Diversity Management Group Meeting Notes
Tuesday, October 13, 2009
1:00 – 2:30 p.m.

Attendees:  Dan Dumbacher, Lynn Cline, Roy Maizel, Barbara Spotts, Alan Lamoreaux, Yvette Coles, Rick Keegan, Herrie O’Hagan, Jon Montgomery, Robert Moreland, Jay Henn, James Stofan, David Grove

Chris Jedrey opened the meeting with welcoming remarks.  

Judy Phillips noted the existing DMG Charter and the desire to have members select projects as a group.  Members could opt to form sub-committees to work on projects and report back to the group to make it as efficient as possible.  

The Agency’s Office of Diversity and Equal Opportunity (ODEO) drafted a diversity framework and will be conducting a cultural survey. Judy suggested that it make sense for the DMG to hold off on developing a business plan until the Agency’s diversity framework has been approved, and develop a business plan in line with the Agency’s approved framework.  

ODEO’s Barbara Spotts reviewed the Agency’s diversity framework and explained that when finalized, it will allow Centers flexibility to develop their own framework defining what diversity means for them.  There is no current policy statement on diversity; the Agency continues to work under the one signed by a previous Administrator.  However, NASA’s business case for valuing diversity includes the shrinking baby boomer workforce, an increase in the next generation workforce with different viewpoints, expectations, etc.  The Agency is in the process of finalizing a cultural survey and will send out information to employees prior to its issuance. The goal is to get a survey sampling of approximately 46-50% (Human Capital’s survey yielded a sampling of about 30%).  NASA will not receive any identifiers. The first survey will be used as a baseline with additional samplings done every 2 years.  It is anticipated the survey will go out at the end of the first or second quarter.  Emphasized that diversity is everyone’s responsibility, however, there are major stakeholders that will take the lead. 

Judy suggested using the cultural survey to get a pulse of the issues of interest at Headquarters involving diversity; gave examples of possible areas the group could begin working on while awaiting the roll-out/results of the cultural survey, including: recruitment and retention matters, diversity training, serving as mentors for students in DC-area schools, and other areas related to diversity as included on attached powerpoint slides. 

Felicia explained the purpose of the MD-715 report. It is an EEO Directive requiring federal agencies to maintain a model EEO program and report annually on identification of barriers to an effective EEO program and identification of action items towards eliminating such barriers.  A copy of Headquarters’ FY 2009 MD-715 report will be forwarded to DMG in December for informational purposes; next year EODM would like to forward the draft MD-715 report early in the process for their review/input.  

Chris informed the group that years ago a number of barriers were identified at Headquarters through the Agency’s self-assessment portion of the MD-715. Many of identified barriers were small and others involved matters that were easily addressed by the HR or EEO offices. As a result, goals were established and met leading to a more efficient program.  He encouraged the group to review this year’s MD-715 report.

Judy reviewed issues at Headquarters including the low number of employees with severe disabilities; expressed need for volunteers for programs sponsored by the Veterans Administration; Chris informed the group that the VA will pay for a veteran to come in and work for a few months at no expense to the Agency.  Judy cited programs offered including Operation Warfighter and Coming Home to Work.  Schedule A provisions could help with hiring veterans and persons with disabilities including not having to post announcements, 2 year probationary period, etc. 

An attendee noted that NASA is not prepared for temporary employees to come on board; such employees often have no computer, no “UUPIC,” etc., on first day or days/weeks thereafter.  Chris indicated that there is a Lean 6 Sigma Group looking at on-boarding issues at HQ. Another attendee asked if the Veterans Programs are “billet free” programs; Chris confirmed they are, and emphasized veterans could come on board for 3-6 months and get experience that could help them become eligible for permanent positions here at NASA and throughout the federal government.  Judy stated that additional free help can be brought in through the use of student volunteers from the local colleges and universities, and we could contact campus disability service offices to narrow the focus to disabled students.

Judy noted that a workforce comparison showing representation of groups by race/national origin and other general figures for their specific divisions was included in folders; highlighted that persons with targeted disabilities is the only group to have a hiring goal of (2%) and that NASA has yet to reach this goal.  Other handouts included article on underrepresentation in the federal government, diversity in the workplace, and upcoming EODM programs.  It was mentioned that EODM is reaching out for persons to serve as mentors for upcoming Disability Awareness Month Program that is planned with students from the Maryland School for the Blind.  Any group member can contact Judy or Felicia to set up an appointment for assistance in interpreting their division’s workforce comparison. 

Judy stated, although the results of the Agency’s culture survey would provide the group with areas of concern to look at, in the interim, she thought the group might pick an obvious issue or two to begin working on. She asked if group had any issues/topics of interest to begin work on while we wait for the Agency’s culture survey.  She provided a list of issues to get the group started, including the general issue of diversity training at Headquarters and more specifically, the type of training that managers/supervisors would like to see in place.   Attendees were asked if they had any ideas they wanted to throw out.  Attendee suggestions included: 

· Will information be provided on using Schedule A for hiring veterans or persons with disabilities to each attendee?

· How do we develop inclusive, “high performing teams”.   

· Update page 7 of the power point on the Agency’s Diversity Framework to go beyond the technical and make it broader (Barbara Spotts agreed to update).

· Adopting a local school to establish a formal program to build a pipeline to interest children in STEM careers and NASA, and help to diversify hires in future years.

Judy ended the meeting with a reminder to the group to email any suggestions; would get an email together to send to group for a vote on 1-2 issues to work on; and that the next meeting would be in January.

Chris informed group that the NPR for anti-harassment had been signed.

