DIVERSITY MANAGEMENT GROUP MEETING
JULY 12, 2010

Judy Phillips, Director of the Headquarters Equal Opportunity and Diversity Management Division opened the meeting with welcoming remarks, introductions, and reviewed the meeting agenda.  A team exercise was performed answering 22 questions from the video “Village of 100”; if we could shrink the Earth’s population to a village of 100 people, with all existing ratios remaining the same, what would it look like?  Once everyone had time to complete the questionnaire, the film was shown giving the correct answers to all 22 questions.  
Next, Judy provided updates, including Take Your Children to Work Day (volunteers and donations for the back packs are still needed);  EODM’s website now has a link to the program featuring Dr. Ave Kludze on CNN’s “African Voices,” and the success of EODM’s Lunch and Learn sessions.  Judy reviewed the contents of the folders given to each participant (EEO cases on an Agency vs. Headquarters basis, workforce profiles, and disability status at Headquarters).  Next, was a brief discussion of Individuals with Targeted Disabilities (IWTD) versus Individuals with Disabilities (IWD).   
 It was announced that the NASA Policy Statement on Diversity and Inclusion was signed by Charles Bolden on June 8, 2010 (and each participant was given a copy in their folder) and a briefing followed on some of the next steps that the Agency is planning in rolling out a diversity framework. The Agency Diversity Champions are Brenda Manuel and Woodrow Whitlow, and in May each Center was asked to provide a Center Diversity Champion.  Chris Jedrey volunteered to be the HQ Diversity Champion. The next steps to fulfill NASA’s commitment is the final framework; implementation guide;  NASA Policy Directive; stakeholder briefings; and a culture survey which now is being reviewed by the union and is scheduled to be released in September with results probably back in October.  It was recommended that the DMG endorse the Agency Policy Statement on Diversity and Inclusion.
Martin Levy gave a brief summary of MD 715.  He explained that a copy of the Executive Summary to the MD-715 report was emailed to the DMG members in December, and a copy was in their folders.  The Executive Summary to the MD-715 Annual Accomplishment Report is a snapshot of the fiscal year accomplishments.  It contains a summary of the Discrimination Complaints program, including the Alternative Dispute Resolution Program, objectives developed to prevent discrimination from occurring, and a workforce analysis showing the representation of Headquarters population by race, ethnicity, gender, and disability.  Judy explained that EODM has begun working on the FY 2010 MD-715 Accomplishment report, and as such, it is an ideal time to begin to seek input from the members of DMG. It will be the first time, ever, that the HQ managers have had the opportunity to propose goals and provide input to the report as it is being prepared, and she would like to see diversity goals included in the report. She indicated that the report is done on a three-year cycle, and as this is the beginning of a cycle, goals can be set not just for the next fiscal year, but with an eye towards implementation further down the cycle. 
Judy said that there were several areas each Center would have to provide information on for the NASA-wide report and she could already say with certainty that we would have to have goals addressing. She indicated there would be a continued emphasis on hiring individuals with disabilities, and stated that HQ, at 0.86%, is not near the 2% goal. July 24 is the 20th anniversary of the Americans with Disabilities Act and Judy anticipates even higher goals will be set, soon, for hiring and retaining individuals with disabilities at federal agencies.  She expects that the White House will soon announce new goals for federal agencies that will increase the target number of individuals with targeted disabilities (IWTD) from 2% to 3% and set out a new goal for individuals with non-targeted disabilities (IWD) at 8%.  Judy stated that the figures show that HQ is already at about 5.5% of IWD, but that that number may not be entirely accurate. She explained that employees generally do not go into Employee Express to update their disability status over time (as they develop age-related and other disabilities that do not rise to the level of being a severe, or targeted, disability). The DMG members agreed that a memo should be issued encouraging employees to update their status. 
 Judy also announced that she recently hired a Schedule A support person to work within her office and that individual will have potential career growth. She explained the process to hire Schedule A individuals at Headquarters. There was quite an interest and it was noted that there are not many Schedule A individuals available at higher grades but more so for lower entry level positions.  It was recommended that we develop contacts/sources of Schedule A applicants, particularly those at higher levels, as a reference tool, and also to benchmark other Federal agencies. Questions for exploration about using Schedule A included:  how can we integrate all of the Schedule A resources; are there professional society meetings where there would be applicants that would qualify as a higher graded Schedule A hire, such as a National Veterans Convention and other outreach events that we should have a presence at; what other ways are there to identify Schedule A individuals at higher grade levels; can there be career-ladder positions at the GS-13,14 and 15 levels for Schedule A individuals?
Judy gave an overview of preparing the MD 715, explaining that the purpose was not to find statistical parity with the civilian labor workforce but rather, to examine the root cause of any potential barriers and look for ways of eliminating them.  There was a discussion on the affinity groups that have been utilized successfully at some of the other centers. Judy explained that the HQ population is small, which would be a problem in having enough of a population to serve on a particular affinity group. Discussion ensued on exploring putting together one employee advisory group of employees to represent the many populations of HQ, including single parents, GLBT, Hispanics and persons with disabilities, and to have this group serve the purpose of surfacing issues and act as a conduit of information for both MD 715 and DMG purposes. The group agreed that EODM should explore that idea further. 
It was also recommended that EODM should look into support networks for employees with disabilities (e.g. blind, hearing impaired) and communicate with them; as well as social networking sites; possibly doing our own survey of the HQ population utilizing the new tool in IT in order to get an idea of potential issues without waiting for the Agency’s survey to issue; and to hold workshops or have open communications (perhaps through focus groups) to surface issues within pockets of the HQ population that we may not be aware of. It was suggested that we look into having a presentation from CAP (part of the DOD) because managers are potentially afraid of the costs involved in a reasonable accommodation, as well as there is a lack of information on the types of accommodations that are out there that can help individuals with disabilities and educating management on these would be beneficial.
Judy explained that it would be efficient to look to develop goals that applied to both the MD 715 as well as to the six diversity framework principles. Judy reviewed the six diversity framework principles from the Barbara Spotts presentation in October. The group discussed possible goals and strategies. They included: including in a survey of the HQ employees a question on whether there is an interest in serving on an EODM Advisory Group; including something on diversity and inclusion in the new employee orientation, such as a video; including a link to a video on diversity to the webpage for new employees;  include diversity/inclusion as a topic for the second 40 hours of the New Supervisor training; EODM will update their website to change the Special Emphasis page to a Diversity page (with Special Emphasis under it) and utilize the language that is in the diversity framework/policy to ensure that HQ is using a common language in line with the Agency’s.
Many additional ideas and information were shared, including a meeting of the Education Stakeholders coming up in September; MIT has an international leadership foundation and provides paid interns, including interns in the sciences; that Administrator will be having a VITS with interns at the Centers on July 29th and this will be an excellent opportunity to hear what the interns are saying about their experiences at NASA and could provide information on the culture of HQ.  Judy discussed Disability Awareness Month is in October and that EODM will again host a HQ Disability Mentoring Day and she hopes this year the DMG managers will provide suggestions/input to the program. It was suggested that yet another source of potential hires would be contacting the alumni organization for the MD School for the Blind. .  
Judy concluded the meeting announcing that the next meeting will be held in the October timeframe and thanked everyone for attending and for their participation.


