporting progress 
made on the VA Diversity and Inclusion Strategic Plan (ODI). 


 Issue annual VA-wide diversity and inclusion policy directives and statements issued 
by the VA Secretary (ODI). 


 Implement standardized VA-wide diversity and inclusion performance elements and 
standards in all employee performance plans (ORM, ODI, CSEMO, OHRM). 


 Provide EEO, diversity and inclusion, and conflict management training for all 
employees (ODI, ORM, VALU). 


 Maintain VA Diversity Council, comprising representatives from all VA components, 
reporting to the Secretary of VA (ODI). 


 Promote participation in Secretary’s Diversity and Inclusion Excellence Awards 
Program and in the Secretary’s Alternative Dispute Resolution Excellence Awards 
Program (ODI, ORM, VHA, VBA, NCA). 


 Incorporate broad-based diversity and inclusion content in agency branding and 
communication strategies (media outreach, public awards, various communications 
tools and vehicles, strategic communications, Web sites) (ODI, OPIA, OHRM). 
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Measures: 
 


 Issue timely and accurate VA Diversity and Inclusion Annual Performance Report 
reporting progress made on VA Diversity and Inclusion Strategic Plan. 


 Implement on-line EEO, diversity, and ADR dashboard to report subject metrics, 
including VA Diversity and Inclusion Indices, to VA leadership, by end of FY 2014. 


 Update VA Directive 5975 (EEO and diversity management) and 5975.1 (reasonable 
accommodation) by end of FY 2013.  


 Issue timely annual EEO and diversity policy statements by the VA Secretary. 


 Implement standardized VA-wide diversity and inclusion performance elements and 
standards in all employee performance plans by end of FY 2014. 


 Increase nominations for Secretary’s Diversity and Inclusion Excellence Awards 
Program and the Secretary’s Alternative Dispute Resolution Excellence Awards 
Program. 


 Increase dissemination and readership of the Diversity@Work newsletter, NewsLink, 
Diversity News broadcasts, and other diversity and inclusion communications 
annually.  


 Maintain updated content on the VA diversity and inclusion Web site 
(http://www.diversity.va.gov) annually. 
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Applicable Laws 
(not exhaustive) 


 


 
 Title VII, Civil Rights Act of 1964, as amended – prohibits employment 


discrimination based on race, color, religion, sex, national origin; the law also 
makes it illegal to retaliate against an individual because he/she complained about 
discrimination, filed a complaint, or participated in an employment discrimination 
investigation or lawsuit; 
 


 Age Discrimination in Employment Act of 1967, as amended – prohibits 
employment discrimination against individuals 40 years of age or older; 
 


 Equal Pay Act of 1963, as amended – prohibits discrimination on the basis of sex in 
compensation for substantially equal work performed under similar working 
conditions;  


 


 Sections 501, 504 and 508 of the Rehabilitation Act of 1973, as amended – 
prohibits employment discrimination and reprisal against people with disabilities in 
the Federal government or applicants for Federal employment; Section 501 
requires reasonable accommodation for known disabilities; Section 504 requires 
that all Federal programs be accessible; and Section 508 requires that all electronic 
technology be accessible; 
 


 Genetic Information Non-Discrimination Act of 2008 – prohibits employment 
discrimination based on genetic information; 


 


 Title V, United States Code Section 2301 – provides that recruitment should be 
from qualified individuals from appropriate sources from all segments of society; 
selection and advancement should be determined solely on the basis of merit, after 
fair and open competition so that that all receive equal opportunity; and fair and 
equitable treatment in all aspects of personnel management without regard to 
political affiliation, race, color, religion, national origin, sex, marital status, age, or 
handicapping condition, and with proper regard for their privacy and constitutional 
rights; 


 


 Americans with Disabilities Act (ADA) of 1990, Title 1, and ADA Amendments Act of 
2008 – revises the definition of ―disability‖ to more broadly encompass impairments 
that substantially limit a major life activity.  The amended language also states that 
mitigating measures, including assistive devices, auxiliary aids, accommodations, 
medical therapies and supplies (other than eyeglasses and contact lenses) have no 
bearing in determining whether a disability qualifies under the law.  Changes also 
clarify coverage of impairments that are episodic or in remission that substantially 
limit a major life activity when active, such as epilepsy or post traumatic stress 
disorder.  The amendments took effect January 1, 2009. 
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Merit System Principles 
(5 USC § 2301) 


 
 


1. Recruitment should be from qualified individuals from appropriate sources in an 
endeavor to achieve a work force from all segments of society, and selection and 
advancement should be determined solely on the basis of relative ability, 
knowledge and skills, after fair and open competition which assures that all 
receive equal opportunity.  


2. All employees and applicants for employment should receive fair and equitable 
treatment in all aspects of personnel management without regard to political 
affiliation, race, color, religion, national origin, sex, marital status, age, or 
handicapping condition, and with proper regard for their privacy and 
constitutional rights.  


3. Equal pay should be provided for work of equal value, with appropriate 
consideration of both national and local rates paid by employers in the private 
sector, and appropriate incentives and recognition should be provided for 
excellence in performance.  


4. All employees should maintain high standards of integrity, conduct, and concern 
for the public interest.  


5. The Federal work force should be used efficiently and effectively.  
6. Employees should be retained on the basis of adequacy of their performance, 


inadequate performance should be corrected, and employees should be 
separated who cannot or will not improve their performance to meet required 
standards.  


7. Employees should be provided effective education and training in cases in which 
such education and training would result in better organizational and individual 
performance.  


8. Employees should be--  
a. protected against arbitrary action, personal favoritism, or coercion for 


partisan political purposes, and  
b. prohibited from using their official authority or influence for the purpose of 


interfering with or affecting the result of an election or a nomination for 
election.  


9. Employees should be protected against reprisal for the lawful disclosure of 
information which the employees reasonably believe evidences--  


a. a violation of any law, rule, or regulation, or  
b. mismanagement, a gross waste of funds, an absence of authority, or a 


substantial and specific danger to public health or safety. 
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For more information, 
please contact: 


 
 


U.S. Department of Veterans Affairs 
Office of Diversity and Inclusion (06) 


810 Vermont Avenue, NW 
Washington, DC 20420 


 
 


Phone: (202) 461-4131 
Fax: (202) 501-2145 


odi@va.gov 
http://www.diversity.va.gov  






image5.emf
Creating a LGBT  Special Emphasis Program


Creating a LGBT Special Emphasis Program


Lesbian, Gay, Bisexual, and Transgender Special Emphasis Programs in a VA Setting

Presented by

Dot Hostetter, LCSW

Dorothy.Hostetter@va.gov



10/29/12
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Office of Diversity and Inclusion (ODI) 



  

   “By establishing and utilizing Special Emphasis Programs and engaging with affinity groups,  agencies can raise employee awareness of the importance of diversity and demonstrate the agency’s commitment to a model EEO workplace.”
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Office of Diversity and Inclusion 



 Special Emphasis Programs

		African American

		Asian American and Pacific Islander

		Internships

		Hispanic

		LGBT

		Native American

		People with Disabilities

		VA for Vets

		Women’s Program
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LGBT Special Emphasis Programs

		It is personal

		Recognize exclusive behavior

		Interrupt oppression

		Know your facts

		Market your committee

		Be creative 

		Spell it out!  Lesbian, Gay, Bisexual, Transgender





 



Here are some examples of situations that I faced:

*









Recognize Exclusive Behavior



		When people aren’t being inclusive

		 Conversations & other types of communications

		When people aren’t making eye contact

		Events

		Work related

		Non-work related

		Distribution of work, etc.







*









Interrupt Oppression

LGBT

		Say “Hi” to everyone.  Make yourself known.  Be friendly.

		Join in on conversations

		Don’t be a victim

		Call out discrimination

		“I don’t understand what you mean by that. Can you explain?”

		Use humor 

		“I am hurt by that.”









*









Interrupt Oppression

Allies

		Have the courage of your convictions

		Acknowledge other’s  presence and include them in the conversation

		Interrupt gay jokes

		Include stories about gay friends

		Invite co-workers and their partners/significant others to events







Let me tell you a story about exclusive behavior.

*













Mary’s 

Story









*









Make It Personal

SGT Leonard Matlovich





*









SGT Leonard P. Matlovitch

“When Americans remember and honor those who gave their lives fighting, it never occurs to them that some of the strongest, bravest, and most heroic were also gay.  

It is time for us, as a community, to remedy that.”  



--The Advocate 1987
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SGT Leonard P. Matlovich







Make It Personal

 “I Have a Dream”

Dr. Martin Luther King, Jr.
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Know Your Facts

		 EEO program 



		Executive Order 11478 – signed by President Obama in 2009 

		Includes sexual orientation and gender identity



		Your community







*









Market Your Committee

		Announce at staff meetings

		Issue department wide emails or all staff emails, if permitted

		Send emails to CBOC’s

		Offer contact info for additional info







*









Be Creative

		Plan events for all staff 





		Lunch and Learn  sessions (offer food)



		Teach LGBT cultural competencies



		Grand Rounds



		Team with community organizations



		Encourage participation in HealthCare Equality Index







*









      SPELL IT OUT!



LESBIAN 



 GAY 



 BISEXUAL 



 TRANSGENDER





*









“I’ve learned that people will forget what you said, people will forget what you did, but people will never forget how you made them feel.”

   

--Maya Angelou





*









		Speak from your heart; use your passion





		Recognize that people have strong and deeply held beliefs



		Speak to the heart of your listener



		Be tolerant of intolerance



It is Personal





*









Policies and Procedures

		Title VII of the Civil Rights Act of 1964

		Gender identity discrimination is sexual discrimination 



		Executive Order 11478 

		President Obama 2009

		Amended section I of the Civil Service Reform Act of 1978



		LGBT SEP is a VA specific program in ODI









*









Vital Points

		Know your EEO program 

		 Are there Special Emphasis Programs?

		Get involved in existing program

		If there isn’t a LGBT committee, start one.

		Title VII of the Civil Rights Act of 1964

		EO 11478 2009

		LGBT SEP is a VA Specific program in ODI

		Make it personal

		Use the strength of your allies

		Become an ally



 

		







*









References

		http://en.wikipedia.org/wiki/Leonard_Matlovich

		http://www.eeoc.gov/federal/otherprotections.cfm 

		http://www.diversity.va.gov/programs/default.aspx

		http://www.usconstitution.net/dream.html 

		http://www.nobelprize.org/nobel_prizes/peace/laureates/1964/king-bio.html 

		http://musicthoughts.com/t/359 

		Conduct Unbecoming, Randy Shilts
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Event Flyer


One VA

We Serve With Pride

Date : Day Month

Time: 1200

Location: the place

Speaker: the person

Point of Contact: Contact
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One VA
We Serve With Pride

DATE : DAY MONTH
TIME: 1200

LacaTION: THE PlACE
SPEAKER: THE PERSON
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Heroes Among Us
               LGBT VETERANS HEALTHCARE AWARENESS


      [image: image1.png]



 Join us in commemoration of Lesbian, Gay, Bisexual

         and Transgendered Veterans who have fought for


                                       our country.


What: Lunch and Learn


When: 12n to 1pm, April 5th, 2013

Where: Theater

FMI, contact:  EEO- LGBT SEP Committee, 623-8411x 4287

Sign Language Interpreter Present
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We Serve All Who Served
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Dont Ask Don't Tell


Don’t Ask 


Don’t Tell 


Lunch and Learn: 


Where do we go from here? 
Presented by:      Newly formed EEO Committee 


Where:          Theater 


When:           June 24th, at 12:00pm 


Topic of Discussion:  


Healthcare Cultural Competencies and the Experiences. 


of “Don’t Ask, Don’t Tell” 


Introductions:     Dr. Richardson 


                 Dr. Bev Kimpel 


Guest Speakers:  1 Veteran 


      Timothy Rose, Communications   


           Director of Equality Maine 


“For we are not a nation that says, Don't 


Ask, Don’t Tell. We are a nation that says, 


Out of many we are one.”  


President Barack Obama 
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brochure #1 canandaigua, NY.jpg
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HETEROSEXUAL QUESTIONNAIRE
HETEROSEXUAL QUESTIONNAIRE*

 

1. What do you think caused your heterosexuality? 


2. When and how did you decide that you were a heterosexual? 


3. Is it possible that your heterosexuality is just a phase that you will grow out of? 


4. Is it possible that your heterosexuality stems from a neurotic fear of the same sex? 


5. If you’ve never slept with a person of the same sex, is it possible that all you need is a good gay or lesbian lover? 


6. To whom have you disclosed your heterosexual tendencies?  How did they react? 


7. Why do you heterosexuals feel compelled to seduce others into your lifestyle? 


8.  Why do you insist on flaunting your heterosexuality?  Why can’t you be what you are and keep quiet about it? 


9. Would you want your children to be heterosexual knowing the problems they’d face? 


10. A disproportionate majority of child molesters are heterosexual.  Do you consider it safe to expose your children to heterosexual teachers? 


11. With all the societal support marriage receives, the divorce rate is spiraling.  Why are there so few stable relationships among heterosexuals? 


12. Why do heterosexuals place so much emphasis on sex? 


13. Considering the menace of overpopulation, how could the human race survive if everyone were heterosexual like you? 


14. Could you trust a heterosexual therapist to be objective?  Don’t you fear s/he might be inclined to influence you in the direction of his/her own leanings? 


15. How can you become a whole person if you limit yourself to compulsive, exclusive heterosexuality, and fail to develop your natural, healthy homosexual potential? 


16. There seem to be very few happy heterosexuals.  Techniques have been developed that might enable you to change if you really want to.  Have you considered trying aversion therapy?

 

*  Reprinted from Are You Still My Mother by Gloria Guss Back.  Questionnaire attributed Martin, Ph. D., West Hollywood, CA.
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I Have Heterosexual Privilege If...
I Have Heterosexual Privilege If…                 


                                                    by Ken Hirschmann


 

1.  I can if I wish arrange to be in the company of people of my sexual orientation most of the time. 


2. I can if I wish expose my sexuality as a member of the armed services without fear of discharge. 


3. If I should need to move, I can be pretty sure that my neighbors at the new location will be neutral or pleasant to me. 


4. I can be sure that I will not be denied the right to marry whomever I choose. 


5. I can turn on the television or open to the front page of the newspaper and see people of my sexuality widely represented. 


6. When I am told about our national heritage or about “civilization”, I am shown that people of my sexuality made it what it is. 


7. I can be pretty sure that I can adopt children. 


8. If I want to, I can be pretty sure of finding a publisher for this piece on heterosexual privilege. 


9. I can be sure that my children will be given curricular materials that attest to the existence of my sexuality. 


10. I can be sure that I will not be denied insurance, employment, or credit because of my sexuality. 


11. I can arrange to protect my children most of the time from people who might not like them. 


12. I do not have closet anxiety. 


13. I can publicly display affection to my loved one without fear of harassment or attack. 


14. I am honestly portrayed in the media. 


15. I am never asked to speak for all the people of my sexuality. 


16. I can remain oblivious to the culture and customs of homosexuals and bisexuals and be congratulated by my culture for such oblivion. 


17. I can remain oblivious to the culture and customs of homosexuals and bisexuals and be congratulated by my culture for such oblivion. 


18.  I can be pretty sure that if I ask to talk to the “person in charge” that I will be facing a person of my sexuality. 


19. I needn’t hide my sexuality in certain situations for personal safety. 


20. I can leave a nightclub consisting mostly of people of my sexual orientation knowing that I will not get harassed or attacked for my sexuality. 


21. I can go home from most meetings of organizations I belong to feeling somewhat tied in, rather than isolated, out-of-place, outnumbered, unwelcome, held at a distance, or feared. 


22. I can share my sexuality with someone without fear of negative consequences. 


23. I need no fear financial and emotional truncation from my family due to my sexuality. 


24. I can be sure that if I need legal or medical help, my sexuality will not work against me.
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Rate Yourself as a Workplace Ally
                                                 Rate Yourself as a Workplace Alley


                                                                                 Lambda Legal


Which of the following supportive actions have you already taken, and where do you need to improve as an ally? After answering these questions, identify one to three ways you plan to be a more vocal and supportive workplace ally in the coming year. 


SUPPORTIVE ACTIONS                                                                                                        Yes      Needs Improvement    

I have educated myself about the forms of social, political, legal and economic discrimination that LGBT people and people living with HIV face every day.                                                                              ___       ___                 


I try to use gender-neutral terms such as “partner” or “spouse.”                               ___       ___ 


I respectfully ask transgender co-workers which pronoun they prefer.                     ___       ___


I interrupt homophobic and transphobic remarks and actions by making 

simple statements such as “Please don’t use that language around me,” 


“I find that disrespectful” or “I don’t agree with that.”                                                  ___        ___ 


 I speak up proactively for LGBT and HIV rights in the workplace. 


 I try to be a supportive witness. If I see discrimination or harassment

occurring in my workplace, I document and protest it.                                                 ___        ___ 


I encourage my employer and union to present workplace diversity workshops 


on sexual orientation, gender identity or expression and HIV.                                      ___         ___ 


I support LGBT co-workers’ right to form an employee resource group.                      ___         ___ 


I support the right of differently abled co-workers to obtain reasonable 


accommodations. I do not complain that a co-worker is getting “special 


treatment” for an accommodation that is allowing them to work.                                 ___         ___ 


I am familiar with employee policies at my workplace and the mechanisms 


for changing them.                                                                                                                    ___         ___ 


I welcome the partners, dates and families of LGBT people to all social 


events (company picnics, holiday parties, etc).                                                                     ___         ___ 


I actively advocate for change by fighting for the rights of LGBT coworkers 


and co-workers living with HIV at my workplace.                                                                 ___          ___ 


I actively advocate for change by fighting for the rights of LGBT coworker 


and co-workers living with HIV on the city, state and federal level.                                   ___        ___
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