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SUBJECT: Proposed Workplace 

BACKGROUND 

In early August Jim Michel, then Acting Deputy Administrator, 
asked Lois Hartman, Acting Director for Human Resources, to 
develop a Diversity Plan for the Agency. In October a draft plan 
was sent to Assistant Administrators, the Minority Recruitment 
Advisory Group (MRAG), special interest groups, the American 
Foreign Service Association (AFSA), the American Federation of 
Government Employees (AFGE) and the Office of Equal Opportunity 
Programs (EOP) soliciting comments and/or suggestions. Numerous 
responses were received (including individual responses from 
Foreign Service, Civil Service and Foreign Service National 
employees). The Plan is now ready for your approval. 

DISCUSSION 

It is our intention that the Plan guide Agency efforts to achieve 
a representative workforce profile and establish an active 
program to insure equal employment opportunity for each employee 
in all facets of the employment relationship. However, it does 
not pretend to be definitive; rather it is a work in progress. 
It provides a winning philosophy and a starting point. Much 
development and much progress will be required before this Plan, 
or any plan for USAID diversity, can be .considered complete. 

It is proposed that you approve the narrative body of the Plan 
and some of the proposed action items now, and some after they 
have been reviewed by the DAA Committee and endorsed by the Chief 
Operating Officer (COO) and Deputy Administrator. The majority 
of the Plan's actions can be accomplished without additional 
funding and it is proposed that you give blanket approval to 
proceed with these immediately. 

Other actions contained in the Plan will require funding and it 
is proposed that these items, annotated in the Plan (pages 8 -
16) with a dollar sign ($), be reviewed and ~~:sed before they 
are approved, with one exception. In the in::~t of insuring a 
continued flow of fresh talent, especially women and minorities 
into the USAID workforce, it is recommended that you approve the 
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FY94 recruitment goals for the Foreign Service IDI Program, the 
student programs, and the Presidential Management Intern Program 
proposed on page ten (action 8.a.) and detailed in Appendix Five, 
Proposed Accession for FS, Students and Other Interns, FY94. 

With your approval, and subject to appropriate negotiations and 
consultations with the unions, the Plan, annotated as indicated 
above, will be published and made available to USAID employees as 
quickly as possible. 

RECOMMENDATIONS: 

1. It is recommended that you approve for publication the 
narrative body of the attached USAID Plan for Achieving 
Workplace Diversity, including the Foreword (pages i - ii), 
pages 1 - 7, and pages 17 - 18. 

2. 

3. 

Approved: 

Disapproved: 

Date: 
/1 

It is recommended that you approve the Action Plans (pages 
8-16) for publication and that you approve for immediate 
action those Action Plans which require no additional 
funding. 

, Approved: 

Disapproved: 

Date: 
J ) 

It is recommend~d that you approve for immediate action the 
FY94 recruitment goals for the Foreign Service IDI Program, 
the student programs, and the Presidential Management Intern 
Program proposed on page ten (action 8.a.) and detailed in 
Appendix Five, Proposed Accession for FS, Students and Other 
Interns, FY94. 

Approved: 

Disapproved: 

Date: 
/ I 
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FOREWORD 

This document represents the thoughts, suggestions and hard work 
of many distinctly different groups of USAID employees. As such, 
it also reflects some very diverse and sometime controversial 
views. By representing as many views as possible, we hope to 
give all parties a voice in the process of achieving and coming 
to value diversity in our workplace. Only by listening to the 
different voices and hearing each point of view will we achieve 
real harmony and productivity. It is said that "where you stand 
depends on where you sit." Ultimately, it is the aim of this 
Plan that we all stand together; not necessarily as one, but as 
unique individuals; different but united. 

This Plan is a starting place. It is by no means definitive. It 
establishes a common point from which we can begin the journey 
from the sometimes disparate views and positions it reflects, to 
a common view of diversity and a workplace in which we value the 
differences in people and recognize those differences as a source 
of strength. 

To begin this discussion, we need a common language. We need 
foremost to agree on what we are discussing, and what our common 
objectives are to be. Accordingly, as a point of reference, 
A/AID has agreed to the following definition of workplace 
diversity; originating in the requirements of law and expanded by 
moral imperative and necessity: 

1. [as ·pertains to workforce composition]: The differences in 
employees relating primarily to race, color, religion, sex, 
national origin, handicap, age, or sexual orientation; also: 
commonly used to describe a representative workforce profile 
(see below), as in, "Targeted recruitment will help us 
achieve workplace diversity." 

2. [as pertains to USAID policy and practice]: Assuring 
inclusiveness of process for every Agency employee at all 
levels, and assuring equality of opportunity for all 
employment applicants and employees with specific 
appreciation for individual characteristics such as race, 
color, religion, sex, national origin, handicap, age, or 
sexual orientation. These categories are specified in USAID 
Equal Opportunity Policies and Operational Guidance. 

3. [to descr: ~e the USAID Workplace Diversity Plan]: A Plan 
:[01: : a . chieving a representative workforce profile 
through Affirmative Employment; b. Valuing diversity as a 
source of strength, e.g. valuing the capabilities of diverse 
employees; and c. Managing diversity to achieve the USAID 
mission. 
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The term workforce must also be defined to facilitate this 
discussion. For the purpose of this Plan, the following 
definition is used: 

All individuals engaged in an employee employer relationship with 
USAID, including: 

u.s. Direct-hire Civil Service employees; 

u.S. Direct-hire Foreign Service employees; 

Foreign Service National* Direct-hire employees; 

u.S. National Personal Service Contractors; and 

Foreign Service National* Personal Service Contractors. 

* The Foreign Service National category includes all Non-U.S. 
Nationals employed by USAID, including "Third Country 
Nationals." Executive Order 11478, Nondiscrimination in the 
Federal Government (EO-11478) is applicable only to U.S. 
Nationals; however, the USAID Code of Conduct dictates that 
all employees, including Foreign Service National employees, 
must be treated with respect, consideration and fairness. 

Finally, the term Representative Workforce Profile is defined as 
follows: 

A workforce profile that conforms to the Civilian Labor Force 
(CLF) profile by race, sex and disability, in major occupations 
and grade levels. This is USAID's quantitative or statistical 
goal for Workplace Diversity. 

These concepts and terms are further defined through discussion 
and actions proposed in the following pages. However, workplace 
diversity, and how it is encouraged, developed, and valued, will 
be defined by the relationships, actions, and commitment of 
USAID's employees in the final analysis. 
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USAID PLAN FOR ACHIEVING WORKPLACE DIVERSITY 

INTRODUCTION 

The men and women who comprise the direct-hire workforce of the 
United States Agency for International Development (USAID) shall 
reflect the cultural, racial and ethnic diversity of the American 
people. In addition to achieving a representative workforce 
profile, the Agency shall assure equal employment opportunity to 
each employee in all facets of the employment relationship. 
Above all, the Agency shall emphasize fairness and equity in its 
treatment of its direct-hire employees, U.S . and Foreign Service 
Nationals, and contract employees, as well as its customers, 
recipients of foreign assistance, and constituents in the 
United States. 

Workplace diversity begins with a clear understanding and 
adherence to the provisions of the Civil Rights Act and the 
regulatory oversight activities of the Equal Employment 
Opportunity Commission, as administered by the Agency's Office of 
Equal Opportunity Programs (EOP). Like all Federal agencies, 
USAID is required to develop an Affirmative Employment Plan and 
to report annually to the U.S. Equal Employment Opportunity 
Commission (EEOC) on accomplishments of the previous year and on 
plans for the next year. The Plan must include: an analysis of 
barriers to equal opportunity, and steps to eliminate those 
barriers; analysis of recruitment and selection processes to 
determine any discriminatory impact; analysis of the workforce 
profile for each segment of the Agency, as well as anticipated 
recruitment and accession activities; and the establishment of 
reasonable goals and timetables to achieve an appropriately 
representative workforce profile, i . e. diversity. 

Beyond adherence to regulations and safeguarding against 
prohibited activities, USAID must establish a workplace in which 
every employee is provided an opportunity to achieve professional 
growth and stature, developmental assignments, and recognition 
which is commensurate with his or her unique contributions and 
potential. Such consideration must exist in every area of human 
resources management, including: 

Recruitment Training 

Compensation Performance Evaluations 

Assignments Incentive Awards 

Career Management Promotions 



Accordingly, these areas will be monitored closely and 
periodically evaluated for their impact on workforce diversity . 
It must be emphasized that the equity and respect with which 
individuals are treated as employees and the overall diversity of 
the workforce as represented by the statistical balance of women 
and men, minorities and non-minorities, people with disabilities 
and people without disabilities, are inseparable elements of the 
USAID Workplace Diversity commitment. The Administrator's 
statements on Diversity in the USAID Workforce, issued in 
May, 1993, and on Equal Opportunity Policies and Operational 
Guidance, issued in August, 1993, reflect this proposition and 
represent necessary steps and a central theme for an improved 
diversity strategy. 

The ultimate goal of the US AID workplace diversity strategy is to 
fully empower every employee and maximize her or his productivity 
to accomplish the USAID mission. The Agency must prize its 
employees, not only in terms of their present capabilities, but 
also in terms of nurturing and facilitating professional growth 
throughout their careers with USAID. No employee is to be denied 
in this regard. The Agency must be known as an employer that is 
respectful of, assures the dignity of, and appreciates the value 
of its most important resource -- its workforce. 

STATE OF DIVERSITY IN USAID 

USAID's overall effort to achieve diversity must improve, 
particularly, though not exclusively, as pertains to the 
underrepresentation of women in its u.s. direct-hire (USDH) 
professional ranks. A recent assessment of USAID diversity 
reported by the Government Accounting Office (GAO) in a 
November, 1992, report entitled AID Management: EEO Issue and 
Protected Group Underrepresentation Require Management Attention 
(summary attached), found that "In AID's Civil and Foreign 
Service work force, protected group members were in many cases 
underrepresented by PATCO category, major occupation, and grade 
level. Non-black minority males were not as well represented on 
average as females in the Civil Service. In contrast, 
males were generally well represented in the Foreign sJiiil.a. .. 

- while females were consistently underrepresented . " 

Quarterly EEO profiles reported by EOP, and the assessment and 
recommendations reported by the USAID Minority Recruitment 
, visory Group (MRAG - summary of recommendations attached), are 
onsistent with the findings of the GAO. In addition, serious 

underrepresentation of Hispanic employees at all levels is 
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reported. Among other deficiencies, the lack of a comprehensive 
recruitment strategy, insufficient commdtment of funding, and a 
failure to centralize available recruitment resources, are cited 
as contributing to underrepresentation in the workforce. These 
deficiencies must be corrected. 

Other areas in which USAID must improve are in its use and 
treatment of Foreign Service National Employees (FSNs), both 
direct-hire and Personal Service Contractors (PSC) , which are 
estimated to be in the neighborhood of 6,000 employees 1

• 

The In-Country Presence Assessment, completed by the USAIO Office 
of Evaluation, Center for Development Information and Evaluation 
(COlE) in October, 1992, reported "pervasive underutilization of 
professional FSN employees." COlE observed, "Many professional 
FSNs are underutilized and could assume more and higher levels of 
responsibility with their current professional capabilities or 
with additional training." COlE also found that "there appears 
to be something of a bias against the use of FSNs and PSCs that 
goes beyond consideration of ability to do the job." 

Another potentially serious problem, that is more widely spread 
than many are aware, is the perception that FSNs are not treated 
with the same degree of respect as U.S. employees, and that 
insensitivity to host cultural norms is not uncommon. 
Culturally insensitive or di·srespectful behavior on the part of 
coworkers, and especially supervisors, is demoralizing and 
counterproductive whenever and whereever it occurs. A USAIO FSN 
employee commenting on the preparation of this plan observed, 
"People must be valued and respected for what they are and what 
they know, not only for their nationality." To the extent that 
the inevitable cultural differences between our FSN and U.S. 
employees divide us rather than enrich us, the resulting division 
represents a barrier to the open communications, trust, and 
goodwill necessary to the full participation of all our 
employees. To succeed in our international mission, we must put 
these barriers behind us and, as another USAID employee observed, 
"seek ways to empower USAID's personnel, in the Missions as well 
as USAID/W, unleashing their innovation and creativity ... 2" 

1 An estimate is required since no reliable database of FSN or PSC 
employees presently exists 

2 J. Brian Atwood, November 19, 1993, Statement of Principles on 
Participatory Development 
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SE'ITING NEW DIRECTIONS 

Achieving, valuing, and empowering a fully diverse workforce will 
be impossible without the broad commitment and action of Agency 
management at all levels. The workplace diversity goals must be 
understood, the current status and historic problems must be 
acknowledged, and coordinated actions must be taken and supported 
at all levels. Success in this effort cannot be mandated; it 
must be achieved through a strategy of communication, consensus­
building, and recognition for achieving results. 

To shape its strategy, USAID has, on the advice of the Minority 
Recruitment Advisory Group (MRAG) , adopted as its guiding 
principle a paradigm espoused by Dr. R. Roosevelt Thomas, Jr., 
the Executive Director of the American Institute for Managing 
Diversity, Inc., at Atlanta's Moorehouse College. Our strategy 
recognizes that the USAID workforce is already diverse and is 
becoming more so. In the recent past, our mangers directed a 
largely homogeneous workforce. Today, they need to lead an 
increasingly diverse workforce. To keep pace with a rapidly 
changing world, we must accept this natural and most welcome 
evolution and develop new management strategies that enable a 
diverse team to perform effectively. In Dr. Thomas' words, nIn a 
country seeking competitive advantage in a global economy, the 
goal of managing diversity is to develop our capacity to accept, 
incorporate, and empower the diverse human talents of the most 
diverse nation on earth. It's our reality. We need to make it 
our strength. 1 n 

Our strategy involves three distinct thrusts. First, we continue 
to pursue a fully representational workforce profile through 
Affirmative ~loyment (AE). As noted in the introduction, 
annual EOP barrier analyses will establish the basis for this 
targeted and time limited program of actions appropriate to 
overcome the effects of past or present practices, policies, or 
other barriers to equal employment opportunity. To insure 
compliance, EOP will monitor Agency processes and achievements in 
all areas of employment and human resources management. The key 
to success, however, will be the deliberate and methodical 
actions, taken by Agency management, to eliminate all barriers to 
achievement of the USAID diversity goals dictated by our relative 
conformity to the Civilian Labor Force (CLF) PATCO profile. 

Second, we Value Diversity. We are creating an environment in 
all USAID workplaces in which every employee feels valued and 

1 Harvard Business Review, No.90213 
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accepted. "USAID is dedicated to improving the quality of human 
life and developing individual opportunities globally. 
Consistent with this mission, we are dedicated to achieving a 
diverse workforce that is free of discrimination on the basis of 
race, color, religion, sex, age, national origin, disability, and 
sexual orientation. 1ll We are reinventing ourselves as a model 
Agency not only for the U.S. Federal government, but for all of 
the governments and peoples around the globe with whom we are in 
partnership. 

Finally, we are Managing Diversity. We are building enabling 
skills in our workforce and creating policies and systems that 
will allow each employee to contribute to the full extent of her 
or his potential unfettered by artificial barriers. Managing 
Diversity is our bridge from reliance on Affirmative Employment 
to a self sufficient policy and practice of Valuing Diversity. 
Our employees are without a doubt our single most valuable asset, 
and we are committed to actively empowering their diverse, multi­
cultural and enormous capacity to achieve the USAID mission. 

In order for this Workplace Diversity Plan to be effective, 
senior level commitment and involvement are essential. In 
August, 1993, the Administrator defined this requirement by 
stating, "I intend to ensure that USAID employees are supportive 
of these policies [workplace diversity and equal opportunity] and 
that managers, especially, are accountable for their success. To 
that end, in each major bureau or office, the Deputy Assistant 
Administrator (DAA) or equivalent, is assigned responsibility for 
achieving progress in the areas described above. 2" Accordingly, 
the DAA Committee (DAAC) will coordinate actions and activities 
in support of this Plan and assure accountability for its 
success. The Director of EOP will join this Committee's 
deliberations in all matters pertaining to diversity and the 
Committee will report progress quarterly to the Administrator. 

This Workplace Diversity Plan provides a philosophical base and a 
starting point for the DAAC. The activities described in the 
Action Plan below are intended to be immediate and far reaching, 
but they are by no means definitive. This Plan must evolve with 
the development of the workforce and increased awareness on the 
part of all of its components. Inevitably, it must be a work in 
progress. 

1 J. Brian Atwood, Statement on Principles on Participatory Development, 
November 19, 1993 

2 USArD. Equal Opportunity PoliciE'.:5 (\~\d.J:r)(:;x.;i!~.i£:.l~ Guidance, 
August 10, 1993 
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ACTIVITIES/ACTIONS TO DATE 

In the past, the Agency made an effort to achieve diversity 
through a variety of important, but disjointed, initiatives which 
have been conducted without the benefit of an overall strategy, 
total management support, or budget commitment. Now, the 
Administrator, HR, EOP, and the Equal Opportunity Task Force have 
articulated an Agency commitment to a comprehensive Workplace 
Diversity Plan and laid the foundation for a consolidated and 
more effective strategy. Activities to date have included: 

Affirmative Employment 

Consideration of diversity implications in selection of 
promotion panels; 

Continuation of the IDI hiring program in spite of budget 
constraints (Affirmative Employment targeted); 

HR solicited nominations from missions of women and 
minorities at post (contractors and PVO staff) for 
consideration as FS candidates; 

, EOP and HR development of an Affirmative Employment Foreign 
Service Promotion policy (attached); 

Initiation of joint Peace Corps/USAID targeted recruitment, 
including: 1} Outreach to women and minority staff and 
volunteers in the last six months of their tours; 
2} USAID recruitment literature and information interviews 
available through Peace Corps out-placement center; and 
3} "piggyback" efforts in southwestern u.S. recruitment 
campaigns; 

, EOP tracking of Senior Management Group (SMG) assignments 
for identification of 1} representation levels of minorities 
and women (by bureau); 2} minority and female SMG potentials 
on bureau lists; 

Valuing Diversity 

Issuance of Workplace Diversity and EEO statements and 
operational guidance by the Administrator (attached); 

A seminar for USAID management on Diversity and 
Organizational Change; 
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Addition of diversity training modules to all senior 
management training courses; 

Expansion of other EEO training and considerable increase in 
outreach by EOP staff, e.g. sexual harassment prevention 
briefings; 

~ Mentoring program for new hires established; 

~ Inclusion of EEO skill areas in promotion precepts; 

~ EOP complaints investigation process strengthened, and time 
frames for investigation and issuance of Agency findings 
reduced; 

Managing Diversity 

~ Meetings of advocacy groups' representatives with senior 
advisors to the Administrator; 

~ Meetings over the past two years of the Equal Opportunity 
Task Force, chaired by the Director of Workforce Planning, 
with participation by the HR Deputy Director, the EOP 
Director, and representatives of various bureaus; 

A series of meetings between the Acting Director, HR, EOP 
staff, and minority advocacy groups, resulting in a list of 
no cost recommendations for HR programs and practices; 

Periodic EOP reports on workforce profiles by Agency, 
bureaus and offices; and 

Utilization of minority Foreign Service personnel as a 
recruitment resource. 

ACTION PLAN 

The following Phase I and II activities are intended to achieve a 
broad understanding of the Agency's situation, establish 
accountability for improvement, and achieve progress towards 
stated goals. They are consistent with, and in some instances 
compelled by the requirements of EEO law and regulations, as 
administered by EOP. They reflect the recommendations of, among 
others, EOP, MRAG, the Agency's special interest groups, the 
USAID Incentives Committee Report, and many individual employees, 
including USDH Civil and Foreign Service, and FSNs. As noted 
above, the activities are viewed as a starting place rather than 
a definitive plan. 
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Activities that will require new funding, over and above 
commitment of OE funding for staff time, are annotated with a 
dollar sign ($) in the number column. These plans are referred 
to the Deputy Assistant Administrators Committee for endorsement, 
pending availability of funds. 

ACTION PLAN PHASE I 

(FY94) 

# ACTMTIES 

Affirmative Employment 

1 Preparation of Agency Federal Equal 
Opportunity Recruitment Program (FEORP) 
plans for submission to OPM: 

2 

3 
a 

b 

Foreign Service [HR] 

Civil Service [HR] 

Preparation of disability employment 
plans for submission to EEOC [EOP] 

EOP completes barrier analysis (based on 
self analysis by bureaus), workforce 
profile analysis and, using most current 
data permissible under EEOC regulations, 
establishes diversity objectives for the 
Agency's multiyear Affirmative Employment 
Plan, including targets for: minorities, 
women, and people with disabilities as 
necessary to achieve full representation 
[Bureaus & EOP] 

With the input of s E!n i or mvnagement, the 
resul ting PI : n ::E?·' r<"~E'E:·'t:'?, : model effort 
to overcome .o(.. rr:_"-':L S a:u}. achieve 
diversity (including specific goals for 
USAID/W and overseas) 
[Bureaus, EOP & HR] 
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DATE 

November'93 
(Done) 

February'94 

November'93 
(Done) 

February' 94 

February' 94 



4 
a 

$ 

Expand barrier analysis to identify 
barriers to selection of minorities 
referred by HR to USAID/W selecting 
officials to be considered for Civil 
Service positions (responds to GAO 
finding) [EOP] 

b Implement systematic plan to eliminate 
any barriers identified 

5 
a 

$ 

[Bureaus, HR & EOP] 

Expand barrier analysis to determine 
efficacy of criteria for selection into 
Foreign Service, with special reference 
to preference for previous overseas 
experience [HR] 

b Adjust selection criteria as necessary to 
eliminate any barriers identified. [HR] 

6 
a 

$ 

Expand barrier analysis to include a 
study of minority employees' career paths 
at USAID over the past ten years [EOP] 

b Implement systematic plan to eliminate 
any barriers identified 

7 
a 

b 

c 

[Bureaus, HR & EOP] 

SMG Affirmative Employment targets set 
for each Agency organization in upcoming 
SMG Assignments Cycle [EOP & HR] 

SMG potentials' list revised to include 
GS-15s and launch positions identified 
for FS-2 SMG potentials (as indicated by 
bureaus and HR) [HR] 

Executive Management Staff (HR/EM) 
counselors contact all women and minority 
SMG potentials to discuss next assignment 
[HR] 

9 

April '94 

April '94 

May '94 

February' 94 

February' 94 

March '94 
(Ongoing) 



8 Approval by the Administrator of m1nimum January '94 
a hiring levels for IDIs, COOPs, Summer 

Interns, and PMIs (see appendix 5) and 
$ for development of a new Civil Service 

Intern Program [A/AID] 

b Affirmative Employment Plan integrated January '94 
with the respective Civil Service and -
Foreign Service recruitment plans to June '94 
increase representation of women, 
minorities, and employees with 
disabilities in those bureaus/offices, 
employment categories, and levels in 
which underrepresentation has been 
identified by EOP [HR] 

c Increase the pool of women and minority Ongoing 
applicants available to selecting 
officials through ongoing targeted 
recruitment activities [HR] 

d Continue practice of using Foreign Ongoing 
Service Officers or other appropriate 
employees to represent the Agency on 
recruitment campaigns [HR & Bureaus] 

e Continue to reserve 80 percent of FS new Ongoing 
hire slots for IDIs [HR] 

f Establish a more targeted recruitment Ongoing 
strategy for special hiring programs, 
e.g. COOPs, Summer Interns, PMIs, etc. 
[HR] 

g Continue and increase referral of Ongoing 
disabled applicants through the joint EOP 
and HR Special Placement program [EOP] 
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Valuing Diversity 

1 Memorandum from the Administrator February' 94 
a establishing the Deputy Assistant 

Administrators Committee (DAAC) as the 
coordinating body for the Workplace 
Diversity Plan. [A/AID] 

b DAAC reports progress to Administrator on Ongoing 
quarterly basis [HR] 

2 Each bureau assigns a senior employee as March '94 
their Diversity Coordinator to facilitate -
the diversity dialogue, increase Ongoing 
awareness of legal requirements, promote 
philosophy of valuing diversity, and to 
monitor, augment, and forward the 
Workplace Diversity Action Plan [DAAs] 

3 Career Management System, including June '94 
Matrices depicting essential competencies 
and experiences expected of FS and CS 
employees at various career levels in 
professional, technical and 
administrative/support career paths are 
developed, including broad input from all 
categories and levels of Agency employees 
[HR] 

4 Workplace Diversity component, presented March '94 
by EOP, added to, New Entry Training, and 
other appropriate USAID training courses 
[HR & EOP] 

5 Conduct diversity training for all senior April '94 
staff (including focus on relations 

$ between FSNs and USDH, and professionals 
and support staff) [HR] 

6 

$ 

Conduct diversity and cross-cultural 
training for all managers and staff in 
each organization throughout the Agency 
(including focus on relations between 
FSNs and USDHs, and professionals and 
support staff) [HR] 

11 

July 94 

Ongoing 
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7 M/AS reports to A/AID on feasibility of June '94 
establishing child care, elder care, and 
lactation facilities on USAID premises 
[AS] 

8 HR reviews FSN (including PSC) personnel July '94 
policies and practices for consistency -

$ with workplace diversity objectives, October' 94 
including: classification, compensation, 
recruitment, assignments, training, 
incentive awards, and promotions [DA/AID] 

9 Continue and expand EOP Special Emphasis Ongoing 
Programs (notices, posters, speakers, 
etc.) celebrating our diversity, e.g. 
Dr. Martin Luther King Day, Black History 
Month, National Women's History Month, 
Asian Pacific American Heritage Month, 
Womens' Equality Day, National Hispanic 
Heritage Month, Disability Month, and 
Native American Month [EOP] 

10 Establish a Workplace Diversity column in April '93 
Front Lines [XA] 

11 G reviews Agency technical skills March '94 
recruitment programs for potential to 

$ positively influence workplace diversity 
(e.g. IPAs and AAAS, Child Survival, POP, 
and AIDS Fellows programs, etc.) and 
reports findings/recommendations to DAAC 
[G & DA/AID] 

1 

2 
a 

b 

c 

Managing Diversity 

EOP and HR brief the Deputy Assistant 
Administrators Committee on workplace 
diversity issues; current status and 
Agency plan [EOP & HR] 

DA/AID appoints new members to the 
Technical Selection Panels [DA/AID] 

EOP provides solid EEO training to 
Panelist and support staff [EOP] 

Service on panels becomes part of 
members' official duties (specific 
element in EER) [HR] 

12 

March '94 

April '94 

April '94 

April '94 



3 

4 
a 

b 

5 

$ 

6 

7 

8 

9 
a 

b 

$ 

Placements in new USAID/W organizations 
geared toward achieving a balanced mix in 
each bureau/office of FS/GS, 
females/males, minority/non-minority, and 
disabled/non-disabled employees 
[Bureaus, HR & EOP] 

Deputy Assistant Administrators and line 
managers assigned responsibility for 
accomplishing the hiring, training, 
assignment, incentive, evaluation, and 
promotion goals of bureaus' affirmative 
action plans [DA/AID & Bureaus] 

Goals included in individual managers and 
supervisors' performance contracts 
[Bureaus & EOP] 

Civil Service Intern Program established 
to recruit and develop entry level Civil 
Service professionals [HR] 

Assess feasibility of establishing a GS 
rotation program to encourage career 
development through broadening 
assignments for Civil Service employees 
[HR] 

"Level the playing field" for all FS 
employees by approving HR proposal for FS 
Assignments System Reform [A/AID] 

Continue practice of limiting the number 
of LCEs approved (among other advantages, 
this will have the effect of increasing 
opportunities for lower graded employees, 
including women and minorities, to be 
promoted) [A/AID] 

Establish an FSN Policy unit in HR and 
staff it with at least 2 positions [AA/M] 

FSNs periodically detailed to HR to work 
in the FSN Policy Unit [HR] 

10 Issue clear guidance on what 
re s"' , nsibilities may and may not be 
(~~ gned to FSNs and PSCs on worldwide 
r sis (clarity in this matter will 
provide opportunity to expand these 
responsibilities) [GC] 
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January' 94 

April '94 

March '94 

March '94 

June ' 94 

Sept '94 

March' 94 

Ongoing 

February' 94 

June ' 94 

Ongoing 

April '94 



11 Develop and implement a worldwide October '94 
standard performance appraisal system for 

$ FSNs and PSCs consistent with USDH 
system(s) [HR] 

12 Establish an automated unified personnel January '94 
a records system that includes entire USAID 

workforce (U. S. and foreign national) 
[HR & IRM] 

b System must include subsystem for October '94 
tracking race, sex, national origin, and 
disability (access restricted to EOP) 
[EOP & IRM] 

ACTION PLAN PHASE II 

(FY95) 

# ACTIVITIES DATE 

AFFIRMATIVE EMPLOYMENT 

1 Re-establish Career Advancement program October '94 
(CAP) for conversion of lower graded GS 
employees to FS with four year internship 
[HR] 

2 EOP reports to Administrator on FY94 November' 94 
accessions, promotions, and attainment of 
objectives and elimination of barriers 
[EOP] 

3 Establish an English language skills December' 94 
training program for Agency employees, 

$ worldwide, including basic writing and 
presentation skills (include component 
for FSNs on skills for effective 
interpersonal communications with USDH 
employees) 
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$ 

2 
a 

b 

$ 

c 

$ 

3 

$ 

4 

Valuing Diversity 

Diversity Coordinators, hosted by DAAC, 
hold annual two day focus meeting in 
AlD/W [DA/AlD] 

Career Management is established as an 
Agency priority and Career Management 
Matrices are approved and published by 
DAAC [DA/AlD & HR] 

HR designs and implements a strategy to 
educate and assist workforce with career 
management principles to include: 
comprehensive development of individual 
development plans (lDPs) and integration 
of IDPs in annual performance planning 
processes [HR] 

A/AID issues policy that requires a 
minimum of one week of training per year 
or an equivalent developmental assignment 
for all employees, including FSNs, whose 
performance has been rated satisfactory 
or higher [DA/AID] 

PPE and EOP review USAID/W use of PSCs 
for' impact on workforce diversity and to 
evaluate the possibility of extending EEO 
guidelines and affirmative employment 
considerations to their selection process 
[PPE &EOP] 

Develop and promulgate a policy, 
supportive of Workplace Diversity goals -
such a policy may include the following: 
(1) references to race and gender in EERs 
and PARs in regard to performance, and 
(2) identifying women and minorities to 
supervisors, and promotion, training and 
awards committees for the purpose of 
affirmative action 
[HR & EOP] 
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Managing Diversity 

1 Establish fellowships or grants to HBCU October '94 
and HACU faculties for research on USAID 

$ program issues to increase the number of 
minority students exposed to and 
interested in development work [G) 

2 Bureaus, assisted by HR, review all October '94 
positions to identify opportunities for -
upward mobility career-ladder positions Sept '95 
and positions that may be converted to 
part time, or job-sharing and/or 
flexiplace at every level and in every 
career category (involves systematic 
effort to organize work and redesign jobs 
in ways that provide opportunities) 
[Bureaus/HR] 

3 Exit interview analysis and report to June '95 
DAAC by HR to detect reason for reported 
attrition of mid-level women and 
minorities [HR] 

4 Develop automated on-line report of October '94 
bureau/office conformity with CLF PATCO 
profiles at all levels (On-line report 
generated from unified personnel records 
system data base cross referenced to EOP 
data) [IRM] 

5 Automate FS Assignments System tracking, December' 94 
statistical analysis, and reporting [IRM] 

6 Conduct periodic worldwide employment March '95 
satisfaction survey and aggregate results 
by protected category, level, and 
employment category, i.e. USDH, FSN, PSC 
(surveys to be conducted by E-mail and 
results collected, analyzed and reported 
by computer) [HR & IRM] 
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GLOSSARY OF WORKPLACE DIVERSITY TERMS 

Affirmative Employment: those actions appropriate to overcome 
the effect of past or present practices, policies, or other 
barriers to equal employment opportunity in relation to all 
personnel policy and practice (e.g. employment, development, 
advancement, and treatment) affecting persons in "protected class 
groups" as defined in Executive Order 11478, Nondiscrimination in 
the Federal Government (EO-11478 - attached). For example, 
women, minorities, and mentally or physically challenged 
individuals may be targeted for special recruitment efforts to 
correct underrepresentation. Action is taken to balance the 
composition of the workforce in such a way as to achieve 
quantitative conformity with the CLF PATCO workforce profile. 

CLF: The Civilian Labor Force (CLF) data, provided to USAID by 
EEOC, represents people, 16 years or older, excluding individuals 
in the armed forces, who are employed or seeking employment, 
matched to federal job series and aggregated by PATCO category. 
This data, further aggregated by race. sex. and. national origin, 
is used by USAID and throughout the federal government to 
establish bench marks or goals for a balanced workforce, i.e. a 
workforce that conforms to the CLF PATCO profile, and thus, meets 
Federal Equal Employment Opportunity (EEO) requirements. 

Diversity: 

1. [as pertains to workforce composition]: The differences in 
employees relating primarily to race, color, religion, sex, 
national origin, handicap, age, or sexual orientation; also: 
commonly used to describe a representative workforce profile 
(see below), as in, "Targeted recruitment will help us 
achieve workplace diversi ty." 

2. [as pertains to USAID policy and practice]: Assuring 
inclusiveness of process for every Agency employee at all 
levels, and assuring equality of opportunity for all 
employment applicants and employees with specific 
appreciation for individual characteristics such as race, 
color, religion, sex, national origin, handicap, age, or 
sexual orientation. These categories are specified in USAID 
Equal Opportunity Policies and Operational Guidance. 

3. [to describe the USAID Workplace Diversity Plan]: A plan 
for: a. achieving a representative workforce profile 
through Affirmative Employment; b. Valuing diversity as a 
source of strength, e.g. valuing the capabilities of diverse 
employees; and c. Managing diversity to achieve the USAID 
mission. 

PATCO: In accordance with the U.S. Equal Employment Opportunity 
Commission (EEOC) and Office of Personnel Management (OPM) 
guidance, USAID employees are classified into five white-collar 
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categories; i.e. professional, administrative, technical, 
clerical, and other (PATCO). Specific job series are grouped by 
appropriate PATCO category. As a rule, higher paid jobs are 
grouped in the professional and administrative categories while 
lower paid jobs are concentrated in the technical, clerical and 
other categories. For example: 

Professional positions generally require specialized 
academic training and include lawyers, accountants, 
economists, and auditors. 

Administrative positions generally require a college degree, 
or equivalent experience, and include program officers, 
administrative officers, and budget analysts. 

Technical positions typically support the efforts of 
professional and administrative positions and do not require 
a college education. They include computer operator, 
electronic technician, and procurement agent. 

Clerical positions support business and fiscal operations 
and do not require a college education. 

Other positions are those that do not relate to one of the 
categories discussed above, and may include fire prevention, 
security guards, and drivers. 

Representative Workforce Profile: A workforce profile that 
conforms to the CLF profile by race, sex, and national origin, in 
major occupations and grade levels. This is USAID's quantitative 
or statistical goal for Workplace Diversity. 

Workforce [as pertains to USAID]: All individuals engaged in an 
employee employer relationship with USAID, including: 

* 

u.S. Direct-hire Civil Service employees; 

u.S. Direct-hire Foreign Service employees; 

Foreign Service National* Direct-hire employees; 

u.S. National Personal Service Contractors; and 

Foreign Service National* Personal Service Contractors. 

The Foreign Service National category includes all Non-U.S. 
Nationals employed by USAID, including "Third Country 
Nationals." Executive Order 11478, Nondiscrimination in the 
Federal Government (EO-11478) is applicable only to u.S. 
Nationals; however, the USAID Code of Conduct dictates that 
all employees, including Foreign Service National employees, 
must be treated with respect, consideration and fairness. 
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Programs 

6. Chart Comparing Affirmative Employment, Valuing Diversity, 
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8 . Summary of MRAG Recommendations 

9. Memo from HR/OD, Lois E. Hartman, summar~z~ng Minority and 
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10. M/B/SB, Management Study of A.I.D.'s Overseas 
Non-direct Hire Workforce, Appendix A. Summary of Related 
Studies 

11. Executive Order 11478 
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1. USAID Administrator's Statement on Diversity 

in the A.I.D. Workforce 



AGENCYFORINTERNATIONALDEVE~PMENT 

The Administrator 

320 'IWJ::NTY FIRST STREH, N.W. 
WASHINGTON, D.C. 20523 

A.I.D. General Notice 
A/AID 
Issue Date: 

SUBJECT: Diversity in the A.I.D. Workforce 

As my first official act as Administrator, I am expressing 
my commitment to achieving a diverse and representative workforce 
in the Agency for International Development. This commitment 
extends to both the civil service and the foreign service, and to 
all levels of the workforce. It is my intention to put in place 
a plan of specific actions to achieve workforce diversity in 
A.I.D. and to monitor progress in its implementation. I will 
expect all Agency managers to make this objective a high priority 
and will evaluate their performance accordingly. 

I take this course because I believe it is my responsibility 
as a public official. It is simply right that the federal ' ~- . 
workforce be representative of the American people. Moreover, 
A.I.D. represents the American people and our values directly in 
relations with foreign governments and peoples. One of the great 
strengths of our country and one of the values which is most 
important to share with others is our respect for the diversity 
of our people. The reality of A.I.D.'s workforce must 
communicate this value by example. 

I also believe that rapid progress toward a diverse and 
representative workforce will make A.I.D. a more effective 
organization. until the Agency's workforce is representative of 
the diversity of the American people, employees who are members 
of the underrepresented groups.,...will feel their opportunitie~_.~!"~ _ 
limited, no matter how hard they work or h~w much ._tbeJ[_ 
contribute. 

A.I.D. must strive for a dedicated and productive workforce. 
We face many challenges and must have the best each of our 
employees Cal! .J.r··li~I~~:r.. l.n :.urn, the Agency must demonstrate that 
it values al l it:~'3- ~lliploy~es, and that it will take measures to 
ensure real opportunities for employment and career advancement 
for all who demonstrate competence, hard work, a positive 
attitude, and a willingness to make the extra effort to 
contribute. 

1'1 lONE: (202) M7 ·%20 FAX: (202) 647·1770 
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A.I.D. is dedicated to improving the quality of human life and developing individual opportunities around the world. We can be no less dedicated in the management of our own organization. I want each of our employees, to understand that a diverse and representative workforce is vital to success in carrying out our mission. 

DISTRIBUTION 
List 1 and 2 

J. Bri 
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Tbe Office of Equal Opportunity Program. (EOP) 1. the 
central unit responsible for coordinating the development and 
implementation of equal opportunity policies and programs. 
Att8inment of equal opportunity objectives, bowever, requires the 
full 8upport and action of management throughout the Agency. 
Together, we will succeed 1n creating a .04el work environment 
which promotes quality, fairness and full participation by all 
Agency .mployees. 

Attachments: a/s 



AGENCY FOR INTERNATIONAL DEVELOPMENT 

POLICY ON 

EQUAL EMPLOYMENT OPPORTUNITY 

Requirements for Federal agency equal employment opportunity (EEO) and 
affirmative employment programs were fllst established In 1969 by Executive 
Order 11478. In 1972, the Congress amended ntle VII of the Civil Rights Act 
of 1964, thereby mandating Federal ageneles to maintain affirmative 
employment programs and to ensure enforcement of Federal EEO policy. 

It Is the poRey of the Agency for International Development: 

• To provide equal opportunity In employment for an persons; 

• To prohibit discrimination because of race, color, religion, national 
origin, disability, sex, and age; 

• To promote the full realization of equal employment opportunity 
through a continuing affirmative employment program in the Agency 
particularly in recruitment, promotions, assignments, and training; 

• To comply with both the letter and spirit of all laws and regulations 
governing equal employment opportunity and affirmative employment; 
and 

• To ensure that all persons are free from any and all restraint, 
interference, coercion, discrimination, and reprisal for engaging in any 
lawful activity, including participation in any stage of submitting, 
processing or evaluating a complaint, including the counseling stage 
and thereafter. 

Every A.I.D. employee is responsible for ensuring that the work environment 
is free from discrimination and harassment. All levels of A.I.D. management 
share responsibility for and are held accountable for the successful 
implementation of the Agency's equal opportunity program's goals and 
objectives. 

Anyone needing information on equal employment should contact tfi ) )g1:.;e 
of Equal Opportunity Programs (EOP) on (202) 663-1333. 
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AGENCY FOR INTERNATIONAL DEVELOPMENT 

POLICY ON 

PROHIBlnON OF SEXUAL HARASSMENT 

The Equal Employment Opportunity Commission defines sexual harassment 
as deliberat., repeated, unsolicited or unwelcome sexual advances of III 
types, not simply requests for sexual favors. A person Is being harassed 
sexually when submission to conduct of I sexual nature Is made either 
explicitly or implicitly a term or condition of employment; submission to or 
rejection of such conduct Is used 8S the basis for employment decisions, 
promotions, assignments or pay; or when such conduct unreasonably 
interferes with work performance, or creates an Intimidating, hostile, or 
offensive work environment. 

When sexual harassment affects employment decisions or creates an 
offensive working environment, it is both a violation of Section 703 of Title 
VII of the Civil Rights Act and the Civil Service Reform Act of 1978. In 
addition, sexual harassment violates the Code of Conduct and Ethics for 
Federal Employees. 

It is the policy of the Agency for International Development: 

• To provide a work environment free of sexual harassment; 

• To prohibit all sexual harassment. explicit or implicit; 

• To comply with the letter and spirit of all laws and regulations 
governing sexual harassment, taking corrective action when sexual 
harassment conduct is alleged or proved; and 

• To ensure formal complaint channels for sexual harassment are 
available to an employees. 

Anyone needing information on the prevention of sexual harassment should 
contact the Office of Equal Opportunity Programs (EOP) on (202) 663-1333 • 

• 

, ". 
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AGENCY fOR INTERNATIONAL DEVELOPMENT 

POLICY ON 

EQUAL EMPLOYMENT FOR EMPLOYEES WITH DISABIUTIeS 

Th. RehabRitatlon Act of 1973, as amended, requires Fed.ral agencies to 
develop and Implement plans for the hiring, placement, promotion, and 
fetention of disabled Individuals. To facilitate employment of the disabled, 
Federal agencies may use either competitive or special appointing authorities. 
Reanstic standards, based on the tasks of the position, require that apprecants 
posses only the qualifications necessary for safe and efficient performance of 
the duties of a particular position. 

Federal agencies are responsible for providing reasonable accommodations for 
individuals who meet the following definitions in the Act: • A person who (1) 
has a p~ysical or mental impairment that substantially limits one or more of 
such persons' major life activities, (2) has a record of such impairment, or 13) 
is regarded as having such impairment.· When hiring persons with disabilities, 
efforts are made to accommodate the Individuals by removal or modification 
of barriers to their ability to effectively perform the essential duties of a given 
position. 

It Is the poncy of the Agency for International Development: 

• To prohibit discrimination in employment on the basis of physical or 
mental impairment; 

• To promote, with reasonable accommodation, the full realization of 
equal employment opportunity for the disabled through a continuing 
affirmative employment program in the Agency, particularly in 
recruitment, promotions, assignments, and training; and 

• To comply with both the letter and spirit of all laws and ,egulations 
governing equal employment opportunity and affirmative employment 
for persons with disabilities. 

For more Information concerning the implementation of this policy, please 
contact either the A.I.D. Disability Employment Manager/EOP on (202) 663-
1510, or the A.I.D. Selective Placement Coordinator/HRDM on (202. 663· 
1521. ~~~ 

~~--
,Br' Atwood 
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AGENCY FOR IHTERNA nOHAl DEVELOPMENT 

C?£RAnOt~AL GU!DANCe 

IMPlEMENTAnON OF EQUAL EMPLOYMENT OPPORTUNITY POLICIES 

NondlscrJmlna tlon 

The Agency for International Development will provide equal opportunity in 
employment for all persons, and will prohibit discrimination based on race, 
color, sex, age, religion, natiorial origin or disability. There will be zero 
tolerance for actions in the work context that have the purpose or effect of 
discriminating on one of the bases listed above. 

Accountability 

In each bureau, mission and office, the Deputy Assistant Administrator, 
Director, or equivalent, shall be responsible for achieving progress in the areas 
described herein. The objectives outlined in this notice have the full support 
of the senior management team. The Agency will succeed in creating a model 
work environment which promotes quality and equality, as well as fairness 
and full participation by all Agency employees. 

Affirmative Employment 

Federal agencies are required to take affirmative measures in all aspects of 
employment, Including hiring, advancement, training, assignments, evaluation 
and recognition. Affirmative employment to advance equal employment 
opportunity requires appropriate efforts to increase the representation of 
women, minorities and disabled individuals where underrepresentation exists. 
Increased attention will be focussed on those groups that remain 
underrepresented and on those organizational units whose progress fails to 
meet reasonable expectations. Special emphasis will e directed tl'\ those 
segments of the population that are disproportion·~"tet? cb;t;ent til "'~r Jgerial, 
supervisory and executive level positions • 

... 



2. Adminlstrator's statement on Equal Opportunity Policies and 

Operational Guidance 



, AGOCY rca 

A.I.D. GENERAL NOTICE 
A/AID 
ISSUE DATE: August 10, 1993 

SUBJECT: Equal Opportunity Policies and Operational Guidance 

The Agency for International Development is dedicated to 
improving the quality of human life and developing individual 
opportunities globally. Consistent with that .ission, we are 
dedicated to a goal of a diverse workplace that is free of 
discrimination on the basis of race, color, religion, sex, age, 
national origin, disability, and sexual orientation. In pursuing 
this goal, we will be guided by sound human resource management 
practices to elicit the best from each employee and by successful 
equal employment opportunity programs that contribute to the rich 
-diversity of our workforce. In addition, we must meet the 
specific. requirements of Federal laws and regulations that govern 
affirmative employment practices and their enforcement. 

Attached to this notice are three policy statements: 
(1) Equal Employment Opportunity; (2) Prohibition of Sexual 
Harassment; and (3) Equal Opportunity for Employees with 
Disabilities. These policies provide clear guidance to all 
employees on our expectations regarding equal opportunity in 
A.I.D. Also, attached is more detailed operational quidance for 
i.plementing these policies. 

I am committed to the concept and practice of equai 
opportunity in recruiting, hiring, training, assigning, 
rewarding, evaluating and promoting employees. We have both 
collective and individual responsibility to provide equal 
opportunity. I intend to ensure that A.I.D. employees are 
supportive of these policies and that managers, especially, are 
accountable for their success. To t.hat ~md, :~.n each major bureau 
or office, the Deputy Assistant .'\GlJtlill.istl'ahr: or equivalent, is 
assigned responsibility for achie"'ing prog4'ess in the areas 
described above. 

320 ht~n·FllST Smn. S.W., WASHI'\GTOS, D.C. 2(52) • ~'t: (202) 647·9620. FA-X: (202) 647·1770 

..... 



Agcncy for Intcrnational DC\'cl0plllcnt 
Washington, D.C. 20523 

MINORITY RECRUITMENT ADVISORY GROUP (MRAG) 

Recommendations (March 29, 1993) 

For Top Management 

Issue policy statement setting forth the Administrator's and 
Agency's commitment to workforce diversity at all levels. 

Authorize development and implementation of a strategy and 
plan of action to institutionalize diversity. 

Provide budgetary resources during FY 1993 to undertake the 
strategy and initiate a diversity training program and the 
establishment of recruitment/internship programs. 

Elevate the authority and visibility of the EOP Office. 

Establish a direct reporting relationship of the HRDM 
Director to the Administrator. 

Establish a discrete, sacrosanct budget for recruitment. 

Encourage the administration to use the AD and other hiring 
mechanisms to introduce more diversity in the Agency 
workforce. 

Recorr~endations for EOP and HRDM 

Provide specialized training for Agency recruiters, career 
counselors, and promotion, employment and technical review 
panel members. 

Enforce the existing policy of maintaining an 80%-20% split 
between IDI and mid-career hiring. 

Increase representation of women and minorities on 
employment panels. 

Merge recruitment division with workforce planning function. 

Reinstate some of the most successful recruitment programs 
from the past (e.g. the Africa Economic Intern Program) and 
expand some of our regional efforts (e.g. the LAC Intern 
Program) Agency wide. 



•• 
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prohibItion of $exual Harassment 

It Is the legal and ethical responsibility of all A.I.D. employees to refrain from 
sexually harassing behavior In the workplace. Under Federal regulations, 
managers and supervisors bear certain responsibility for prevention of s.exual 
harassment aoci ior ,0Heeting ihe ~uuuu"t uf their ~mp:o'iGG~ • .... ho v!c!ate 
these regulations. Included In this prohibition are not only direct. overt sexual 
comments or actions, but also any activity of a sexual nature that creates a 
hostile or offensive working environment. All bureaus, missions and offices 
should inform their employees what conduct constitutes sexual harassment. 
The Office of Equal Opportunity Programs Is available for advice and training 
to assist in this effort. 

Nondiscrimination Based on Sexual Orientation 

There shall be no discrimination against any Agency employee based on 
sexual orientation. It is the responsibility of each manager and supervisor to 
assure fhat equality of opportunity in all facets of employment not be denied 
to any individual because of sexual orientation. 

Special Emphasis Programs 

- . .. " 

The Office of Equal Opportunity Programs coordinates a number of employee 
programs designed to improve the employment status of women, persons 
with disabilities and members of minority groups. These special emphaSis 
programs contribute to the success of our affirmative employment programs, 
highlight the benefits of our culturally diverse workforce and provide one 
means of publicly recognizing the contributions of some of our most valuable 
employees. All employees are encouraged to support and participate in these · 
programs. 

Discrimination Complaints 

Discrimination complaints exact an extremely high toll in terms of both human 
discord and monetary costs. Accordingly, A .I.D. will encourage informal 
resolution of interpersonal and employment issues, whenever possible. When 
this is not possible. the Director of the Office of Equal Opportunity Programs 
is delegated the responsibility to investigate and adjudicate, consistent with 
Federal laws. regulations and guidance, complaints of discrimination and the 
authority to settle cases when such closure is appropriate . 

L~ 



3. Administrator's statement on New Equal Opportunity Policies and 

Operational Guidance 
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Notice Sender@FA.AS.ISS@AIDW 
Administrator - New EOP Policies 
Tuesday, August 24, 1993 20:45:35 EDT 

N 

ADMINISTRATOR 
A.I.D. GENERAL NOTICE 
A/AID 
ISSUE DATE: 8/24/93 

mJECT: New Equal Opportunity Policies and Operational Guidance 
The Agency for International Development is dedicated to ~roving the quality of human life and developing individual ,portunities globally. Consistent with that mission, we are :dicated to a goal of a diverse workplace that is free of scrimination on the basis of race, color, religion, sex, age, tional origin, disability, and sexual orientation. In pursuing .is goal, we will be guided by sound human resource management actices to elicit the best from each employee and by successful ual employment opportunity programs that contribute to the rich versity of our workforce. In addition, we must meet the ecific requirements of Federal laws and regulations that govern firmative employment practices and their enforcement. 

In, we will distribute agency-wide an Equal Employment po. .lity brochure which contains three policy statements: ) Equal Employment Opportunity; (2) Prohibition of Sexual rassment; and (3) Equal Opportunity for Employees with sabilities. The policies provide clear guidance to all ployees on our expectations regarding equal opportunity in I . D. Also included in the brochure, is more detailed :rational guidance for implementing these policies. 

I am committed to the concept and practice of equal ?ortunity in recruiting, hiring, training, assigning, 
~arding, evaluating and promoting employees. We have both llective and individual responsibility to provide equal )ortunity. I intend to ensure that A.I.D. employees are ?portive of these policies and that managers, especially, are ~ountable for their success. To that end, in each major bureau office, the Deputy Assistant Administrator or equivalent, is ;igned responsibility for achieving progress in the areas ;cribed above. 

The Office of Equal Opportunity Programs (EOP) is the Itral unit responsible for coordinating the development and )lementation of equal opportunity policies and programs. :ainment of equal opportunity objectives, however, requires the .1 ~ ~port and ~ction of management throughout the Agency. ret I we will succeed in creating a model work environment .ch ..... :omotes quality, fairness and full participation by all mcy employees . 



4. Affirmative Action Promotion Policy - Foreign Service 
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ACt'10I KBMQJWn)UM 'OR 'l'IIB ADHI.18TM'1'Oa . 

'ION. rA/KRDM/OD, Loi ••• Bart •• n, Aot~ 
r.o./OD, Delore. 41'1'. 8ertni/lf. AOUn~ ~ ~ 

SUBJECT. Affirmattve Action Promotion. Policy 

Proble.. TO ' obtain your approval of an affirmative action 
promo£1ons policy which you requeated be developed applicable 
to A.I.D. Fo~el9n Service promotion. ba.ed Oft the 1993 
Selection Boar4 •• 

Dilcul.lonl (1) Purpole _. tn order to addre •• tbe 
una.r-rep~e.entatloft of women and .lnoritle. 1ft certaia Poreigft 
Service rank. you reque.ted that we develop .• policy wbicb 
~ul4 a4ju.t and re-lnltitute on a t •• porarr ba.i. the 
afllraatty. actton promotion practice ordered by the Poteign 
S.~vic. tapa •• e Dilpute. panel in 1989. You a4vt •• d tbat the 
revi.ed policy .hould not result in pro.otl0Q8 Which .kip over 
perIOD. ranke4 higher on tbe promotion list. The poliey 
4evelope4 ~ 8RDM and lOP wou14, 

a) Improve the repre.entation of women and .inority officerl by 
clu.ter or by claal, and 

b) Sot 4ieadvantage any officer regar4le'8 of ,ender, .inority 
or non-alnorlty .tatua, and 

c) Not zeault In the promotion of an offieez while .kipping over 
any othez officer rantea higher Oft the proaotion li.t. 

(2) 'rocedure -- The affir_ative action ptomotion pollcr 1 •. 
'intende4 to allow the Agencr to fromote additional olfieera, . 
e.sentially, bf moYin, the ine n or4er to ln~rea •• tbe number 
of promotion.. This policy would be appU.e4 when It t.. 
apparent that the ranking. immediately below the promotion 
number line will result In an improvemeDt 1n dlver.tty a 

)20 tv.'!N'rY.f'Ian StUn. N.W .. w~. D.C. 205l; 
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_.. . . . • •• "0 ., •• ~ ........... ·' ......... e.a ....... lot ..... "' •• " ••• eDQ 
Wo •• ". "... line "ou14 not bt aove4 aore than flv. po.l'loft., 
•• c.pt tor the eM and Me raDke, which would be liatt.4 '0 • 
• axlaua of one aDd three .pectal proaotlonl, r •• peotlvelr (.e. 
below). . 

Th. Office of aqual opportuDlty '1'091'ue (80.) bae conflture4 
the Agency'l Foreigft Service 110 4ata lD accor4ance wttb the 
clu.ter. utilized by tbe .election boareS.. Data I. further 
aggregated by backatop and cia... 8a.e4 on a r.vlew of the •• 
data in con,unctioft with the pro.otion 11.t. ,rovi4ed br the 
eelection bOarde, promotions would be .ffected In accordance 

. witb the following criteria. . 

a) Aftar the promotion lin. i •• oved, any officer who I. then 
above the lioe .hall be pro~ot.4, regardle •• ot tender or 
.inority .tatul. The lin. will not be .oyed unle •• a 
majority of those .hifted to abOve the lin. are WO •• D or 
alnoriti •• under·repr •• ente4 In the rank to which 
promotione ar. to be aa4., I.e., a aanlf.'t labalaDOt or 
conlplcuoua ab •• nce 1ft the neat h19her rank When coapate4 
to the 1990 Civllian Labor Force (eL'). II the lifte I. 
moved to include an even au.ber 01 offi~er.. at le.lt half 
of thoae affected au.t be un4er-l'eprea.ntea women or 
.ioorltie. at the cank to which proaotioD. ar. to be aa4e, 
and 

b) 

* 

The number of a4ditional .pecial proaotion. ,ball be 1ft 
accordance with th followin, .cbedulea 

Promotion TOI eM 
Me 
OC 

PS-Ol 
'rog- Dlr. 
Ptog. Mgat. 
Prol. S\apport 

I'S-o~ 
'rog_ Dil'. 
Pr(4)- Mg_t. 
Pfog. Support 

po. of AA rfoaottoD.. • 

3 
S 

5 
5 
S 

S 
5 
S 

• 

The ftUII'be1' of promotion. for each cia •• a.y be excee4e4 by 
one 1f th. additional officer proaoted t. an 
underrepr ••• nted woaan or .lnority. 
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Affiraative 6ctioD proaotion. will be ,rante4 onl, when 
1n4lcat~ bf tbe compo.itioQ of the clu.ter (b.r Cla •• ) and When 
the ranking of the eelectton board pre •• nt. aft opportunity for 
afflr.ati~. action. The deteralning faotor. iD tht. re9ard 
.hall be tbe EO. analy.l. regardln, uD4er-repre.entattOft in 
eaoh clu.t.r and a review of the afflr •• ttve action 
opportunities pr.sented by the recommendatioQ' of the .electlon 
board.. . 

(3) AlBA Position ~- There il one area of dl •• gr •••• nt. APIA 
eU9g •• t. tbat the limiting criterion for when tbe promotion 
lin. would be moved downward .hou14 not be that at 1 a.t half 
tho •• per.on. pro.oted a. a r •• ult of .ovinl the line be 
under-repr ••• nted women or alnoriti... lather, ArSA .u9ge.t. 
that the tutdtn9 principle be tbat the line would be moved 
downward wlthlD tbe nuaerical conltralnt. Dottd above) 
whenever tbe r.lu1t of .uch • aove would be to incre ••• the . ~ 
percentage at the higher rank of an under-repre.ented ,roup, 
While dl.lnleblDg tbe percentage of ,roup. aor. thaD fullr 
repreleat.a at that raQk. This wou14 allow for ,roaotlOb of a 
greater Dumber of under-repreaehte4 wo.en aDd alnority group. 
ana a larger percentage increa •• in their reprelentatiOD at 
hlgber rank. than would manage.ent'. propolal. Por e~a~le. 
according to HlDM Itatistle., wblte .ale. are 7.' of FI-OC 
officer •• while women of all troup. are 141. If tbe liiet 
three otticer. below tb. promotion line into ra-oc ~er. ~bite 
aale., but the next two were an allan aDa an IS'panic wa.an 
(both fro. grou,1 which ar. virtually unreprelented), UDder 
APSA'. propo.al the line would drop an4 tbe proaotlon. would be 
aade. A 601 white male/401 f ••• le pro.ottoD rate would reduce 
the percentage of white aal •• in PI-OC, incr •••• tbe percentage 
of und.r-r.presented femalel, and enhance repre.entatioD of two 
virtualll unrepresented ethnic/gender 9rouP' • . Under 
.anagement'. propo •• l, theee ptomotion. could. not take place. 
However, if tbe flr.t four under the ,roaotion 11~e wete white 
l;··llee, and the fifth a minority fellale. tbe llDe would not 
~~v., bee.u •• an 80'/20' promotion ratio would increa •• the 
41eproportlonate representatioD of white male. rather tban 
decrea.e it. 
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'1'ne &vi" ami .. ~ v,e. 'I that IJ'Qllot.ln, \~, three ~r lour 
White a.l •• 1ft order to proaot. ofte under-repr •• eDted alnority 
~u14 ,lve, at le.et, the appear.nc. 01 perpetuatiA9 labalane., 
would unre.lonably expand the nuaber 01 proaotionl witb aD 
.dver •• effeet on eublequeDt yeare, ana woul4 depend.Oft 
lftfor.atloft en4 calculatlonl not ,eQeral1y .valla~le to aOlt 
.~loy ••• , tbu., reduclnt tranlparency and .laplioity 01 
iapl ••• ntatioD. Moreover, the .fflr.atlve action pro.otlon 
policy il a pilot t •• t for one year, an4, 4epen41Dg OA our 
evaluation of the re.ulte, adjust.ente in tbe policy will be 
_ad. for the neat cycle. 

The ArSA representative requ •• ts tbat you make a 
4eteralnatlon on bi. proposal. Rowever, he would not wlthold 
bie endorsement of proceeding with the new practice this cycl., 
should you not opt for hi' proposed a041flcatlon. 

Reeo.~enaatlon. That you approve for thi. eyel. the 
alllr.ative action promotion polley a. 4e~eloped by HRDM and 
10 •• 

APprov~. __ ~~~~~ ________ _ 

Approved wltb APIA'. MOdlflcatlonl ____ \I ________ _ 
Dl •• pprove4I_. ______________ _ 

eCI A-DA!AJD, James Michel 
AAirA, aicbard Am.s 
Larry Byrne 

HJU>M/LBRaWDJoneSI 7./6/93 1 1(8. 8679P 

. Date. F--,a "9.2 



s. Proposed, FY94 Accession Goals for IDI, FS Mid-level, COOP, 

Stay-In-School, PMI, Summer Intern, and Minority Intern 

Programs 



PROPOSED ACCESSION FOR FS, STUDENfS & OTIlER INTERNS 

CATEGORY 

IDI (FS-5/6) 

IDI (FS-4) 

COOP, College 

COOP, High Sch 

Stay-In-School 

PMI 

SUmmer Interns 

Total OE (AIDIW) 

NUMBER 

OS 

20 

14 

10 

16 

06 

55 

FY94 

COST PER 
(APPROX)* 

$25,000 

$35,000 

$10,000 

$ 7,000 

$ 8,000 

$ 3,000 

$ 5,000 

* Remainder of FY 94 (six months) 

TOTAL 
FY94 

$125,000 

$700,000 

$140,000 

$ 70,000 

$128,000 

$ 18,000 

$275,000 

$1,456,000 



6. Chart Comparing AffIrmative Action, Valuing Diversity, and 

Managing Diversity Concepts 
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COMPARING APPIRHATrvE ACTION, VALUING DIPPEREBCES, AND KAHAGING DrvBR8I~ 

Atf~tive Action Valuing Differences IIlU1a"bJg DiverllJ.ty 

Qua.titatiy.. Emphasis is on achieving aualitatiy.. EmphasiS is on the appreciation &ebuioral. Emphasis is on building 
equality of opportunity in the work of differences and the creation of an specific skills and creating policies that 
environment through the changing of environment in which everyone feels valued and get the beat from every employ... Bfforts 
organizational demographics. Progress is accepted. Progress is monitored by are monitored by progress tow.rd achieving 
monitored by statistical reports and organizational surveys based on attitudes and goals .nd objectives. 
analyses. perceptions. 

Leg.ll~ Driv ... Written plans and Etbically dri.... Horal and ethical Stra~icall~ driv... Beh.viors and 
statistical .goala for specific groups are imperatives drive this culture change. policies are s .. n as contributing to 
utilized. RepQrts .re mandated by £EO l.ws organization.l go.ls .nd objectives, such 
and consent decrees. as profit and productivity, and are tied 

to rewards and results. 

Reaedial. Specific target groups benefit as Id.alistic. Everyone benefits. Everyone feels Pr .... tic. The organization benefits: 
past wrongs are remedied. Previously valued and accepted in an inclusive morale, productivity and profits increase. 
excluded groups have an advantage. environment. 

Aast.ilatio. Mod.l. Hodel assumes that Di •• raity Model. Hodel assumes that groups srae~ Mod.l. Model assumes that diverse 
groups brought into the system will adapt to will retain their own characteristics and groupe will create new ways of working 
existing organization.l norma. sh.pe the organization as well as be shaped by together effectiv.ly in the pluralistiC 

it creating a common set of values. environment. 

opea. Door •• Bfforts affect hiring .nd Opea •• ttitude., .iad. aad th. culture. Opeas tb. s~st... Bfforts .ff.ct 
promotion decisions in the organization. Efforts affect attitudes of employees. manaaerial pr.ctices .nd pOlicies. 

.. si.taac.. Resi.tance is due to perceived R.aiat .. c.. Resistance is due to a fear of ...i.t .. c.. Reaistance i. due to denial 
limits to autonomy in decision making and change, discomfort with differences, and a of. demogr.phic realities, the need for 
perc.ived fears of raversa discrimination. desire to return to -the good old days-. altemati.e .pproach .. , .nd tha benefits 

of change. It .lso ui .. s from the 
difficulty of l.uning new skills, 
altering existing syst .. s, and finding the 
tille to work tow.rd synergistiC eolutions • 

........ Ire. a",in P'nnIS" 6 CeNt"" pe,Is •• (",pc! 'ad 'lenlM Ga'''' by Lee GU'den.vart. and Mit ....... 1"3. Bu. In ••• ODe 11V1D 

... \dl .. rdt.c:ht 
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7. Summary of GAO Recommendations 
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Agency for I ntcrn.ltional DC\'dupmcnt 
W .... hin~lon. D.C. 20523 

GAO REPORT NOVEMBER 1992 - AID MANAGEMENT 

i':)6ui:.S ANiJ C"~'.nt.\. u:.u ut\vvr ui"Llt."t\t.rt\i.";t.~~l'u .4 vi .. 
REQUIRE MANAGEMENT ATTENTION 

I. Hiring and Recruitment 

We recommend that the A.I.D. Administrator: 

- develop a detailed Federal Equal Opportunity Recruitment 
Program plan that focuses the Agency's attention on 
underrepresented groups and integrates the Agency's external and 
internal recruitment efforts; 

- ensure that external and internal recruitment activities are 
coordinated with the Agency's affirmative action plan; 

- prepare analyses of PATCO categories with substantially 
elevated protected group representation levels to determine how 
better balance might b~. achieved across job series; 

- routinely collect and analyze selection data for evidence of 
adverse impact at each step in the hiring process and determine 
affirmative action efforts; and 

- modify or validate those selection procedures where adverse 
impact not related to bona fide affirmative action efforts is 
found. 

II. Assignment and Promotion 

We recommend that the Administrator: 

- routinely collect and analyze assignment and promotion data for 
evidence of adverse impact and determine whether any actual 
adverse impact is related to bona fide affirmative action 
efforts; 

- modify or validate those selection procedures where adverse 
impact not related to bona fide affirmative action efforts is 
found; 

- restrict the use of limited career extensions as A.I.D. 
officials have indicated they would be; and 

- require that EEO briefings emphasize that selection panel 
members must only consider merit-based factors in their 
deliberations. 
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III. Management 

We recommend that the Administrator: 

- incorporate specific action items from the Agency's affirmative 
action plan in senior managers' performance contract; 

- develop a work force profile format that uses representation 
indexes and tables showing the extent of underrepresentation by 
PATCO category, major occupation, and grade level; and 

- ensure that senior and mid-level managers are informed by EEOC 
criteria for setting representation goals and the current 
benchmark data being used by A.I.D. 



8. Summary of MRAG Recommendations 



9. Memo from HRDM/OD, Lois E. Hartman, Summarizing Minority 

and Women Advocacy Group No-Cost Recommendations to 

Improve Agency Training, Assignments, and Recruitment Systems 



l \11ONAL 

MEMORANDUM 

TO: 

FROM: 

Minority and Women Advocacy Groups Me~er~ /Af 
FA/HRDMlOD, Lois B. Hartman (Actin~~ 

SUBJECT: No Cost Recommendations to Improve Agency Training, 
Assignments, and Recruitment Systems 

The Acting Director, FAlHRDM in conjunction with program 
managers from the Office of Equal Opportunity Programs invited 
representatives of the A.I.D. Asian Group, the Thursday 
Luncheon Group, the Hispanic Employment Council, and the 
Women·s Action Organization to a series of meetings to furtber 
dialogue regarding training, assignments, and recruitment. Tbe 
following is a compilation of recommendations/action items that 
resulted from these meetings. In each case, the name and 
office acronym in parenthesis. represents the HRDM or lOP action 
officer. We will convene another meeting .1n july or August to 
report out on the status of these recommendations. We are 
aware that this ls vacation leason, but would hope that at 
least one member of each group would be available to attend 
that meeting. 

TRAINING 

Policy/requirement that every A.I .• D. employee receive at 
minimum one week per annum of training or developmental 
experience. Career enhancement cable will include language 
encouraging, but not making an absolute requirement, one 
week of formal or informal developmental training per 
annum. (HRDMlTSD, M. a.rnbaum) 

Need for greater multi-cultural training at all levels, in 
addition to the ezecutive level. (HROM/TSD, L. Sotar) 

Trainees' evaluations of ezisting diversity training must 
be r.eviewed carefully·-- low ratings might not mean that 
tt~e di' ersity training was deficient, but rather that the 
Eecipient might not have thought that be or she needed 
diversity training. (HRDMlTSD, L. Sotar) 

1lO lWENTY.f1lST Snm. N.W •• WASIIINGTON. D.C. J05l] 
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Concern exists over the need to locate qualified training 
vendors (contractors) with sufficient qualifications to 
design, develop and conduct diversity training. Simply 
requiring a contractor to appoint a minority or woman for 
this purpose il insufficient to assure quality diverlity 
training. Efforts to locate and encourage minority owned 
firms to compete in this'area must be expanded. (HRDMITSD, 
L. Sotar) 

Given the difficulty of leaving the field to attend 
training, explore the possibility of taking more training 
to the field. (HRDMlTSD, L. Sotar) 

Aggreslively pursue Congressional approval to utilize 
program funds for training, e.g., the Agency'S experience 
with environmental training. The Administrator made an 
identical recommendation during his review of the Agency's 
OE budget (HRDM/TSD, L. Sotar; FAIB, C. McGraw; and GC, 
R. Lester) 

Pursue the development of additional mentoring and (or) 
internship programs -- short duration (two weeks), for low 
and mid-level GS employees. (HRDMlSCD, P. Thome) 

ASSIGNMENTS 

GS should be able to compete with FS for overseas 
assignments, the best qualified applicant should be 
selected for the job. Th. Agency needs to find additional 
ways to allow more GS to serve overseas. (HRDMlPPM, 
H. Ulrich, ·HRDM/SCD, P. Thome) 

SMG needs to be complemented by identification and 
placement of women and minorities in -launch positions· 
which will give them the qualifications to mov into SMa 
positions. (HRDM/EM, R. McDonald and HRDMISCD, P. Thome) 

Re: roreign Service assignment process: HROM needs to do 
more outreach, e.g., contact women in the field months 
before they rotate to Washington, discuss developmental 
needs, assignments, etc. (HRDMlSCD, P. Thome) 

Re-vilit the proposed rotation program proposal for GS/GM 
employeesi too many feel that their career is m cver~. 
(HRDMISCD, P. Thome) 

Consider a formal program/mechanism to enable GSIGM to move 
into SMG assignments. (HRDMiEM, R. McDonald) 
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Not enough officers know about or understand the SMG 
process, i.e., lack of transparency; greater dissemination 
of this information is called for. (HRDM/EM, R. McDonald) 

-- Apparent lack of minorities in SMa positions in the R'D 
bureau. The same concern was voiced regarding the 
geographic bureaus and missions. (EOP, D. Bartninv) 

The SMG process appears flawed in that we don't have I 
critical mass of minorities and women coming up through the 
ranks and being developed for SMG. HRDM agrees with this 
assessment and will formulate a strategy in conjunction 
with decision on HAAG recommendations. (HRDMlNPRS, P. White) 

Concern over the lack of women and minorities in management 
positions in all but the central and administrative 
bureaus, e.g., FHA: only 1 black male in a professional 
position, and in FHA men are at least one or two grades 
higher than women in comparable positions. (HRDM/SCD, P. 
Thome) 

Opportunities for GS are severely limited. As has been 
said at earlier meetings, many feel that their careers are 
over at GS-14. Response: DAAs and Office Directors need 
to discuss these issues, to review how well or poorly their 
organizations are doing in this regard. This will be the 
subject of the first SMG me~ting. (HROM/EM, R. McDonald) , ~ 

RECRUITMENT 

The criteria used for aelection of Foreign Service Officers 
should be reviewed with a view towards crediting 
cross-cultural ezperience in lieu of the required overseas 
ezperience. (HRDMlWPRS, P. White) 

In terms of promoting success among new hires, it was 
suggested that the ~ntoring needs of our new hires has 
changed. It is not necessary to be mentore4 by one in the 
same backstop, i.e., economist mentoring economists. 
Rather, a new hire needs to be men to red in terms of 
understanding bow to conduct business within A.I.D. There 
should DQt be a blanket policy regarding mentoring applied 
uniformly to al l backstops. The mentoring initiative will 
be reviewed and ezpanded. (HRDM/SCD/CD, C. Pitas and 
M. Rees) 
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Support A.I.D.'s -recruitment efforts by use of the Peace 
Corps mailing lists, as well as piggy-backing on the 
efforts of Peace Corps recruiters. (HRDMlWPRS, P. White) . 
Ezplbre the feasibility of baving minority candidates 
invited in for Interview spend one day shadowing an A.I.D. 
Officer prior to meeti~9 witb the technical selection 
panel. (HRDM/WPRS, P. White) 

-- Review and implement better mechanism to assure appropriate 
composition of the technical selection panels. (HRDMlWPRS, 
P. White) 

Distribution: 

John Lee 
Krishna Kumar 
James Washington 
Gussie Daniels 
Mabel Meares 
Rose Robinson 
Dolores Bartning 
David Grim 

• 

Maria Mamlouk 
Alfred Harding 
George Flores 
Ravi Aulakh 
Lee Ann Ross 
Peggy Thome 
Oveta Watkins 
Pam White 

Linda LeDuc 
Martha Rees 
Leticia Diaz 
Audon Trujillo 
Carey Coulter 
Melvin Porter 
Cecilia Pitas 



10. MIBISB, Management Study of A.I.D.'s Overseas 

Non-direct Hire Workforce, 

Appendix A. - Summary of Related Studies 
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SUMMARY OF RECOMMENDATIONS P'7V 
t.l ., -/ " 'I 

F AlPPE, tbe Office of tbe General Counsel, the Aaency's Procurement POlicy Advisory Pane~ and t.he Aaency's Manalement Review and Control Committee should review and clarify limitations on PSO' authority to determine which limitations miaht be eliminated to lelitimately expand the authorities of PSCa to ca.rry out the essentiaJ work of the Aaency without 18cri6cinl Aaency accountability_ Remaininllimilatioftl should be made more clear and specific. Contractina pidelines could then be issued to the &eld, alonl the linea of the recently released A.I.DJW contract in, guidelines on nonpenonal services contracts, clarifyina these limitations on PSCs. 

FA/PPE should clarify PSC supervision guidelines where across-tbe-board -- guidance is needed and leave the remaining issues to the mission. The . clarified supervision pidelines should be included in tbe above mentioned contracting guidelines to be issued to the field. 

. ~/ 

11 11te Agency should continue to move in the direction of a sinlle system for FSNs ) ~ (I t." ~ by hiring aD FSNs as PSCs rather than DHs. Missions need to be aware of J ~ ISN classification discrepancies and take steps to minimize them. 

F A/PPE needs to examine tbe need for more standards for the USPSC system for hiring and compensation. Any additional standards sbould maintain the missions OeXibility. One possibility might be increased emphasis on ~ 
~ class!MnJ USPSC jobs to determine fair market rates for positions./ 

FAIPPE needs to review USPSC and TCNPSC benefit paculea. FA/PPE should consider reducinl the standard benefits pacule pen to these PSCa and making the remaining benefits continleDt on the PSC qualifyinl for them based on certain criteria. Umftations OD which beDefits sbouJd be pen to which PSCs should be clearly spened out. 

~ F A/PPE should issue leneraJ suidance Cor field persoMel on PSC benefits and / nelotiating techniques. This auidance sbould be written for a broad 
8~dience incJudinS not only contractins officers but others who may be involved in the process as weD. 

I' . . .... 
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SUMMARY OF ItECONNENDA770NS I J , (T' / ) 
F AlPPE should review the Aaency policy of excluding USPS~'from receiving any awards. Awards tp USPSCa could take any of severa) forms. luch as cash I awards or certificates for outstanding achievements. 

Appropriate utilization of PASA employees should be clarified as part of the !. 

33 

contractingpideUnes to be issued by FAJPPE to the field. 

Missions need to make Feeter efforts in identifyina candidates for PSC positions to insure &reater competition. includina utilizina candidate lists which .may be avanable &om backstop of6ces In AIJJJW. FMrE should include .pecific Instructions on this as part of the previously mentioned contracting 

&e' 
el( 

guidelines to be released. 

In the Ions term, the Aaency should study the feasibility of establishing one central_ /, ,i " (' database for aU USPSC and TCNPSC personnel and positions. Such a' r," ~ system would serve to get more complete information in a reasonable time to missions looking for qualified candidates for PSC positions. This should result.in increased competition for PSC positions and, consequently, some cost savings on PSC salaries. 

!./ The Agency needs to insure adequate training opportunities are made avaDable to ? long-term PSCs. F NHROM/fSD should insure training opportunities are ;.;;;r 1 made available to PSCs where appropriate. Missions should insure . . . ;'­adequate in-country and regional training programs are developed for PSC t ..... _ --:;" I 

staff. ' )' ~ " I , 
"i 

, ' 

I. 
.~ 

As stated above, the Agency should, in the Jong tenn, study the feasibility of ~ II 'I establishing a "clearinghouse" for USPSC and TCNPSC persoMel and () '1 lit positions. 

The AAJF A assign. F A/BISB to develop an automated, standardized overseas mission staffing pattern on NDH staffs to be maintained centrally in J.D./W (currently FAJBJSB has the Featest demand within the Aaency for this information). This staffing pattern could provide information on aU NDH persoMeJ (as defined). incJudin, information OD employment type, 
~ssm:ca4j'~ FIE workyears, and lundina source. In the Jona run. F NHR.t) ould be assiped the . maintenance of the data centrally in an mated worldwide NDH staffins pattern. 

~ 

I 
The recently released contracting guidelines for AI.D./W on nonpersonal services contracts should be reissued (or the field' and adapted to address the unique circumstances of PSCs Ind ',heir ~'llndinr 
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SUMMARY OF RECOMIrlENDAnONS 34 

The AA/F A sbould direct HRDM WorJd'orce PlanRins to organize an Aaency task force of foreign service officen, penonnelspeciaJists, and otben 10 develop I I some standards for positions in lerms of whicb positions are appropriate 10 .' ,:. ~./ . .. : &lI or sbould be &lied by USDH, USPSCs, FSNs, etc. ( , ~ . 

The Aaency sbould explore replacing some NDH 'taff witb otber less costly NDH staff. (For example, replacing 'a USPSC with. less costly FSN.) FAIPPE should include specific instructions on this to missions in the contractinJ pidelines to be developed and released to the fieJd. 

Agency management must determine a policy for ItaBing missions in the future which will address the appropriate utDization and mil of USDH and NDH staff' to successfuUy administer A.1.Do', development programs. SpecificaDy. the Management Review and Control Committee shouJd be tasked with developing a short and Jong term strategy. OMB and ConFess must be advised and kept informed of such a plan for purposes of determining appropriate USDH FTE levels. Should Agency management decide it must move more towards replacing USDH with NOH, the foUowing steps can be taken: 

I ~. 
I 

- USDH staff must understand they will increasingly be performing more administrative, oversight, and general policy work. 
- Should FSNs continue to take on more responsibilities, the FSN position Fading system will need to be reviewed to reOect increased responsibility for FSN positions. 
- More training overall wilJ be needed for PSCs for them to perform at their highest level in carrying out Agency functions. 
- The Agency will need to continue to explore the possibility of using institutional contracts to carry out various functions/activities. since institutional contracts are generally Jess management intensive. 
-' As 'recommended earlier, the Aaency should review its limitations on PSC authority to determine which limitations might be eliminated to aUow PSCs to assume Feater responsibilities in canying out the Agency's essential work. 

/'7 
! 
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Report of th. Talk rore. on '.r,onn.l, A.I.D. internal study 
cbaired by Frank Kimball, June 15, 1989. 

Thi. report primarily focuaed on the Agency'. direct-hire 
.taff. However, it did bri.fly .xa.ine th. i.p1icationa of an 
observed tr.nd towarda increas.d us. of nondir.ct-hir. .taff in 
replacing direct bir ••• Thia 'tr.nd vaa acc.pt.d aa a nec •• sary 
response to A.J.D.'. 1i.itation on . taff c.iling and operating 

. expense •• ~. report identifi •••• veral problema vith the trend. 
O~. i. that .any recruited a. nondirect bire do not bav. previous 
A.J.D. experi.nc. and .0 cannot perform the aam. quality of vork 
a. a direct-bir.. Anoth.r i. a aora1. issue that fully qualified 
USPSCs often receive the aame aalary and benefit. aa direct hire; 
reaentment then develops on the part of the direct bir.. Third, 
as technical and program functions are contract.d out, direct 
bires are forced to become contract managers of human and 
financial resources. This has created problems because it has 
come about in an evolutionary way and has not been a conscious 
decision to move in this direction. The report recommends A.I.D. 
management decide if the trend and it. implications for the 
direct hire A.I.D. employee of the future is the desired course. 

Improving Agency Efficiency, Internal A.I.D. report memorandum to 
the A.I.D. Administrator by Walter Bollinger and committee, circa 
1.990. 

This report contains several recommendations on nondirect­
hire staff. It recommends a study be done to ascertain the 
benefits of filling future FSN vacancies through the use of PSCs 
rather than dire~t hirea, which the report views as a more 
restrictive biring mechanism. 

Another recommendation suggests the Agency explore 
alternative contracting mechanisms for generic contracts, each of 
wbicb could support several proj.cts within a sector. 

The report observes it ba. become standard practic. to grant 
USPSCs tbe sam. benefit packag' under th.ir contracts .s that 
available to USDH •• ploy •• s. Th. r.port r.commenda the Agency 
us.. arket-based philosophy for biring USPSCs which would aake 
tbe benefit package, including it •• s .uch a. bo •• l.av., 
negotiable. 

Th. report also recommends a r.view of RSSA. and PASAs be 
conducted to determine if these services could be better provided 
tbrough private-sector contract.. Th. report .xpresses •• veral 
concerns witb asSAI and PASAs, including lack of A.I.D. control 
over their activities, cost., and that U.S. Gov.rnment agencies 
sbould be used only when they bav. unique capabilities. 



Audit of Personal S.rvice. Contracting at Oyer seas Mis,ioos, A.I.D. Inspector General, May 23, 1990. 

Among ita finding., the IG found 85 out of 119 US/TCN eontract. vere in noncompliance in establi.hing aalariea because Aiaaions did not comply vith regulationa or A.I.D. policies vere not alway. clear. ~he report observed that A.I.D. established • lary .etting rule. to foster economy, equity, and consi.t.ncy 1n paying personal .ervicea contractora. ~he report concludes that A.I.D.' •• alary .etting objectivea vere not being achieved. On. of it. recommendations va. to amend the AIDA! .ection on .alari.s to clarify procedure. related to .ethoda for .etting ·.alarie •• 

A.J.P.'a Vse of Personal Services Contracta Oversea" Report by tbe U.S. General Accounting Office, September, 1991. 
The study found USPSCs worked without close or continuous supervision by direct-hire employees and influenced A.I.D. operations and programs by providing advice and recommendations, but found no instances vhere they performed restricted functions. The report also observed the Agency's ESC reporting requirements were not well defined. The report recommended the Agency provide quidance on the requirements for supervising personal .ervices contracts and that the Agency should disclose in its budget presentations its use of USPSCs. 

Analytical study of the Use of Nondireqt-hire Workforce in AID/W, ~upport Budget Division, Office of Budget, A.I.D., December 13, }91. 

This study reviewed the use of noodirect-hire staff (primarily institutional contractors) in AID/W. The study noted that guidelines on the use of nondirect-hires exist, but were not adequate to address the nuances of various agreements and contracting mechanisms. The study recommended a set of comprehensive guidelines be issued and presented one set of quidelines on the use of nonpersonal services contractors. The study also found data on nondirect-hire personnel vas scattered and incomplete. 
The study observed that program-funded nondirect-hire staff .ometimes performed functions Which vere more properly operating expen,. funded. In addition, institutional contract. had a vide range of overhead rates that, 1n some cases, resulted in costs higher than what they would have been if the work vaa performed by direct-hire •• 
~any felt that the more ,ubatantive and enjoyable work in A.I.P. of program design and implementation i. being done by nondirect-hires. . The study also found that some program-funded aecretaries were, in reality, being supervised by direct-hire employees. Many contracts also indicated that, due to high overhead costs, 



SCD Continued: 
Combine HRDM/SCD staffing branches (HRDM/SCD/A, B, and 
C) in one branch, POD/Staffing (OHR/POD/S). The 
OHR/POD/S branch chief will be supported by a 
secretary, and an administrative operations specialist 
and assistant who are responsible for administrative 
coordination, monitoring and reporting.on Foreign 
Service assignments. 

Supervisors and staff of OHR/POD/S teams will form the 
core staff for cross functional client service teams 
(prototype in Phase I) that will unite staffing 
specialist with other technical specialists throughout 
OHR in a concentrated effort to radically improve the 
delivery of quality personnel service to the Agency. 

Move Position Management and Classification Bran9h 
(HRDM/PPM/PMC) intact, into Personnel Operations 
Division as OHR/POD/PMC) . 

The Career Development Branch (HRDM/SCD/CD) remains 
intact and becomes OHR/POD/CD. Two GS positions are 
abolished and replaced with FS positions to increase 
the number of career counselors available to counsel FS 
employees, including IDls, and to accommodate more FS 
participation in the FS assignments process. 

The Special Programs Branch (HRDM/SCD/SP) is abolished. 
Staff and functions are reassigned within OHR/POD 
units, except for the Student Programs Staffing 
Specialist, who is moved to OHR/WPRS/R with Student 
Program and PMI recruitment function. 

o Streamline and rename the Executive Management Division 
(HRDM/EM) . 

Division Director and five staff, including secretary, 
become Executive Management Staff (OHR/EM) and report 
directly to OHR/OD. 

Remaining Staff (2) are reassigned to new Personnel 
Operations Division, Staffing Branch (OHR/POD/S). 

o Rename the Training and Staff Development Division 
(HRDM/TSD), the Training Division (OHR/TD), and streamline 
as follows. 

Deputy Division Chief position is abolished. 

Abolish the Professional Studies Branch (HRDM/TSD/PST) 
and combine it with the ~roject and General Management 
Training Branch (HRDM/TSD/PMT), to form a new Branch, 
the Professional and Management Training Branch. 

ii 



PHASE I - FUNCTION STATE:MENTS 

9E. Office of Human Resources (HR) 

The Office of Human Resources (HR) has central 
responsibility for planning, overseeing and evaluating A.I.D. 
human resources development and management policies and programs; 
organization management; and workforce planning and management. 

The Office carries out its responsibilities within broad 
guidelines established by the A.I.D. Administrator and in 
accordance with applicable legislative requirements. In 
addition, the Office establishes, promulgates, and ensures 
compliance with A.I.D. policies, regulations, and procedures set 
forth for each of the functional categories listed in the 
preceeding paragraph. 

1. Office of the Director (HR/OD) 

a. Serves as principal advisor to the Administrator, 
Deputy Administrator, and the Executive Staff on human resources 
and organization management and development; and on workforce 
analysis and planning for A.I.D., and advises and assists in 
filling executive level positions. 

b. Plans, develops, and manages the administration of 
worldwide personnel resources for A.I.D. U.S. and Foreign Service 
National employees. Establishes broad objectives and priorities 
for assigned management programs and provides overall leadership 
and direction for same. 

c. As appropriate, represents the Administrator on various 
boards and committees related to the areas of responsibility 
described in 9E, above. 

d. Provides leadership and general direction to the 
various component units of HR. 

e. Evaluates the effectiveness of A.I.D. personnel 
operations, the internal operations of HR, and the operation of 
systems interrelated with personnel processes for effectiveness 
and efficiency. Develops statistical indices, projections and 
analyses of various aspects of personnel management operations. 

f. In CCLcert with senior managers throughout A.I.D., 
i dentifies and explores ways to improve A.I.D. efficiency and 
effectiveness in conducting day-to-day operations. 



2. Policy Staff (HR/PS) 

a. Provides leadership and direction in the areas of 
Agency personnel policy, for all catagories of direct hire staff, 
Civil Service and Foreign Service, and Foreign Service Nationals. 

b. Serves as the principal advisor to the Director of HR 
and other A.I.D. executives on the development of policy, 
legislative proposals, and regulatory issuances affecting the 
personnel management systems of A.I.D., and provides expert 
advice and assistance to managers throughout A.I.D. 

c. Oversees the formulation of all personnel policy, 
handbook materials, interagency regulations, and procedural 
issuances. Ensures the clearance of proposed issuances, "and 
provides interpretation of policies and regulations. 

d. Advises Office of Human Resources and other Agency 
staff on policy interpretation and statutory and regulatory 
requirements. 

e. Coordinates the preparation of narrative personnel 
material and data for use in Congressional presentations, reports 
to Congress, and by A.I.D. witnesses before Congressional 
committees. Prepares annual A.I.D. legislative proposals 
relating to personnel matters and provides necessary follow-up 
during both presentation and implementation stages in 
coordination with GC and LEG. 

f. Coordinates the preparation of HR inputs for reports to 
the General Accounting Office and the Office of the Inspector 
General. 

g. Serves as the Liaison Officer for the Agency to the 
Interagency Board of the Foreign Service. 

h. Plans and conducts research into various aspects of 
A.I.D. Civil Service and Foreign Service personnel programs as 
background to policy proposals. 

i. Represents A.I.D. interests on a variety of interagency 
task forces and working and advisory groups, such as various U.S. 
O.P.M. Interagency Group special committees; maintains liaison 
with representatives of other agencies. 

j. Serves as coordinator for all A.I.D. notices and 
directives issued in HR. 

k. Coordinates the development and evaluation of pol i c ies 
relating to overseas benefits and allowances, including direct 
liaison with the Department of State and other concerned 
government agencies. 

2 



1. Formulates and recommends A.I.D. policy on Foreign 
Service National (FSN), Third Country National (TCN), and FSN 
Personal Services Contract (PSC) employees. Represents the 
Agency on the Interagency FSN Personnel Policy Cocrdinating 
Committee. 

m. Carries out liaison with the other Foreign Affairs 
agencies with regard to FSN personnel management policies. 
Negotiates with STATE/PER/FSN for acceptance of A.I.D. policy 
initiatives prior to presentation to the Interagency FSN 
Personnel Policy Coordinating Committee. 

n. Provides advice and guidance to A.I.D. Missions on FSN 
policy issues and concerns and serves as the A.I.D. coordinator 
for the overall improvement of the FSN personnel management 
system. 

3. Executive Management Staff (HR/EM) 

a. Coordinates the development and management of the 
Agency executive personnel management program. This program 
provides for the assignment of employees to positions staffed by: 
Presidential, Schedule C, Administratively Determined (AD), 
Career and Noncareer Senior Executive Service (SES), and Foreign 
Service (FS) assigned to Senior Management Group (SMG) positions. 
In this capacity, serves as the primary liaison within HR with 
the Office of the Administrator and the A.I.D./White House 
Liaison. 

b. In consultation and coordination with A.I.D. senior 
management, develops periodic projections of overall and specific 
executive-level workforce requirements. 

c. Manages a uniform system for the timely identification 
and placement of Officers selected to fill all executive-level 
positions. 

d. In coordination with the Personnel Operations Division 
(HR/POD), provides a professional executive-level career 
counseling service, including a structured career development 
system which outlines specialized assignment and training 
opportunities. 

e. In conjunction with HR/PS, coordinates the development 
of a uniform system of executive-level policies and practices 
covering entry into, promotions, assignments, retirements, 
training, performance pay, evaluation, and tenuring within, the 
Senior Executive Service, the Senior Foreign Service, and, where 
applicable, Executive Level. 

f. Processes all personnel actions on behalf of 
executive-level Foreign Service officers (including promotion 
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into or within the Senior Foreign Service), Presidential 
appointments, Schedule C appointments, and Administratively 
Determined (AD) appointments, as well as all activities within 
the Senior Executive Service. 

g. Supports the SMG Executive Personnel Assignment Panel. 

h. Convenes and provides staff support to the annual 
Senior Management Review Board for review of Senior Foreign 
Service members for nomination for Presidential Awards, Limited 
Career Extensions (LCEs), and denial of performance bonuses. 

i. Provides continuing advisory and technical services and 
staff support to the A.I.D. Executive Resources Board (ERB) for 
SES employees. 

4. Labor Relations Staff (HR/LRS) 

a. Administers the provisions of Title VII of the Civil 
Service Reform Act of 1978, "Federal Service Labor-Management 
Relations," and Chapters 10 and 11 of the Foreign Service Act of 
1980. With~n the scope of its authority and in accordance with 
these laws, LRS has responsibility for collective bargaining with 
the labor organizations representing A.I.D. employees, the 
maintenance and administration of the labor relations process, 
implementation of agreements, and the administration of the 
negotiated grievance procedures. 

b. Conducts negotiations with unions representing A.I.D. 
employees and prepares agreements, proposals, and counter 
proposals. Determines the negotiability of all initiatives 
concerning conditions of employment. Maintains and administers 
management's relationship with unions, including consultation, 
the resolution of issues and complaints, and developing responses 
to union inquiries. 

c. Provides leadership for and administration of the 
A.I.D. employee relations program, including guidance and 
counseling of managers and supervisors concerning employee 
performance and discipline problems. Administers all employee 
relations matters resulting from formal investigations conducted 
by the Office of 
Inspector General. Develops programs in the areas of adverse 
actions and related counseling. 

d. Represents A.I.D. in cases involving negotiability, 
l nfair labor practices, unit determination, representation issues 
~.nd negotiating impasses before the Federal Labor Relations 
Authority, the Foreign Service Labor Relations Board, the Federal 
Service Impasses Panel, and the Foreign Service Impasse Disputes 
Panel. 

4 
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e. Conducts investigations and prepares analyses, 
strategies, decisions, briefs, motions, and other documents, as 
appropriate, for all grievances and appeals brought to the Agency 
level and/or appealed to a third party, including those brought 
under the Civil Service negotiated grievance procedure, the 
Foreign Service grievance procedure, the Administrative Grievance 
procedure, and appeals to the Merit Systems Protection Board 
(MSPB) . 

f. Renders final Agency decisions on grievances brought 
under the Administrative Grievance Procedure and on grievances 
elevated to the third step of the negotiated grievance procedure 
for Civil Service employees and prepares agency-level decisions 
under the Foreign Service Grievance Procedure. 

g. Represents A.I.D. in grievance appeals before third 
parties, including arbitrators, the Foreign Service Grievance 
Board, and MSPB, working with other appropriate offices as 
necessary. 

h. Represents A.I.D. on all labor-management, employee 
relations, and grievance matters with other agencies, including 
the foreign affairs agencies, U.S. O.P.M. and its interagency 
committee on Labor and Employee Relations, and various boards, 
councils, and commissions. Maintains liaison with these 
organizations and the labor and employee relations community. 

i. In coordination with HR/TD, develops and provides 
training to A.I.D. supervisors and other employees relating to 
their labor relations and employee relations responsibilities. 

5. Workforce Planning. Recruitment and Personnel Systems 
Division (HR/WPRS) 

a. Office of the Division Chief 
, 

(1) Provides leadership and direction in defining and 
managing the A.I.D. workforce planning process leading to a 
rational long range workforce plan. Manages and administers the 
recruitment and personnel systems functions of the Agency. 

(2) Monitors attrition and total Agency personnel 
flows of workforce and develops specific recommendations for 
Agency action to ensure the right number/mix of skills, both 
direct hire and non-direct hire, to ensure t he Agency ~an 
effectively carry out its programs. AS[3.ist:s in deve::'-- ;Jment of HR 
strategies for recruitment, promotions, assi~JTIm€ntG I EEO, 
training, career development, incentives and awards. Assists the 
Administrator, other senior management, and Office management in 
evaluating alternative staffing strategies and effecting their 
execution. 

5 
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12. Management Directive 114 
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USAlD PARTNERSHIP RESOLUTION 

"'111, Involrem,nl 0/ Federal Govemm,nl ,mploy,,, and Ih,1r 
union represenlQllvlS Is essential 10 achl,vlng Ih' Nationtll 
Perfonnance Review's Govemmenl reform obJ,ctiv". Only by 
changing Ihe nalUre 0/ Federal lAbor-Management relDlionshlps 
so Ihal managers, employees, and employees' ,'ecled union 
representolives sene as fHI111Iers wUl II be possible to design and 
implement comprehensi" changes nec"stuy to "'01711 
Govemmenl. lAbor-management parlners"lps wUl champion 
change In Federal Governmenl agencies to transform Ihem Into 
organi1Jllions capable 0/ deUvering Ihe highest quality services to 
the American People." President Clinton's Executive 
Order 12871 on Labor-Management Partnerships. 

Pursuant to Executive Order 12871, we the undersigned jointly 
resolve that a USAID Labor-Management Partnership Council will be 
established to foster an environment of partnership and 
involvement of employees at all levels. This new relationship 
between labor and management as partners is essential for 
transforming USAID into an Agency that works better and costs 
less. 

HE RECOGNIZE that this new relationship will require: 

-- Partnership activities among managers and union leadership 
throughout the Agency; 

-- Periodic meetings among senior management of USAID posts 
abroad and union representatives to address general issues 
involving employee working conditions; and 

-- The development and use of alternative dispute resolution 
techniques, including training for representatives of all 
partners in new approaches to labor-management relationships. 

~~ UNDERSTAND that a successful labor-management partnership will 
require: 

mutual respect, 
pre-decisional involvement, 
a positive attitude, 
information sharing, 
responsibility, 
timeliness, 
receptiveness, 
openness, 
trust, and 
a commitment to listening objectively. 
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THB COUNCIL WILL BB COMPRISBD OF the following permanent members: 

u.s. Agency for International Development 
Assistant Administrator for Management (AA/M) 
Deputy Assistant Administrator for Human Resources 

(DAA/M/HR) 
Chief of Labor Relations Staff (M/HR/LRS) 

American Foreign Service Association 
Vice President for USAID 
A USAID employee member of the AFSA Governing Board 
A third representative 

American Federation of Government Employees 
President, Local 1534 
A USAID employee member of the AFGE Local 1534 Governing 

Council. 
A third representative 

Additional representatives of the Partners may be requested to 
attend meetings when their areas of responsibility are to be 
discussed. A representative of the National Partnership Council 
may also attend council meetings during the first year of the 
partnership. 

THE PARTNERSHIP COUNCIL WILL: 

-- pursuant to the Executive Order, initiate cooperative efforts 
among USAID, AFGE and AFSA for change; 

-- consider problems, organizational strategies and personnel 
strategies at a pre-decisional stage and recommend possible 
actions to better promote USAID's objectives, serve its 
customers, and meet the needs of its employees; 

-- identify issues and initiate solutions essential to USAID's 
success in nreinventingn itself; 

-- foster a positive atmosphere of cooperation and accomplishment 
that is perceived by managers, employees and outside observers as 
a model of interaction in the identification and resolution of 
agency problems; 

-- facilitate agreement on policies and practices affecting 
conditions of employment; and 

-- supplement and enhance existing procedures and practices to 
achieve resolution of issues between labor and management. 
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The Council will conduct regularly scheduled monthly meetings and 
hold additional meetings to consider urgent topics or issues. 
Any Partner may request an additional meeting. Decisions will be 
by consensus of the three permanent partners. 

This Agreement will not serve as a substitute for nor void any 
provisions of the current collective bargaining agreements or the 
statutory appeal rights. 

Signed at Washington, --=1 c_'-->::t=h day of 



AGENCY FOR 

INTERNATIONAl 

DEVElOPMENT 

DEC 2 0 IS:?': 

MEMORANDUM 
v ' 

J.~'\./ 
I 

TO: See Distribution v , 
FROM: 

\j 
AA/M, Larry E. Byrne r) 

SUBJECT: Diversity Concerns artd Management Accountability 

As you know, both the Administrator and I place a high 
priority on achieving diversity throughout the US AID 
workplace. 

The Administrator has again communicated this to senior 
staff and has charged me and every other Assistant 
Administrator and Deputy Assistant Administrator with 
direct responsibility for placing proper emphasis on 
achieving and maintaining diversity in our organizations. 
All of us must be involved in planning for diversity in all 
aspects of USAID employment processes, including training, 
evaluations, awards, promotions, assignment, recruitment 
and hiring. Therefore, I am again reiterating my strong 
commitment to workforce diversity and charging you to 
become personally involved. 

Attached is a copy of the M Bur'eau' s affinnative employment 
objectives. Several months ago, M Bureau Office Directors 
were given a chance to comment on these objectives and make 
suggested changes. Based on your input, we have submitted 
our obj ecti ves to EOP. I e:x:!t'(~Gt yt:"';T l to begin to implement 

320 TWENTY-FIRST STREET, N.W. , WASHINGTON, D.C. 20523 
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our plan of action as outlined in the attached and I will 
be asking for periodic reports on our progress. In 
January, the M Bureau will be asked to set targets for 1994 
and 1995. Any thoughts or suggestions you may have will be 
appreciated. Please copy M/FA/AMS, Janet Rourke on any 
suggestions. 

DISTRIBUTION: DAA/M:PDichter-Forbes 
DAA/M:MSherwin 
DAA/M: FAlmaguer 
M/FA/B:RNygard 
M/FA/B:JPainter 
M/FA/B:CMcGraw 
M/FA/FM:MUsnick 
M/FA/HRDM:LHartman 
M/FA/PPE:JMurphy 
M/FA/MCS:JKoehring 
M/FA/OMS:ADotherow 

cc: AA/M:JAllem 
AA/M:DCharney 
AA/M:MZeitlin 
AA/M:WKrause 

M/FA/AS:THuggard 
M/FA/AS:CSmith 
M/FA/IRM:BGoldberg 
M/FA/IRM:LLion 
M/FA/OP:FWill 
M/FA/OP:KCunningham 
M/FA/AMS:JRourke 



is. AGENCY FOR 

INTERNATIONAL 

DEVELOPMENT 

December 22, 1993 

MEMORANDUM 

TO: 

FROM: 

SUBJECT: 

EOP, Jessalyn pendarviS) J 
AA/M, Larry E. Byrne ;K~\ 
Affirmative EmPlOymenV o~ectiv 

Attached is the Bureau for Management's affirmative employment 
objectives that were due to you December 22, 1993. I have 
reviewed these objectives and am instructing my staff to begin to 
implement our plans. 

If you have any questions or need further information on the 
objectives, please contact Janet Rourke, M/FA/AMS, X78604 who is 
our Bureau coordinator. 

)20 TW1:!'iTY-FIRST SnEET, ~.W .• W."-SHINGTON, D.C. 20523 



AFFIRMATIVE EMPLOYMENT PLAN 
DECEMBER 22. 1993 

BUREAU FOR MANAGEMENT 

AD analysis of the composition of the workforce in the Bureau for 
Management indicates that more than half of the workforce is represented by 
women and/or minorities. The Directorate does particularly well in the 
areas of white or black females and less well in other minority groups. 

At the most senior management levels (Office and Staff Directors), only 30% 
are women and none are minorities. More than half of the managers in the 
Bureau are white males and a quarter are white females. Only 20% are 
minorities. The attached chart gives a breakdown of minorities and women 
by Office and at three levels -- management, professional and support 
staff. The chart also indicates the percentage of each group in the 
workforce and a breakdown of minorities and women at the management level. 

Current Status 

- Total direct hire workforce 598 as of 8/17/93 

- Women comprise 64% of the workforce 

- Of total workforce, there are 27% WM, 24% WF, 9% BM, 37% SF, 0% 
AM, 2% AF, 1% HM and 1% HF 

- Of the 598 employees, 138 are managers 

- Of the managers, 46% are WM, 32% WF, 4% SM, 15% BF, 1% AM, 1% 
AF, 1% HM 

- Of the 39 currently in the process of being hired, 38% are WM, 
23% WF, 15% 8M, 15% WF, 3% AM, 3% AFt 3% HF 

The greatest problems exist with the representation of Asian and Hispanic 
males and females at all levels. The representation of minorities at the 
managerial level is less than acceptable. 
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Progress 

AFFIRMATIVE EMPLOYMENT PLAN 
BUREAU FOR MANAGEMENT 

Over the last fiscal year, the Bureau has undertaken several approaches to 
improve diversity. 

At the management level, the Bureau has promoted minorities and women to 
team leader, Branch Chief and Division Chief positions. One black female 
was promoted to Deputy Office Director and one white female was promoted to 
the Senior Executive Service. In addition, both minorities and women have 
been reassigned from line positions to supervisory and managerial positions 
on lateral reassignments to broaden their experience in preparation for 
more senior positions. These actions have been taken across the Bureau and 
are not limited to any particular office. Minorities and women have been 
temporarily promoted for up to one year in nstretch " assignments giving 
them the opportunity to serve in managerial or supervisory positions. In 
some cases, these temporary promotions will become permanent. "Cross­
training" programs or "developmental" assignments to allow minorities and 
women to broaden their perspective have been implemented. This has been 
particularly true in the Office of Administrative Services which has a high 
percentage of employees who are minorities who are not in career ladder 
positions and have little opportunity to expand their background and 
experience. 

In the support staff area, efforts have been made to promote or reassign 
minorities and women to semi-professional and in some cases professional 
positions. In the Office of Procurement, management is working to 
reclassify positions that are currently secretaries or clerk typists to 
Procurement Assistants to allow for additional development of support 
staff. In the Office of Administrative Services and the Office of Human 
Resources Development and Management, efforts have been initiated to 
identify employees currently working in those offices for advancement 
rather than looking outside the Bureau. 

The Bureau has actively utilized training programs to bring in minorities 
and wo~en. The Office of Financial Management has been particularly 
successful in using the Cooperative Education Program to identify qualified 
minorities and women for junior level accountant positions. The Office of 
Procurement has done the same. The Office of Procurement has also 
continued to utilize the Contract Specialist Intern Program (CSIP) to 
develop minor:i.. t .5.€.s i'jJ;.d women for professional level positions. 



BUREAU/ORGANIZATION: Bureau for Management DATE: __ ~1~2~/~1~4~/~9~3. ____ _ 

RECRUITMENT 

Statement of Barrier: Continual hiring freezes have hampered the 
Bureau's ability to recruit minorities and women. Most of the positions 
within the Bureau are highly technical and require outside recruitment. 
Lack of qualified minorities and women in the general workforce as well 
as lack of targeted recruitment does not always produce an adequate 
number of minorities and women from which to select. 

Specific Action(s) : 

- Develop a recruitment plan that will: 
target under-represented groups particu­
larly Asian and Hispanic males and females 
at all levels and black males at the 
managerial/supervisory levels by targeting 
advertising in trade and professional 
journals and through contacts with profes­
sional and trade organizations whose mem­
bers largely represent these groups; net­
work with Agency employees currently in 
these under-represented groups to esta­
blish additional referrals and informal 
contacts outside the Agency; further uti­
lize special employment programs such as 
the college Cooperative Education Program, 
the International Development Intern 
Program and the Presidential Management 
Intern Program to establish agreements 
with minority colleges and universities to 
attract and retain outstanding young 
minorities and women 

Responsible 
Official 

Office Directors 
in conjunction 
with HRDM Recruit­
ment Branch 

Target 
Date 

Now 

+-________________________ '--______ o ___ ".o __ J ___ . 

FY 1994 Accomplishment: 



BUREAU/ORGANIZATION: Bureau for Management DATE: 12/14/93 

HIRING/SELECTION 

Statement of Barrier: Lack of awareness of diversity profile and 
Agency's diversity plan results in inattention to selection of minorities 
and women from merit promotion certificates or foreign service selection 
registers. 

Specific Action(s) : 

The Bureau for Management will emphasize 
the importance of affirmative action 
in the selection process by: educating 
selecting officials on the importance of 
selecting minorities and women for all 
levels of positions within the Bureau; 
monitoring the selection process to ensure 
that qualified minority and women appli­
cants are not being passed over for 
positions; ensuring that selection 
criteria do not impede the ability of 
minority and women applicants to qualify 
for positions; ensuring that contractors 
providing services to the Bureau have a 
diverse employment profile. Quality of 
selection will not be comprised. 

FY 1994 Accomplishment: 

Responsible 
Official 

Assistant Adminis­
trator to Office 
Directors and 
selecting officials 
with monitoring by 
HRDM and EOP 

Target 
Date 

Immediate 



BUREAU/ORGANIZATION: Bureau for Management DATE: 12/14/93 

ASSIGNMENTS 

Statement of Barrier: Again, most of the positions in the Management 
Bureau are highly technical, which limits the ability of employees to 
move within the organization or to other organizations within the Agency, 
either laterally or upwardly. 

Specific Action(s) : 

- Identify minorities and women at all 
levels who have demonstrated the potential 
to advance to higher levels. 
- Develop individual development plans for 
these individuals to ensure that they are 
given the opportunity for career broaden­
ing assignments to become proficient in 
areas that will allow them to advance 
- Arrange cross-training assignments both 
within and outside the Agency to enhance 
growth 
- Arrange overseas assignments of both 
short and long duration to provide oppor­
tunities to perform in positions requiring 
knowledge of overseas programs 
- When appropriate, encourage transfer to 
the foreign service to give minorities & 
women more opportunity to advance and grow 
- Encourage temporary promotions to higher 
level positions where career growth and 
potential can be enhanced 
- Permit details outside USAID if detail 
will result in career enhancement 
- Encourage reassignment to permanent 
positions that will provide career growth 
whether inside or outside Bureau 

[1 " 94 Accomplishment: 

Responsible 
Official 

Office managers 
and supervisors 

Target 
Date 

6/30/95 



BUREAU/ORGANIZATION: Bureau for Management DATE: 12/14/93 

EVALUATIONS 

Statement of Barrier: Failure to deal with performance or conduct 
problems that impact on the abilities of minorities and women to perform 
their current positions or that are impeding their progress and to reward 
those employees who are performing in excess of the normal requirements 
of their positions. 

Specific Action(s) : 

- Performance counseling will take place 
when warranted in a timely and open 
fashion 
- Performance Improvement Plans will be 
put into place when warranted 
- Supervisors and managers will advise an 
employee when transfer to another office 
or position is warranted and would be in 
the employee's best interest, not because 
of performance but due to incompatible 
skills or interests 
- Conduct problems will be dealt with 
quickly and correctly 
- Informal and formal rewards will be 
given and publicly acknowledged so that 
peers and junior employees will have role 
models to emulate 
- Supervisors will be required to attend 
a 1 day seminar on how to handle perform­
ance and conduct problems. 

FY 1994 Accomplishment: 

Responsible Target 
Official Date 

Supervisors and Immediate 
managers supported 
by the AA and 
DAA's and HRDM 



BUREAO/ORGANIZATION:~Bureau for Management DATE: ____ 12/14/93 

PROMOTIONS 

Statement of Barrier: Because most of the positions in the Management 
Bureau are highly technical, lack of sufficient experience or out-of-date 
skills are the greatest barriers to promotions. 

Specific Action(s) : 

Provide on-the-job training and formal 
technical training to increase the 
potential of employees to move to the 
next highest rank. 

Py 1994 Accomplishment: 

Responsible 
Official 

Office managers 
and supervisors 

Target 
Date 

12/31/95 



BUREAU/ORGANIZATION: Bureau for Management DATE: 12/14/93 

TRAINING 

Statement of Barrier: Declining human resources limit the amount of 
time available for employees to take training to prepare themselves for 
higher responsibilities. The Bureau for Management lacks adequate 
mentoring programs to assist in the advancement of junior employees. 

Specific Action(s) : Responsible 
Official 

- Foster affirmative action through active Office Directors 
training programs by: ensuring that 
minorities & women are given training 
appropriate to enhance their ability to 
perform current positions better & advance 
to higher positions; encouraging minori-
ties & women to participate in special 
programs such as the Executive Leadership 
Program and the Women's Executive Leader-
ship Program; identifying training pro-
grams that will assist minorities & women 
in overcoming performance, technical or 
managerial deficiencies that are impeding 
their progress to move upward in the orga-
nization such as management skills, pro-
ject implementation, contract management, 
accounting, etc.; providing mentoring to 
minorities & women to assist them in 
career advancement or counseling in areas 
impeding their ability to progress; pro-
viding on-the-job training that will 
enhance abilities in technical areas; 
establishing informal training programs 
for junior minorities and women targeted 
for advancement to higher ranks; providing 
cross training in functional areas that 
will enhance ability to perform i n current 
position or another position : 1. ':hf::!r f 
laterally or upward 1 

FY 1994 Accomplishment: 

Target 
Date 

Now 



· . 

BUREAU/ORGANIZATION: Bureau for Management 
--' 

DATE: __ ~1=2~/~1~4~/L93~ ___ _ 

AWARDS 

Statement of Barrier: None 

Specific Action(s) : Responsible Target 
Official Date 

FY 1994 Accomplishment: 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

SUMMARY ANALYSIS OF WORKFORCE 

PROVIDE A NARRATIVE WORK FORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

I. WORKFORCE 

A. Introduction 

The analysis of USAID's workforce focused on overall changes in 
it's EEO profile between FY 1992 and FY 1993, as well as the 
distribution of the EEO groups by (1) PATCOB employment categories, 
(2) major occupations, and (3) grade groupings. Consistent with the 
Commission's requirements, the analysis was based on the 1990 Census 
availability data provided for the development of the FY 1993 
Accomplishment Reports. Please note that USAID has serious reservations 
regarding this requirement. The use of new Census availability data in 
the middle of an extended planning cycle does not provide uniformity in 
the baseline data to be used to assess progress made during the planning 
cycle in addressing the employment imbalances of minority group members 
and women determined at the beginning of the cycle. Moreover, the 1990 
Census availability data does not provide the basis for determining the. 
extent EEO group members possessing qualifications relevant to the 
Agency-specific occupations are available in the National Civilian 
Labor Force. In this respect, please further note that the "Multi-Year 
Plan" was based on detailed occupational availability rates of the EEO 
groups. 

B. Summary Workforce Changes 

In overall terms, actual white collar permanent employment of 
American personnel, as of September 30, 1993, totaled 3,203 or 143 
(42.7 percent) below the FY 1992 level of 3,346. Slight employment 
decreases were shown for both Civil Service and Foreign Service 
employment during the reporting period. Civil Service employment 
decreased by 98 (6.0 percent) -- from 1,629 in FY 1992 to 1,531 in 
FY 1993. Employment in the Foreign Service dropped by 45 (2.6 percent) 
-- from 1,717 in FY 1992 to 1,672 in FY 1993. 

Blue collar workers lost representation in the Agency's workforce 
through·the separation of the four (4) workers reported in FY 1992. 
These included three (3) Black and one (1) Asian men. 

EEOC FORM· 568 (8/87) PAGE 1 



AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

SUMMARY ANALYSIS OF WORKFORCE 

PROVIDE A NARRATIVE WORK FORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

Despite the overall employment decreases, the proportional 
representation to the workforce of minority group members and women 
remained almost stable at the levels reported for FY 1992. positive and 
negative employment and representation changes by EEO group designations 
follows: 

Non-minority women -- down 26 or 3.6 percent to 703 (21.9 
percent) from 72~ (21.8 percent) in FY 1992; 

Non-minority men -- down 72 or 4.7 percent to 1,461 
(45.6 percent) from 1,533 (45.6 percent) in FY 1992; 

Black men -- down nine (9) or 4.4 percent to 195 (6.1 percent) 
from 204 (6.1 percent) in FY 1992; 

Black women -- down 26 or 3.9 percent to 643 (20.1 percent) 
from 669 (20.0) in FY 1992; 

Hispanic men -- down five (5) or 6.7 percent to 70 (2.2 percent) 
from 75 (2.2 percent) in FY 1992; 

Hispanic women -- down four (4) or 13.3 percent to 26 
(0.8 percent) from 30 (0.8 percent) in FY 1992; 

Asian men -- down two (2) or 3.6 percent to 54 (1.7 percent) 
from 56 (1.7 percent) in FY 1992; 

Asian women "-- stable at the levels of 40 or 1.2 percent 
reported in FY 1992; 

Native American men down one (1) or 14.3 percent to six (6) 
or 0.2 percent from seven (7) (0.2 percent) in FY 1992; 

Native American \lOIiten ... - llP bv ) (2) or 66.7 percent to five (5) 
or 0.2 percent f rom three (3) or 0.1 percent reported in 
FY 1992. 

EEOC FORM 568 (8/87) PAGE 2 



AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

SUMMARY ANALYSIS OF WORKFORCE 

PROVIDE A NARRATIVE WORK FORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

c. Workforce Analysis of PATCOB Employment cateqories 

Analysis of overall white collar workforce changes between FY 1992 
and FY 1993 showed the following employment changes for the EEO groups: 

Non-Minority Women 

In FY 1993, employment and representation increases were shown for 
non-minority women in the administrative PATCO occupational category. 
The group gained six (6) jobs and increased its representation in these 
jobs by 0.4 percent -- from 483 (25.4 percent) in FY 1992 to 489 (25.8 
percent) in FY 1993. These increases, however, were offset by decreases 
shown for the group in the professional, technical, clerical, and 
"other" categories of employment. 

In the professional occupation, non-minority women lost five (5) 
jobs, but increased their proportional representation in these jobs by 
0.1 percent -- from 111 (14.1 percent) in t992 to 106 (14.2 -percent) in 
1993. 

In the technical occupations, the group lost nine (9) jobs and 
decreased its proportional representation by 4.0 percent -- from 34 
(16.4 percent) in 1992 to 24 (11.4 percent) in FY 1993. The group also 
lost seven (7) additional jobs in the "other" occupations and decreased 
its proportional representation in these jobs by 10.0 percent from 
nine (9) or 1.7.6 percent in FY 1992 to two (2) or 7.7 percent in 
FY 1993. 

In the clerical occupations, the group dropped 11 jobs and decreased 
its representation in these jobs by 3.2 percent -- from 93 (27.2) in 
FY 1992 to 82 (24.0 percent). 

Blacks 

Employment and representation increases were shown for Black men in 
the administrative category of employment. The group gained two (02) 
administrative jobs and increased its proportional representation in 
these jobs by 0.1 percent -- from 5.8 percent (110) in FY 1992 to 5.9 
percent (112) in FY 1993. 

~OC FORM 568 (8/87) PAGE 3 
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These slight gains, however, were offset by employment and 
representation decreases shown for the group in the professional, 
technical, and clerical categories of employment. 

In the professional occupations, the group lost four (4) jobs and 
decreased its proportional representation in these occupations by 0.2 
percent -- from 47 (6.0 percent) in 1992 to 43 (5.8 percent) in 
FY· ·1993: 

In the technical occupations, the group lost three (3) jobs and 
decreased its proportional representation in these jobs by 1.2 percent 
~- from 17 (8.3 percent) in FY 1992 to 20 (10.0 percent) in FY 1993. 
The group also dropped four (4) clerical jobs and decreased its 
proportional representation in these jobs by 1.1 percent -- from 23 
(6.7 percent) in FY 1992 to 1~ (5.6 percent) in FY 1993. 

Black women showed increased employment and representation in the 
administrative and technical PATCO categories of employment. The 
group gained 22 administrative jobs and increased its proportional 
repr~se~tation in these occupations by 1.2 percent -- from 221 (11.6 
percent) in FY 1992 to 243 (12.S percent) in FY 1993. . . 

In the technical occupations, the group gained four (4) jobs, and 
increased its proportional representation in these jobs by 4.7 percent 
from 129 (64.2 percent) in FY 1992 to 133 (6S.9 percent) in FY 1993 • 

. In the "other" occupational category, the employment of the group 
remained stable at the level of four (4) reported for FY 1992. The 
~epr~sen~ation of the group in these occupations, however, showed a 
7.~ percentage points gain -- from 7.S percent in FY 1992 to 15.4 
pe~cent ~~ FY 1993. 

The employment gains shown for the group in the administrative and 
technical occupations were offset by losses shown for the group in the 

.professional, and clerical occupations. 

EEOC FORM ·568 (S/87) PAGE ~ 
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In the professional occupations, Black women dropped one job. 
However, the representation of the group in these jobs showed a 0.1 
percentage point gain -- from -29 (3.7 percent) in 1992 to 28 (3.8 
percent) in FY 1993. 

In the clerical occupations, the group ~ropped 42 jobs, decreasing ­
its representation in these jobs by 12.3 percent -- from 267 (78.1 
percent) in 1992 to 225 (65.8 percent) in FY 1993. 

H"ispanics 

Hispanic men gained one (1) additional professional job, 
increasing its representation in these occupations by 0.4 percent 
from 27 (3.4 percent) in FY 1992 to 28 (3.8 percent) in FY 1993. 
These slight gains, however, were offset by employment and 
representation" decreases shown for the group in the administrative 
occupations. The group lost five (05) jobs and decreased its 
representation in these jobs by 0.3 percent -- from 47 (2.5 percent) 
in FY 1992 to 42 (2.2 percent) in FY 1993. 

There was no representation of the group in the other PATCO 
employment categories. 

There were no employment nor representation changes reported for 
Hispanic women in the professional and technical occupations. The 
group made up 0.4 percent (03) of the professional jobs and 1.0 
percent of the technical occupations. In the administrative 
occupations, the group lost two (2) jobs and decreased its 
proportional representation in those jobs by 0.1 percent -- from 18 
(0.9 percent) in FY 1992 to 16 (0.8 percent) in FY 1993. 

EEOC FORM "568 (8/87) PAGE 5 
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ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

SUMMARY ANALYSIS OF WORKFORCE 

PROVIDE A NARRATIVE WORKFORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

Hispanic women also lost two (2) clerical jobs and decreased their 
proportional representation in these jobs by 0.5 percent -- from 2.0 
percent (7) in FY 1992 to 1.5 (5) in FY 1993. In the "other" 
category, the group lost representation through one (1) separation 
action. 

Asians 

Employment and representation decreases were shown for Asian men 
in the administrative and "other" categories of employment. The group 
lost two (2) administrative jobs and decreased its representation in 
these occupations by two (2) -- from 30 (1.6 percent) in FY 1992 to 28 
(1.5 percent) in FY 1993. The group also lost representation in the 
"other" occupations through one (1) separation action. There were no 
employment nor representation changes for the group in the 
professional and technical occupations. 

Asian women gained one (1) additional professional job increasing 
their representation in these occupations by 0.2 percent -- from 1.5 
percent (12) in FY 1992 to 1.7 percent (13) in FY 1993. The group 
also gained three (3) additional administrative jobs, increasing their 
representation in these occupations by 0.1_-- from 15 (0.8 percent) in 
FY 1992 to 18 (0.9 percent) in FY 1993. The gains shown for the group 
were offset by employment and representation decreases in the clerical 
jobs. Asian women lost four of these jobs, decreasing their 
representation in these occupations by 1.1 percent -- from 2.3 percent 
(8) in FY 1992 to 1.2 percent (4) in FY 1993. 

The absence of the group in the "other" occupations remained 
unchanged. 
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PROVIDE A NARRATIVE WORKFORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

Clerical 

Other 

Hispanic men and women 
Asian men and women 
Native American men 

Non-minority women 
Hispanic men 
Asian men and women 
Native American men and women 

In addition, analysis by personnel systems (Civil Service and 
Foreign Service) indicated that, while some groups showed no 
imbalances in overall representation, some groups were 
underrepresented in either the civil Service or the Foreign Service. 
Specifically, analysis of the civil Service workforce showed the 
following imbalances: 

Professional 

Administrative 

Technical 

Clerical 

Other 

EEOC FORM-5G8 (8/87) 

Non-minority women 
Hispanic men 
Native American men and women 

Non-minority women 
Hispanic men and women 
Asian men 

Non-minority women 
Hispanic women 
Asian men and women 

Non-minority women 

Non-minority women 
Hispanic men and women 
Asian men and women 
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PROVIDE A NARRATIVE WORK FORCE ANALYSIS USING THE RELEVANT CIVILIAN LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES I GRADE GROUPING I AND MAJOR OCCUPATIONS. 

., Native Americans 

Native American men gained one additional administrative job, and increased their representation in these occupations by 0.1 percent -­from five (5) 9r 0.3 percent in FY 1992 to six (6) or 0.2 percent in FY 1993. The gain reported for the group was offset by the loss of representation (-0.5 percent) in the technical jobs. The absences of the group in the professional, clerical and "other" occupations remained unchanged. 

Native American women gained representatfon in the administrative occupations through one (1) appointment. This action increased the overall employment of the group in the white collar occupations to three (3) or 0.2 percent from two (2) or 0.1 percent in FY 1992. 

-The data tables at Appendixes A through C provide additional detail on the employment changes of the EEO groups between FY 1992 and FY 1993. 

Further analysis of the overall workforce by the PATCO categories of employment showed representation imbalances for the EEO groups as follows: 

Professional 

Administrative 

Technical 

EEOC FORM 568 (8/87) 

Non-minority women 
Hispanic women 
Asian men 
Native American men and women 

Non-minority women 
Hispanic men and women 
Native American men and women 

Hispanic men and women 
Asian men and women 
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MAJOR OCCUPATIONS. 

Foreign Service imbalances for the EEO groups were recorded as 
follows: 

Professional 

Administrative 

Clerical 

Technical 

EEOC FORM 568 (8/87) 

Non-minority women 
Black women 
Hispanic women 
Asian women 

Non-minority women 
Black men and women 
Hispanic men and women 
Asian women 

Non-minority women 
Hispanic women 
Asian men and women 
Native American men 

Exclusive of non-minority and 
Asian women, all of the EEO 
groups are absent from this 
category of Foreign Service 
Employment 
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PROVIDE A NARRATIVE WORKFORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

Conspicuous absence of EEO groups was shown in the following 
employment categories within the Civil Service and Foreign Service 
personnel systems: 

Professional 

Overall Agency 
Civil Service 

Foreign Service 

Administrative 

Overall Agency 
Civil Service 
Foreign Service 

Technical 

Overall Agency 
Civil Service 
Foreign Service 

Clerical 

Overall Agency 

Civil Service 

Foreign Service 

EEOC FORM ~68 (8/87) 

Native American women 
Native American men and 
women 
Native American women 

None 
Native American men 
None 

Hispanic men 
Hispanic men 
Black men 
Hispanic men and women 
Asian men 
Native American men and women 

Hispanic men 
Asian men 
Native American men 

Hispanic men 
Asian men 
Native American men 

Hispanic men 
Asian men 
Native American men and women 
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Other 

Overa 11 Agency 

civil Service 

Foreign Service 
(There are no occupa­
tions in the "Other" 
category of employ­
ment. ) 

D. Analysis in Major oooupations 

Hispanic men 
Asian women 
Native American men apd women 

Hispanic men and women 
Asian women and women 
Native American men and women 

This portion of the analysis focused on the Agency's major occupations (100 or more employees) and those in which employment opportunities have been projected during the multi-year planning cycle. It is important to note, however, that the utilization assessment for the EEO groups showed absences and/or imbalances in various other occupations (e.g., general business specialist; management analyst; forester) which have been excluded from this analysis, as either they had less than 100 employees or no employment opportunities were projected in them. Should employment opportunities become available in these occupations, numerical objectives will be established for the absent and/or imbalanced groups. 
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Below are the absent and/or imbalanced groups in major occupations 
as well as those in which employment opportunities have been 
projected: 

civil Service 

Computer specialist 

Budget Analyst 

Operating Accountant 

Economist 

EEOC FORM 568 (8/87) 

Hispanic women 
Asian men and women 
Native American men and women 

Non-minority women 
Hispanic men and women 
Asian men and women 
Native American men and 
women 

Non-minority women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Non-minority women 
Black women 
Hispanic men and women 
Native American men and 
women 
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Social scientist Black women 
Hispanic men 
Asian men 

..... " . ", 

Native American men and women 

* 

* 

Program Officer 

Personnel Management 
Specialist 

Employee Development Spec. 

Miscellaneous Administrative/ 
Program 

* Major Occupation 

EEOC FORM 568 (8/87) 

Hispanic men and women 
Asian men and women 
Native American men and women 

Black men 
Hispanic men and women 
Asian men and women 
Native American men and women 

Non-minority women 
Black men 
Hispanic men and women 
Asian men and women 
Native American men and 
women 

Non-minority women 
Hispanic men and women 
Asian men and women 
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* 

* 

Miscellaneous 
Clerk Assistant 

Secretary/Clerlc 

Auditor 

Investigator 

International Trade Specialist 

Nutritionist 

Health Advisor 

Contract Specialist 

* Major Occupation 

EEOC FORM 568 (8/87) 

Non-minority women 
Hispanic men and women 
Native American men 

Non-minority women 
Black men 
Hispanic men and women 
Asian men 
Native American men 

Non-minority women 
Black women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Non-minority women 
Black men and women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Hispanic women 
Asian women 
Native American men and women 

All EEO groups 

Black men and women 
Asian men and women 
Hispanic men and women 
Native American men and women 

H.is1:,anic men and women 
N'd.tive American men 
and women 
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Housing/Urban Development Of cr. 

Foreign service 

* 

* 

* 

Agricultural Develop­
ment Officer 

Program Manager 

Program Officer/ 
Analyst 

project Development 
Officer 

Economist 

Financial Manager 

* Major occupation 

EEOC FORM 568 (8/87) 

Black men and women 
Hispanic men and women 
Asian men and women 
Native American men and 
women 

Non-minority women 
Black women 
Hispanic women 
Asian men 
Native American women 

Non-minority women 
Black women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Hispanic men and women 
Native American men and women 

Non-minority women 
Black women 
Hispanic women 
Asian women 

Non~minority women 
Black women 
Hispanic women 
Asian women 
Native American men and women 

Non-minority women 
Black men 
Hispanic women 
Native American men and women 
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* 

Engineer 

Public Health/Population/ 
Nutrition Officer 

Medical Officer 

General Business Spec. 

Education/Human 
Resources Dev. Officer 

Legal Officer 

contract/Procurement Of cr. 

Auditor 

* Major Occupation 

EEOC FORM 568 (8/87) 

Non-minority, Black, 
Hispanic, Asian women 
Native American men and women 

Black men and women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Black women 
Hispanic, Asian, and Native 
American men and women 

Non-minority women 
Black men and women 
Hispanic women 
Native American men and wo~en 

Non-minority women 
Black women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Hispanic men and women 
Asian men and women 
Native American men and women 

Non-minority women 
Black men and women 
Hispanic men and women 
Asian men and women 
Native American men and women 

Non-minority women 
Black women 
Hispanic women 
Asian women 
Native American men and women 
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Inspector 

Administrative Officer 

secretary 

Non-minority women 
Black, Hispanic, and Asian 
women 
Native American men and women 

Non-minority women 
Asian and Native American women 

Non-minority and Native 
American women 
All minority men 

E. Distribution of EEO Groups by Grade Groupings 

The following summary provides the overall distribution of the EEO 
groups by grade groupings. Further breakdown by personnel systems is 
alsQ provided. The participation rate for each group has been 
expressed in percentages. 

AGENCY OVERALL EEO WORKFORCE PROFILE 

FY - 1993 

SES/GS GS GS GS GS 
16-18 13-15 09-12 05-08 01-04 

EEO , FS Equi- , FS Equi- , FS Equi- , FS Equi- , FS Equi-
Groups valents valents valents valents valents 

WM 73.1 61.9 31.7 03.2 02.2 
WW 14.2 21.6 28.5 17.8 06.7 
BM 06.6 04.8 07.4 06.7 13.3 
BW 01.6 05.1 24.3 68.5 77.0 
11M 03.2 02.4 02.7 00.0 00.0 
HW 00.6 00.5 01.1 01.5 00.0 
AM 00.6 02.2 02.1 00.2 00, ) 
AW 00.0 01.0 01.6 02.1 00. 1.1 
NAM 00.0 00.3 00.2 00.0 00.0 
NAW 00.0 00.1 00.4 00.0 00.0 
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EEO 
Groups 

WM 
WW 
BM 
BW 
lIM 
HW 
AM 
AW 
NAM 
NAW 

CIVIL SERVICE EEO WORKFORCE PROFILE 

FY - 1993 

SES/GS 
16-18 
, Equi­

valents 

65.5 
27.3 
01.8 
01.8 
03.6 
00.0 
00.0 
00.0 
00.0 
00.0 

GS/GM. 
13-15 
, Equi­

valents 

45.9 
32.5 
05.4 
10.S 
01.4 
OO.S 
01:5 
01. 7 
00.0 
00.0 

GS 
09-12 

, Equi­
valents 

12.3 -
27.9 
09.3 
44.0 
OO.S 
01.5 
00.3 
02.8 
00.3 
00.8 

GS 
05-08 
, Equi­

valents 

02.7 
16.3 
06.6 
70.6 
00.0 
01.-6 
00.2 
02.0 
00.0 
00.0 

FOREIGN SERVICE EEO WORKFORCE PROFILE 

FY 1993 

GS 
01-04 
, Equi­

valents 

02.2 
06.7 
13.3 
77.S 
00.0 
00.0 
00.0 
00.0 
00.0 
00.0 

EEO 
Groups FS-Ol - 02 FS-03 - 05 FS-06 - 09 

WM 
WW 
BM 
BW 
lIM 
HW 
AM 
AW 
NAM 
NAW 

74.7 
11.5 
07.7 
01.5 
03.1 
OO.S 
OO.S 
00.0 
00.0 
00.0 
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72.0 
14.7 
04.5 
01.5 
03.1 
00.3 
02.6 
00.6 
00.4 
00.2 

4S.S 
29.0 
05.S 
06.9 
04.4 
00.7 
03.5 
00.7 
00.2 
00.0 

12.5 
45.S 
OS.3 
29.2 
00.0 
00.0 
00.0 
04.2 
00.0 
00.0 
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As shown in the preceding pages, most minority group 
members continue to be heavily concentrated in Civil service 
grade groups GS-Ol through GS-12 while non-minority women are 
almost evenly distributed among grade groups GS-09 through the 
Senior Executive and equivalent grade groups. On the Foreign 
Service side, all of the EEO groups appear to be equally 
distributed among class levels FS-09 through FS-OJ. 

Appendix D provides a comparison of the EEO groups in the 
PATCO categories of employment and the NCLF. A comparison of 
the EEO groups in major occupations and the NCLF is provided at 
Appendix E. 

* * * * * 
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REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major Civil Service occupations 
and Foreign service occupational specialists as shown below. 

QBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

The following Foreign Service numerical 
objectives were accomplished during 
FY 1993. There were no total achievements 
reported for the Civil Service. 

FOREIGN SERVICE 

COMMODITY/CONTRACT MANAGEMENT OFFICER 
(AOSC 1102) 

FY 1990 CARRY-OVER (s) 

Total Objectives: 02 
Total Accomplishment: 04 Women 

(03-non-minority; 01 Black) 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: The numerical objectives 
identified above were accomplished during FY 1993. 

I 
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I AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/op 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupatonal specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

PARTIALLY ACCOMPLISHED OBJECTIVES 

The following Civil Service and Foreign 
Service numerical objectives were 
,artially accomplished during FY 1992. 

CIVIL SERVICE -
Secretary CAOSe 0318) 

FY 1990 Carry-OVers 
TotalObjective{s): 
Total Accomplishment: 

FOREIGN SERVICB I 

16 
05 Non-minority 

women 

proiect Development Officer CAOSC 0345) 

FY 1990 Carry-Overs 

Tota10bjective{s): 
Total Accomplishment: 

06 
02 Non-minority 

women 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

09/30/93 

Ir~POR'I ON ACCOMPLISHMENT OF OBJECTIVES: The Civil Service and Foreign 
Service numerical objectives identified above were partially accomplished 
:aur'il1g FY 1993. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO qroups in some major civil Service occupations 
and Foreiqn Service occupational specialists as shown below. 

QBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

'RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

PARTIALLY ACCOMPLISHED OBJECTIVES (cont.) 

Administrative Officer (AOSC 0341) 

'FY 1991 Carry-OVers 

TotalObjective(s): 02 
Total AccoDplishment: 01 Black woman 

Economist (AOSC 0110) 

FY 1990 Carry-Overs 

Total Objectives: 
Total Accomplishment: 

03 
01 Non-minority 

woman 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

09/30/92 

REPORT ON· ACCOMPLISHMENT. OF OBJECTIVE: ~h(-! Civil Se-rv.l c~ and Foreign 
Service numerical objectives identified above were part ially 
accomplished during 'FY 1993. 

-
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 
. . . 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists as shown below. 

QBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

~RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: September 30, 1993 

ACTION ITEMS: RESPONSIBLE 
OFFICIAL 

TARGET DATE 

I 

UNACCOMPLISHED OBJECTIVES 

~he following Civil Service and 
~oreign Service numerical 
objectives were not achieved in FY 1993: 

CIVIL SERVICE 

computer Specialist (AOSC 0334) 
Total Objectives: 03 

Operating Accountant (AOSC 0510) 
Total Objectives: 06 

Auditor (AOSC 0511) 
Total Objectives: OS 

Employee Development specialist (AOSC 0235 
Total objectives: 02 

Agronomist (AOSC 0471) 
Totalobjective(s): 01 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: The numerical goals established 
were not achieved as a consequence of limited hiring activity during 
FY 1993. Please note that these goals may never be-accomplished due 

, the currently ongoing downsizing exercise and Agency changing J 

.ogram requirements. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: I I. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

UNACCOMPLISHED OBJECTIVES (continued) 

CIVIL SERVICE 

Health Science Specialist (AOSC 0601) 
TotalObjective(s): 01 

Budget and Accounting Analyst (AOSC 0560) 
TotalObjective(s): 02 

Financial Management Specialist (AOSC 0501) 
TotalObjective(s): 01 

Medical Officer (AOSC 0602) 
TotalObjective(s): 01 

. 
Disaster Operations Specialist (ASOC 0301) 

TotalObjective(s): 01 

Procurement Assistant (AOSC 1106) 
Total Objectives: 04 

Payroll Clerk (0540) 
TotalObjective(s): 01 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: I I. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: Sertember 30, 1993 

ACTION ITEMS: 

UNACCOMPLISHED OBJECTIVES 

FOREIGN SERVICE 

Project Development Officer (AOSC 0345) 

Carry-Overs from FY 1990 
Total Objectives: 02 

Program Officer 

Carry-Overs from FY 1991 
Total Obj'ectives: 02 

Housing/Urban/Development Officer 
(AOSC 0020) 

Carry-Overs from FY 1990 
TotalObjective(s): 01 

Carry-Overs from FY 1991 
TotalObjective(s): 01 

Financial Management Officer (AOSC 0501) 

Carry-Overs from FY 1991 
Total Objectives: 01 

Carry-Overs from FY 1992 
TotalOb;ectives· 02 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

FROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and,'or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

UNACCOMPLISHED OBJECTIVES (continued) 

FOREIGN SERVICE (continued) 

Administrative Officer (AOSC 0341) 

Carry-Overs from FY 1989 
Total Objectives: 02 

Carry-Overs from FY 1990 
Total Objectives: 05 

.Health Population and Nutrition Officer 
(AOSC 0685) 

Carry-Overs from FY 1989 
Total Objectives: 02 

Carry-Overs from -FY 1991 
Total Objectives: 02 

Investigator (AOSC 1811) 

Carry-Overs from FY 1989 
Total Objectives: 02 

Carry-Overs from FY 1990 
Total Objectives: 02 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: I I. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (KROM) 

TARGET DATE: S~pt~mber 30, 1993 

ACTION ITEMS: 

UNACCOMPLISHED OBJECTIVES (continued) 

FOREIGN SERVICE (continued) 

Auditor 

FY 1990 Carry-Overs 
Total Objectiv~s: 02 

[Y 1989 Car;ry-Qvers 
Total Objectives: 09 

Economist (0110) 

FY 1991 Carry-Overs 
Total Objectives: 01 

FY 1990 Car;ry-Oyers 
Total Objectives: 02 

Private Sector Development Officer 
(AOSC 1101) 

FY 1990 Car;ry-Overs 
Total Objectives: 04 
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I AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
EEO groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: 

ACTION ITEMS: 

UNACCOMPLISHED OBJECTIVES (continued) 

FOREIGN SERVICE (continued) 

Engineer 

FY 1989 Carry-Overs 
.Total Objectives: 03 

Agriculture/Rural Development 
Officer (AOSC 0401) 

FY 1991 Carry-Overs 
Total Objectives: 02 

FY 1990 Carry-Overs 
Total Objectives: 07 

Education/Human Resources 
Development Officer (AOSC 1701) 

FY 1990 Carry-Overs 
Total Objectives: 01 

secretary (AOSC 0318) 

FY 1990 Carry-OVers 
Total Objectives: 02 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ACCOM~LISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT: The workforce appears to be unfamiliar 
with the EEO complaint process. 

OBJECTIVE: To ensure that the workforce is fully knowledgeable of the 
EEO complaint process and confident to use the process without fear of 
reprisal. 

RESPONSIBLE OFFICIAL: Director, EEO 

TARGET DATE: September 30, 1988 - September 30, 1993 

ACTION ITEMS: 

continue to familiarize the workforce on 
the EEO complaint process, emphasizing 
that (a) employees have full freedom 
without reprisal to use the process to the 
fullest extent, and (b) any action taken 
in reprisal is in itself a discriminatory 
practice. 

RESPONSIBLE TARGET DATE 
OFFICIAL 

Director, EEO 09/30/93 

REPORT OF ACCOMPLISHMENT: The Office of Equal Opportunity Programs (EOP) 
has continued to inform the workforce of the EEO complaints p~ocess as 
well as employees' rights and supervisors' responsibilities under the 
process through the various ~gency information dissemination channels 
(e.g., all-employee notices, feature articles in Front Lines [USAID's 
monthly publication for employees], training seminars,' etc.). 

During FY 1993, EOP permanently mounted in prominent locations in various 
buildings, large glass framed color pictures of the EEO Counselors. EOP 
also distributed to all bureaus and offices executive management staffs 
11x17 color posters of the Counselors. The posters identified each 
Counselor by name, position t~tle and office. The EEO complaint process 
information is also included in all training packages prepared by EOP. 

This action has been accomplished, and the Agency will continue to use 
the methods described above to educate staff on the complaints process. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT: Absence of adequate training for designated 
overseas EEO counselors. 

OBJECTIVE: To ensure that all designated overseas EEO counselors are 
fully trained. 

RESPONSIBLE OFFICIAL: Director, EEO 

TAEGET DATE: September 30, 1988 - September 30, 1993 

ACTION ITEMS: 

1. USAID has a training module for 
appointed EEO Counselors in USAID/ 
Washington. Coordinate with the 
Department of state and U.S. Information 
Agency (U.S.I.A.) the development of a 
training video for designated overseas 
EEO Counselors. 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

Director, EEO Cancelled 
due to budget 
constraints 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: This specific project between 
State, USIA and USAID has been cancelled due to budget constraints. The 
U.S. Agency for International Development has 3 EEO Counselors overseas. 
One is completely trained; one was thoroughly briefed by EEO staff on her 
home leave in Washington and the other was trained in a prior job and 
performs counseling tasks quite effectively. state Department and USIA 
Counselors are availab~ e in overseas posts as well. USAID will propose 
in FY 1994 th t_a join- effort with the State Department and USIA be 
conducted to La-tter coordinate EEO counseling. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT: Absence of adequate training for designated 
overseas EEO counselors. 

OBJECTIVE: To ensure that all designated overseas EEO counselors are 
fully trained. 

RESPONSIBLE OFFICIAL: Director, EEO 

TARGET DATE: September 30, 1988 - september 30, 1993 

ACTION ITEMS: 

2. Develop and distribute to overseas 
posts a flow chart setting forth 
the discrimination complaints process. 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

Director, EEO 06/01/93 
and 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: Flow charts and other information 
on complaint processing and affirmative employment planning were 
provided to overseas personnel during FY 1993. USAID will continue to 
provide this information through its various information dissemination 
processes. 

USAID Counselors in Washington and overseas are adequately trained. ~he 
barrier cited above, seven years ago, is no longer an obstacle to equal 
opportunity at the Agency. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT.: Absence of adequate training for designated 
overseas EEO counselors. 

OBJECTIVE: To ensure that all designated EEO Counselors are fully 
trained. 

RESPONSIBLE OFFICIAL: Director, EEO 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

3. Require overseas counselors to (a) 
arrange for EEO training in conjunction 
with home leave and/or TDY to USAID/ 
Washington, and (b) visit their 
respective EEO offices (Department of 
State, USAID, or U.S.I.A.) when in 
Washington. 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

Director, EEO 09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: During FY 1993, members of the 
Complaint Adjudication unit met with 1 of USAID's 3 overseas EEO 
Counselors on home leave and provided a thorough briefing on the EEO 
complaint process. Another Counselor, fully trained, has been assigned 
overseas in FY 1993. with respect to USAID Counselors, the barrier cited 
above, seven years ago, is no longer an obstacle to equal opportunity at 
the Agency. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT: Absence of managerial support and recognition 
for designated overseas EEO Counselors. 

OBJECTIVE: To ensure that all designated overseas EEO counselors are 
fully supported and recognized by USAID management. 

RESPONSIBLE OFFICIAL: Director, EEO 

TARGET DATE: September 30, 1993 

ACTION ITEMS: 

1. Recognize counselors' contributions and 
accomplishments towards the advancement 
and furtherance of the EEO and 
affirmative employment program goals 
and objectives through nominations of 
candidates-as recipients of the annual 
EEO Special Award. 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

Mission 09/30/93 
Directors, 
USAID 
Representa-
tives, USAID 
Affairs 
Officers, and 
Director, EEO 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: The Office of Equal Opportunity 
Programs evaluated and recognized the performance of EEO Counselors in 
FY 1993. The Agency fully supports the functions of EEO Counselors as 
indicated by the quality of persons nominated to serve by senior manage­
ment; the inclusion of EEO Counselor/complaint components in management 
training; and, the support for informal resolution contained in the 
Administrator's policy statement issued on August 10, 1993. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT: Absence of managerial support and recognition 
for designated overseas EEO Counselors. 

OBJECTIVE: To ensure that all designated overseas EEO counselors are 
fully supported and recognized by USAID management. 

RESPONSIBLE OFFICIAL: Director, EEO 

TARGET DATE: september 30, 1993 

ACTION ITEMS: 

2. Through the use of posters, bulletin 

RESPONSIBLE 
OFFICIAL 

boards, employee notices, and other Director, EEO 
media, publicize the availability of 
EEO counseling overseas. Identify 
counselors by name, photograph, location 
and office telephone number. 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: In conjunction with the State 
Department's Office of Equal opportunity and civil Rights, Departmental 
Notices are distributed identifying EEO Counselors overseas by name, 
agency and mission. Agency management fully supports the functions of 
EEO Counselors, overseas and in Washington. The barrier, cited above, 
seven years ago, is no longer an obstacle to equal opportunity at the 
Agency. 

During FY 19~3, EOP permanently mounted in prominent locations in various 
buildings, large glass framed color pictures of the EEO Counselors. EOP 
also distributed to all bureaus and offices executive management staffs 
lx17 color posters of the Counselors. The posters identified each 
Counselor by name, position title and office. The EEO complaint process 
information is also included in all training packages prepared by EOP. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 
PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: USAID's recruitment practices and procedures are fragmented and insufficiently broad and focused to attract a representative pool of qualified applicants from the imbalanced or absent EEO groups. 

OBJECTIVE: Create a representative pool of qualified applicants to staff civil Service core jobs and Foreign Service occupational specialties. RESPONSIBLE OFFICIAL: Director, Human Resources Development and Management 

TARGET DATE: April 1, 1989 - September 30, 1993 
ACTION ITEMS: 

1. Assess the effectiveness of the recruit­ment sources used in terms of their 
effectiveness in producing qualified 
applicants from the absent and 
imbalanced groups. 

RESPONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff 
& EEO 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OBJECTIVE: The recruitment of minority group ,embers and women continued to be high in the FY 1993 affirmative .mployment planning priorities of USAID. Targeted occupations included: Food for Peace Officers; Administrative Managers; Financial Managers; Contract Managers; Economists; Health Officers; Private Enterprise Officers; and Environmentalists. 

In its quest for identifying effective recruitment sources capable of producing qualified women and minority candidates for the targeted occupations, the Agency continued to identify and utilized new sources, in addition to the sources identified in the FY 1992 Accomplishment Report. These included the: (a) National Society of Hispanic MBAsi (b) International Fellows Programs, International Foundation for Education and Self-Help (IFESH); (c) Minority National Job Lines, Inc.; (d) Minority Employment and Training, Inc., and (e) Hispanic SER-Jobs for Progress, Inc. 

To further enhance its FY 1993 recruitment efforts, USAID also solicited recruitment assistance from its overseas missions and offices in terms of canvassing the overseas workforces of Private Voluntary Organizations; the Peace Corps, and American contractors for purposes of identifying prospective candidates for the targeted occupations. The response was overwhelming with 38 potential candidates identified. Of these, 23 were minority men (10 Black; 04 Hispanic, and 09 Asian) and 15 minority women (08 Black, 02 Hispanic and 05 Asian). Of the 38 potential candidates interviewed, 09 were hired and included 06 men (02 Black; 01 Hispanic, ~d 03 Asian) and 03 women (02 Black; 01 Asian). Fifteen additional Lnority candidates are still in the various stages of pre-employment 

I
proCeSSing and include: 08 minority men (04 Black; 02 Asian and 02 Hispanic), and 07 women (03 Black; 02 Asian and 02 Hispanic). 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: 
procedures are fragmented and 
attract a representative pool 
or absent EEO groups. 

USAID's recruitment practices and 
insufficiently broad and focused to 
of qualified applicants from the imbalanced 

OBJECTIVE: Create a representative pool of qualified applicants to staff 
Civil Service core jobs and Foreign Service occupational specialties. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
. Management 

TARGET DATE: April 1, 1989 - september 30, 1993 

ACTION ITEMS: 

2. Advertise USAID recruitment needs in 
(a) major newspapers with nation-wide 
circulation (b) minority and women's 
magazine and newspapers (c) periodicals 
of predominantly minority and women's 
educational institutions, and (d) 
specialized publications focusing on 
Federal government career opportunities. 

RESPONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff 
& EEO 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: USAID's advertisement in FY 1993 
has been restricted by a reduced operating expense budget. In addition, 
limited employment opportunities have precluded the need for extensive 
advertisement in paid publications. USAID, however, has maximized the 
use of free advertising sources such as the newsletters from the various 
minority organizations and colleges and univer sities with high 
enrollments of minority group me:mbeJ;r.; and WOlt n. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: USAID's recruitment practices and 
procedures are fragmented and insufficiently broad and focused to 
attract a representative pool of qualified applicants from the imbalanced 
or absent EEO groups. 

OBJECTIVE: Create a representative pool of qualified applicants to staff 
civil Service core jobs and Foreign Service occupational specialties. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: April 1, 1989 - September 30, 1993 

ACTION ITEMS: 

3. Extend recruitment efforts to colleges 
and universities with high enrollments 
of the EEO groups. Tap EEO group 
members' organizations, alumni 
associations, and undergraduate 
placement/counseling offices. 

RESPONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: During FY 1993, USAID continued 
to expand its recruitment efforts to reach the Historically Black 
Colleges and Universities and other educational institutions with high 
enrollments of minority group members and women including: (a) the 
Hispanic Association of Colleges and Universities (H.A.C.U.); 
(b) Tuskegee University, and 13 other colleges associated with the MBA 
Atlanta Consortium. 

USAID has also enhanced its open dialogue with the Career Departments 
of Washington, D.C. metropolitan area colleges and universities with high 
enrollments of women.and minority group members. This has been 
accomplished through attendance at the career days held by the 
educational institutions where the Agency has sponsored recruitment 
booths. 

EEOC FORM 568 (8/87) PAGE 37 



AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: USAID's recruitment practices and 
procedures are fragmented and insufficiently broad and focused to 
attract a representative pool of qualified applicants from the imbalanced 
or absent EEO groups. 

OBJECTIVE: Create a representative pool of qualified applicants to staff 
Civil Service core jobs and Foreign Service occupational specialties. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: April 1, 1989 - September 30, 1993 

ACTION ITEMS: 

4. Explore the feasibility of establishing 
a Cooperative Education Program for the 
Foreign Service. 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

Directors, 09/30/93 
Recruitment 
Staff and EEO 

REPORT ~N ACCOMPLISHMENT OF OBJECTIVE: The Foreign Service Cooperative 
Education Program continues to be an ongoing minority recruitment 
program. It aims to introduce minority graduate stUdents to career 
opportunities in the Foreign Service at a time when they are considering 
their career options. In FY 1993, two additional interns were selected 
for the Minority Residential Overseas Internship Program. These 
included one Hispanic woman and" one Asian man. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: USAID's recruitment practices and 
procedures are fragmented and insufficiently broad and focused to 
attract a representative pool of qualified applicants from the imbalanced 
or absent EEO groups. 

OBJECTIVE: Create a representative pool of qualified applicants to staff 
Civil Service core jobs and Foreign Service occupational specialties. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: April 1, 1989 - September 30, 1993 

ACTION ITEMS: 

5. participate at national and local 
conventions, conferences, seminars, 
symposiums, and job fairs sponsored 
by national/local minority and women's 
organizations, placing special emphasis 
on affirmative employment recruitment. 

RE~PONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff and 
EEO 

TARGET DATE 

09/30/93 

09/30/92 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: During FY 1993, USAID also 
sponsored recruitment booths at the annual conferences, conventions, and 
job fairs sponsored by the following organizations: (a) The 
Congressional Black Caucus; (b) The Association of Black Professionals 
in International Affairs; (c) NAFEO; (d) Minority National Job Lines, 
Inc.; (e) Minority Employment and Training, Inc.; (f) Minority Enterprise 
Development, Inc.; (g) Hispanic SER-Jobs for Progress, Inc.; (h) the 
National Urban League; and (i) the National Association of Hispanic MBAs. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: USAID's recruitment practices and 
procedures are fragmented and insufficiently broad and focused to 
attract a representative pool of qualified applicants from the imbalanced 
or absent EEO groups. 

OBJECTIVE: Create a representative pool of qualified applicants to staff 
civil Service core jobs and Foreign Service occupational specialties. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

I 

TARGET DATE: April 1, 1989 - September 30, 1993 

ACTION ITEMS: 

6. continue to implement the policy 
whereby qualified applicants from the 
absent and imbalanced EEO groups 
reachable just below the cut-off 
scores established for the rank-order 
registers prepared for (1) applicants 
qualified for processing, (2) those 
certified, and (3) those eligible for 
selection are included in these 
registers. 

RESPONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff and 
EEO 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: In FY 1993, USAID hired 48 
Foreign S~rvice Officers. Of these, 34 were International Development 
Interns (IDI's) and 14 were mid-level officers. Of the IDI's, 24 were 
men (20 non-minority; 02 Black and 02 Asian), and 10 were women (08 non­
minority; 01 Black and 01 Asian). At the mid-level classes, 11 employees 
were men (09 non-minority; 01 Black; 01 Asian) and 03 women (02 non­
minority and 01 Black). In promoting the greatest amount of equity and 
fairness in the selection processes, USAID continues to include in the 
technical review and interview panels a minority representative, a female 
representative, and an EEO representative. As shown in the FY 1993 
results, the new screening and selection process instituted during the 
current multi-year planning cycle continues to yield positive result in 
~he employment of minority group members and women. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: V. EMPLOYEE DEVELOPMENT PROGRAMS 

PROBLEM/BARRIER STATEMENT: Absence of executive development 
programs for personnel at the executive - level threshold. 

OBJECTIVE: To provide members from the EEO groups at the 
executive threshold hands-on developmental experience through 
executive developmental assignments. 

RESPONSIBLE OFFICIAL: ADMINISTRATOR, A.I.D. 
TARGET DATE: April 30, 1988 - April 30, 1993 

ACTION ITEMS: 

1. Identify senior management 
positions suitable for 
developmental assignments for 
minority and women 
candidates. 

RESPONSIBLE 
OFFICIAL 

Bureau/Office 
Heads, Mission 
Directors, 
Senior Mgt. 
Group 

TARGET DATE 

04/30/93 

REPORT ON ACCOMPLISHMENT: In FY 1993, USAID continued its 
review of positions once defined as executive-level positions 
to identify those which can be structured into executive 
threshold positions. These positions will be used as 
developmental assignments for minority group members who have 
been identified as having executive potential. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: V. EMPLOYEE DEVELOPMENT PROGRA~S 

PROBLEM/BARRIER STATEMENT: Absence of executive development 
programs for personnel at the executive - level threshold. 

OBJECTIVE: To provide members from the EEO groups at the 
executive threshold hands-on developmental experience through 
executive developmental assignments. 

RESPONSIBLE OFFICIAL: ADMINISTRATOR, A.I.D. 
TARGET DATE: April 30, 1988 - April 30, 1993 

ACTION ITEMS: 

2. Identify minority and women 
candidates with demonstrated 
executive potential. 

RESPONSIBLE TARGET DATE 
OFFICIAL 

Bureau/Office 04/30/93 
Heads, Mission 
Directors, 
Senior Mgt. 
Group, Director 
Director, 
Senior Mgt. 
Staff, 
Director, EEO 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: As a part of USAID's 
executive-level staffing process a list identifying 
minority group members and women at the mid-level of 
performance who have demonstrated executive potential has been 
developed for use in staffing the executive threshold positions 
so far identified. Approximately 30.0 percent of-the 
candidates included in the list are minority group members and 
women. 

In addition, USAID has adopted a policy for staffing executive­
levels position whereby a minimum of three (03) candidates must 
be proposed for any open positions, one of whom must be a 
minority group member or a woman. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: V. EMPLOYEE DEVELOPMENT PROGRAMS 

PROBLEM/BARRIER STATEMENT: Absence of executive development programs 
at the executive-level threshold. 

OBJECTIVE: To provide members from the EEO groups at the executive 
threshold hands-on developmental experiences through executive 
developmental assignments. 
RESPONSIBLE OFFICIAL: Director, Human Resources Development and 

Ma~agement 

TARGET DATE: April 1, 1989 - September 30, 1993 

ACTION ITEMS: 

3. Effect assignments of the candidates 
identified. 

RESPONSIBLE 
OFFICIAL 

Senior 
Management 
Group 

TARGET DATE 

09/30/93 

REPORT ON ACCOMPLISHMENT OF OBJECTIVE: The most impressive statistics 
connected with the promotion of minority group members and women in 
executive-level assignments which can be cited is the fact that the 
representation of these groups in the top-level jobs has risen from 
17.0 percent in 1990 to 25.0 percent in 1992. As a result of the Agency 
reorganization currently in progress, the 1993 selection process has not 
yet been undertaken. It has been schequled for January 1994. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

NOTEWORTHY ACTIVITIES/INITIATIVES 

LIST NOTEWORTHY ACTIVITIES/INITIATIVES WHICH HAVE BEEN SUCCESSFUL IN 
IMPROVING EMPLOYMENT AND PROMOTIONAL OPPORTUNITIES FOR MINORITIES 
AND WOMEN. 

Initiatives and noteworthy activities undertaken by USAIO 
during FY 1993 which have proven successful improving employment 
opportunities for minorities and women included: 

INITIATIVE #1 

Is?uance of three policy statements, signed by the new 
Administrator, renewing the Agency's commitment to (a) fully 
integrate minorities and women into USAIO's recruitment and 
employment programs; (b) provide a sexual harassment-free work 
environment, and (c) achieve diversity in the workplace. The 
statements further articulate the Administrator's commitment to 
the concept and practice of equal opportunity in all aspects of 
USAIO's human resources management policies, 'practices, and 
processes. They also provide clear guidance to all regarding 
equal opportunity; sexual harassment, and diversity and establish 
responsibilities for achieving progress in these areas. 

INITIATIVE #2 

To sensitize Agency managers and supervisors to their 
responsibility in the implementation of the Agency's affirmative 
employment program, USAID has included a mandatory equal 
employment opportunity performance element and standards in the 
performance appraisal reports of these persons. 

INITIATIVE #3 

To increase the representation of minority group members and 
women in the upper levels of the workforce, OSAID has adopted a 
policy where a minimum of three (03) candidates must be. proposed 
for any open executive-level position one (01) of whom must be a 
minority group member or a woman. 

To heighten the awareness of Agency managers and employees to 
cultural diversity issues and concerns, USAID presented a series 
of special workshops on workforce diversity for the Senior 
Executive Staff and Agency personnel involve in effecting 
employment decisions. 
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AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

NO'l"EWORTHY ACTIVITIES/INITIATIVES 

LIST NOTEWORTHY ACTIVITIES/INITIATIVES WHICH HAVE BEEN SUCCESSFUL IN 
IMPROVING EMPLOYMENT AND PROMOTIONAL OPPORTUNITIES FOR MINORITIES 
WOMEN. 

INITIATIVE #5 

To maximize the limited recruitment sources and resources, 
available, USAID has utilized its special programs prepared and 
presented in observance of events commemorating minority group 
members' and women's (e.g., Black History Month, National 
Hispanic Heritage Month) as job fairs for high school and college 
students in the Washington, D.C. metropolitan area. This has 
been accomplished through setting a recruitment booth adjacent to 
the site of each of the commemorative programs and inviting 
approximately 200 stUdents who have visited the fairs where 
recruiters have introduced and acquainted them to the employment 
opportunities available in USAID. 

* * * * * * 
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II." 

.. 0 
9.5 

37 
t.3 

_lI.' 

II 
7.5 

29 
C.6 

-0.9 

6 
7.2 

, 
13.3 

&.1 

110 
'.8 
105 
'.9 
0.1 

1 
1.9 

1 
1.8 

-1I.t 

58 
9.7 

, .. 
10.8 

1.1 

165 
19.2 

175 
..... 0 

4.8 

12 .. 
73.3 

312 
70.6 

-2.7 

65 
71.3 

35 
77.8 

-lI." 

U3 
37.6 

587 
lB.3 

0.7 

;'.: .. 
.KAL.·.· .. ·"",:·,·'PIIIIIII.LIl 

1 
1.9 

2 
3.6 

1.7 

12 
2.0 

8 
1.4 

-0.6 

3 
0.7 

3 
0.8 

0.1 

a 
0.0 

a 
0.0 

lI.O 

1 
1.2 

a 
0.0 

_I.' 
17 

1.0 

13 
0.8 

-0.2 

o 
0.0 

o 
0.0 

11.0 

5 
0.8 

5 
0.1 

0.0 

7 
1.7 

6 
1.5 

-0.2 

7 
1.6 

7 
1.6 

0.0 

a 
0.0 

a 
0.0 

0·0 

it 
1.2 

18 
1.2 

0.0 

AaXAlf NI1IfIi.%CAJlI ' ~'AIc_-XIIDXAWI :fiHS ilit?.4b >?':r. mp.afe ··'.PIIIIIAI ...-
o 

0.0 

o 
0.0 

11.11 

13 
2.2 

9 
1.5 

-0.7 

1 
0.2 

2 
0.5 

lI.~ 

2 
0.5 

1 
0.2 

-0.3 

a 
0.0 

a 
0.0 

11.0 

l' 
1.0 

12 
0.8 

-O.l 

a 
0.0 

a 
0.0 

...!l.0 

, 
1.5 

10 
1.7 

0.2 

11 
2.6 

11 
2.8 

.0 .• 2 

10 
2.3 

9 
2.0 

-0.3 

a 
0.0 

a 
0.0 

_IL.O 

10 
1.8 

30 
2.0 

O.l 

a 
0.0 

a 
0.0 

0.0 

a 
0.0 

a 
0.0 

0.0 

2 
0.5 

1 
0.1 

-a.' 
a 

0.0 

o 
0.0 

".0 

a 
0.0 

a 
0.0 

0.0 

2 
0.1 

1 
0.1 

0.0 

a 
0.0 

a 
0.0 

....L.lI. 

o 
0.0 

a 
0.0 

0.0 

2 
0.5 

3 
0.1 

OJ 

a 
0.0 

a 
0.0 

0.0 

a 
0.0 

o 
0.0 

0.0 

2 
0.1 

1 
0.2 

0.1 
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roM 50&Ll - CIlAIIGa %. WJl%ft-COLLAa alO PROr.n.a 1ST ("ORUG. laRnea) 
GRADa GROVPtI, " '2 ~ " U 

::, .... 

· I~ra. 
':.:.: . ,x: ,;::;,,;:,' • 

OC:CVPA'l'%O.U. ':.' .. ;';.'(': 
,- ~"Ar. ., .;: : :'~,::. : '.:WWY"I'. 

ALL rllllALa · . ':<:1lALII :. 

1"2 • 274 U 2U 27 

• 100.0 12.0 78.8 '.9 
n-Ol, ICC,oc: 

U93 I 261 36· 195 10 

• 100.0 11.8 74.7 11.5 

I, arAlIOa 0 .,0 1.8 -4.1 1,' 

1992 • 957 1'0 &90 134 

• 100.0 1'.7 72.1 14.0 
1'8-01-02 

19113 • U& 163 674 138 , 100.0 17.4 72.0 14.7 

I. arAlIOa 0,0 0,,7 -0 :1 0.7 

1-992 • 450 1'7 220 134 

• 100.0 37.1 , 48.9 21.8 
1'8-03-05 

1991 • 451 168 220 131 
• 100.0 17.1 48.8 2'.0 

• arAlIOll 0.0 0.2 -0.1 -0 •• 

1992 • 111 U 1 20 

• 100.0 91.7 2.8 55.11 
ra-0&-09 

1991 • 24 19 1 11 

• 100.0 71.2 12.5 45.8 

' . arAWOS o 0 -1'.~ 9.7 --'-, . 
1992 • 1717 3U 1127 liS 

• 100.0 22.9 65.6 18.3 
TO'l'AL 
IIBITS eOLLAR 19113 I 1'72 386 1092 liD 

• 100.0 23.1 65.3 18.5 

• CBAIIGS 0.0 0.2 -O.l 0.2 
- - --

~~~f: AIIaR-J:aDu.' .. ........ :.:." :.: lu .•• w •• D'PrYK 
o.r.. • .. .' .. ;. 'JIIIAl:.Jl '~::':':"'::'~::':::rDIALa IlALIl FIUlALIl 

17 1 6 1 2 0 0 0 
6.2 1.1 2.2 1.1 0.7 0.0 0.0 0.0 

20 4 8 2 2 0 0 0 
7.7 1.5 1.1 0.8 0.8 0.0 0.0 0.0 

1,5 0,4 0.9 -0,1 0.1 0.0 0,0 0.0 

0 15 11 4 21 6 4 1 
5.1 I.' 1.2 0.4 2.4 0.6 0.4 0.1 

4Z 14 29 1 24 6 4 2 
4.5 1.5 1.1 0.1 2.' 0.6 0.4 0.2 

-0,6 -0.1 -0.1 -0.1 0,,2 0,0 0,0 0 .. 1 

26 28 21 1 15 2 1 0 
5.8 6.2 4.7 0.7 1.1 0.4 0.2 0.0 

26 11 20 1 16 1 1 0 
5.8 6.' 4.4 0.7 1.5 0.7 0.2 0.0 

0.0 0.7 -0.1 .,0 0.2 O.~ 0.0 ••• 
2 10 0 1 0 2 0 0 

5.11 27.8 0.0 2.8 0.0 5.6 0.0 0.0 

2 7 0 0 0 1 0 o i 

8.1 21.2 0.0 0.0 0.0 4.2 0.0 0.0 I 

,." 1 ,4 . 0 •. 0. -2,8 0, 0 -.1 .4 o 0 .0.0. 

94 56 58 11 40 10 5 1 
5.5 3.3 3.4 0.' 2.1 0.6 0.3 0.1 

" 56 57 8 U 10 5 2 
5.4 3.3 3.4 0.5 2.5 0.& 0.3 0.1 

-0.1 0.0 0.0 -0.1 0.2 0.0 0.0 0.0 
-~-
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roM S06L2 - ~. :n BLUII-cor.r.AJl a.o PROru.. BY wa/xp GIUlDB 

" ' 2 '1'0 " " 

lUtZ : .. 0 0 
100.0 0.0 0.0 

wa 05 ~ Of 
1993 • 0 0 0 

• 0.0 0.0 0.0 

.a. -100.0 .0 .• 0 0 . 0 

1"2 • 0 0 0 

• 0.0 0.0 0.0 
BLUII-OOr.r.aa 

~U" • (D) 0 0 0 

• 0.0 0.0 0.0 

Utz • .. 0 0 

• 100.0 0.0 0.0 
'l'ODL ~ u" • BLUII-COLLaR 0 0 0 

• 0.0 0.0 0.0 

, CDJIU -100.0 0.0 0.0 

0 
0.0 

0 
0.0 

0.0 

0 
0.0 

0 
0.0 

0 
0.0 

0 
0.0 

0.0 

APPENDIX C 

, 0 0 0 1 0 0 0 
75.0 0.0 0.0 0.0 25.0 0.0 0.0 0.0 

0 0 0 0 0 0 0 0 
0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 

-.15 .• 0 o 0 0.0 0 

0 0 0 0 0 0 
0.0 0.0 0.0 0.0 0.0 0.0 

0 0 0 0 0 0 
0.0 0.0 0.0 0.0 0.0 0.0 

, 0 0 0 1 0 0 0 
75.0 0.0 0.0 0.0 25.0 0.0 0.0 0.0 

0 0 0 0 0 0 0 0 

0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 

-75.0 0.0 0.0 0.0 -25.0 0.0 0.0 0.0 



APPENDIX D 

AOKlICT ~'tAL 
DIS'tRIBUTIOW OF BBO GROUPS AKD COKPARISOW BY PA'tCOB 

" 1993 

MBRCY 
PROPB88IOWAL 100.0 66.9 14.2 5.8 3.8 3.8 0.4 3.4 1.7 0.0 0.0 

CIVILIAlf 
WOR.KPORCB 100.0 54.7 30.3 2.4 3.2 2.1 1.4 3.5 1.9 0.2 0.2 

AGBReY 
ADMIRIS'tRA'rIVB 100.0 .8.0 25.8 5.8 12.8 2.2 0.8 US 0.8 0.3 0.2 

CIVILIAlf 
WOR.KPORCB 100.0 42.1 "0." 3.6 5.3 2.6 2.6 1.4 1." 0.3 0.3 

" ~ MERCY 
I 'l'BCHHlCAL 100.0 5.2 12." 8.8 68.9 0.0 1.0 0.5 2.6 0.0 0.5 

CIVILXAR 
WOR.KPORCB 100.0 36.1 42.9 3.6 6.6 3.2 3.4 1.9 1.6 0.4 0." 

AGBRCY 
CLERICAL 100.0 1.8 2".0 5.6 . 65.8 0.0 1.5 0.0 1.2 0.0 0.3 

CXVILIAlf 
WOR.KPORCB 100.0 14.0 63.4 2.8 9.6 1.7 5.2 0.8 1.9 0.1 0.5 

AGBRCY 
O'rBER 100.0 23.1 7.7 I 15." 53.8 I 0.0 0.0 0.0 0.0 0.0 0.0 

CIVILIAlf 
NOR.KPORCB 100.0 67.6 11.2 9.7 3.2 .... 1.0 1.2 0.3 0.9 0.2 

-·r 
" " MERCY j! 

BLUE COLLr.R I: 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 

j! 
CIVILIAlf 100.0 65 ... 9.8 9.1 2.2 8.7 1.5 1.7. 0.5 0.8 0.2 
WOR.KPORCB 
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N 

I 

OCqJ!.,~*!{'·:i·~I~ijlJ:~i 

AClnICY 
PROPBSSlO!fAL 

c:rvILIAJI 
WORKFOReB 

MJnICT 
ADltnIIS~:rvB 

CXVXL%AII 
WOIUCl'ORCB 

AOBRCY 
'l'BCIIBICAL 

CIVn.%AII 
WORKFORCE 

MBIICY 
CLaRICAL 

CIVILIAII 
WOIUCl'ORCIl 

MBRCY 
onBlt 

CIVJL%AII 
WORDORCB 

AOInlCY 
OLD COLLAR 

CIVILl:AlI 
WOIUCl'ORCB 

asoc PORM 569 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

0.0 

100.0 

C%VIL 8DV'XCB 
DISTRlBU~IO" or BBO CROUPS ABO COKPARlSOW BY PA~COB 

" 19513 

. -.!~1" .",,,,,,: :"'~ I.~~ 
53.6 21.8 6.7 8.' 1.1 0.0 2.8 5.0 0.0 0.0 

5~.7 30.3 2.4 3.2 2.1 1.4 3.5 1., 0.2 0.2 

30.1 32.8 8.& 25.1 1.3 1.3 0.7 1.7 0.1 0.1 

42.1 ~O.~ 3.6 5.3 2.6 2.6 1.~ 1.~ 0.3 0.3 

5.5 10.~ 9.3 71.0 0.0 1.1 0.5 1.6 0.0 0.5 

36.1 ~2.' 3.6 6.6 3.2 3.4 1.9 1.6 o.~ 0.4 

1.' 19.1 5.8 6'.' 0.0 1.6 0.0 1.3 0.0 0.3 

14.0 63.4 2.8 9.6 1.7 5.2 0.11 1.9 0.1 0.5 

23.1 7.7 15.4 53.8 0.0 0.0 0.0 0.0 0.0 0.0 

67.6 11.2 ,., 3.2 ~.8 1.0 1.2 0.3 0.' 0.2 

0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 

65.4 '.8 '.1 2.2 8.7 1.5 1.'1 0.5 0.' 0.2 



MBIICY 
PROPB88 IOIfAL 100.0 71.2 11.9 

CZVILZAIf 
WORltPORCB 100.0 54.7 30.3 

MBRCY 
ADHZIIZS'l'RA'l'ZVB 100.0 M.8 20.2 

CZVILZAIf 
IIORltPORCB 100.0 "2.1 "0." 

l' 
W 

MBRCY 
'l'BCBIIZCAL 100.0 /I 0.0 50.0 

C:rYILZAR 
WORJll'ORCB 100.0 36.1 "2.9 

= 
MBllCY 
CLBRZCAL 100.0 0.0 69.7 

C:rYILZAR 
WORltPORCB 100.0 14.0 63." 

MBRCY 
O'l'BBR 0.0 0.0 0.0 

C:rYILZAIf 100.0 67.6 11.2 
WORJll'ORCB 

PORM 569 

PODIG. SBRYXCB 
DI82'RIBInIO. or BBO GROUPS UD COKPARI80. BY PA'lCOB 

" 1993 

5.5 2.1 4.6 0.5 3.5 

2.4 3.2 2.1 1.4 3.S 

5.8 3.0 2.0 0.8 2.1 

3.6 5.3 2.6 2.6 1." 

0.0 30.0 0.0 0.0 0.0 

3.6 '.6 3.2 3." 1.9 

3.0 27.3 0.0 0.0 0.0 

2 •• 9.6 1.7 5.2 0.8 

0.0 0.0 0.0 0.0 0.0 

9.7 3.2 4.8 1.0 1.2 

0.7 0.0 0.0 

1.9 0.2 0.2 

0.4 0.15 0.2 

1." 0.3 0.3 

20.0 0.0 0.0 

1.6 0.4 0." 

0.0 0.0 0.0 

1.9 0.1 0.5 

0.0 0.0 0.0 

0.3 0.9 0.2 
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APPENDIX E 

FORK 570 - DXSTRXBUTXOW or BBO GROUPS AWD COIIPARXSOW I'OR KAJOR OCCUPATXO.S (AOner !'O'rAL) 

" 1993 

~~~,~ ;;, II1II :,~~ ,:E.~~ ! , ,,~-~ ,~~. ~~~ ~~::::.. 
(0401) AGner 100.0 79.7 6.1 2.7 1.4 5.4 0.0 4.0 0.7 0.0 0.0 
GI8 DXOL sex 
PROFI88XOIIAL 

CLF 100.0 54.7 30.3 2.4 3.2 2.1 1.4 3.5 1.t 0.2 0.2 

(0511) AGner 100.0 10.4 10.4 7.2 0.8 0.4 0.8 4.0 0.0 0.0 0.0 
AODXTXIIG 
PROFI8SXOIIAL 

CLF 100.0 54.7 10.3 2.4 3.2 2.1 1.4 1.5 1.t 0.2 0.2 

(0101) AGner 100.0 42.4 10.' 01.5 16.' 2.5 0.4 0.4 0.' 0.4 0.1 
KXS/PROGRAJl 
ADMXBXS'rRA'rXVI 

CLF 100.0 42.1 40.4 3.6 5.1 2.6 2.' 1.4 1.4 0.3 0.3 

(0340) AGner 100.0 72.5 13.1 '.1 2.5 1.t 1.9 0.0 a.a 0.0 0.0 
'ROO RAJl JlGT 
ADMX WlS'rRA'rXVB 

CLF 100.0 42.1 40.4 3.' 5.3 2.' 2.6 1.4 1.4 0.3 0 • .1 

(0341) AGner 100.0 ..... 2 21.2 7.3 17.4 2.2 1.4 2.2 1.4 0.7 0.0 
ADMX. Ol'nCIR 
ADMXII'XS!'RA!'IVB 

CLI' 100.0 42.1 40.4 3.6 5.3 2.6 2.' 1.4 1.4 0.3 0.3 

(0343) AGII.er 100.0 28.3 36.1 5.' 25.1 1.0 2.1 0.0 1.0 0.5 0.0 
HAMGDlBIft' AIIAL 
ADMIII'XS!'RA!'IVB CLI' 100.0 42.1 40.4 3.6 5.3 2.6 2.6 1.4 1.4 0.3 0.3 

~ - - --------- -------------
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FORM 570 - DXSTJUBU'fXO. or 1110 GROUP8 AII'D C'OIIPAJUSO. FOR KAJOR OCCUPA'l'XOa (AGE.er TOTAL) 

" 1993 

;::.;.;::-. ::~ Ui.~'~····.·. ..... ,ii_1( .. · .,.--:J! ~!t~~ .. 
(0345) 
PROGRAJC ornCER 
ADK:n%S'l'RATXVE 

(1102) 
C'OftRAC'l' SPSCL 
ADKXII'%8'l'RA'l'XVS 

(0303) 
KXS CLSRlt ASS'l' 
CLSJUCAL 

(0318) 
S.CRBTART 
CLSJUCAL 

AGE.er 

CLr 

AGs.er 

CLr 

AGner 

CLr 

AG •• er 

CLF 

100.0 "'.2 20.8 

100.0 42.1 40.4 

100.0 ....... 35.11 

100.0 42.1 40.4 

100.0 1.5 15.0 

100.0 14.0 n.4 

100.0 1.2 31.0 

100.0 14.0 '3.4 

'.4 4.l 1.7 0.3 1.7 0 . 0 

3.' 5.l 2.6 2.' 1.4 1.4 

S ... 10.S 0.11 0.0 1.7 3." 

3.' 5.3 2.' 2.' 1.4 1.4 

'.7 71.4 0.0 0.8 0.' 3.0 

2.' 9.' 1.7 ,5.2 0.' 1.9 

2.1 n.o 0.0 2.1 0,0 1.2 

2.8 t.' 1.7 5.2 0.' 1.9 

. ~;;;;. - -;.;,.~.- - : . .£.:.:: 
l~hQi:et*¥>'<::;:;:: 

KALil' 

0.3 0.3 

O.J 0.3 

0.0 0.0 

0.3 0 • .1 

0.0 0.' 

U 0.1 0.5 

•• 0 0.4 

0.1 O.S 
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PORK 570 - DZS'rRl:BU'l'ZO. or 11110 GROUPS Am COIIPARl:SOW POR KAJOR OCCUPA'rzon (CZVZL SBRVYCII) 

" 1993 

(0301 ) 
IUS ADIUW/PROG 
ADIUWZSTRA'rZVB 

(0343) 
IlAIlAGIIIIBft AIIIIr. 
ADIIl:WZS'r~B 

(0303) 
IUS CLBRE ABS'r 
'rIlCBWZ CAL 

(0318) 
SBCRftARY 
CLBRl:CAL 

AGner 100.0 

CLF 100.0 

AGner 100.0 

I 
eL. ~~oo.o 

I 
11 AGn er 1.00.0 

CLF 100.0 

AGner 100.0 

CLF 100.0 

29.0 32.6 5.1 29.0 1." 

42.1 40.4 3.6 5.3 2 . 6 

28.S SII.1 5.8 25.1 1.0 

42.1 40.4 3.6 5.3 2.6 

1.0 12.' 4 . 0 77.2 0.0 

36.i 42.' 3.6 6.6 3 . 2 

1 . 4 25.1 1., 157.3 0 . 0 

14.0 . 3 .4 2.1 , .. 1.1 

0.7 0.0 0 .1 0.0 0.7 

2.6 1.4 1. 4 0.3 o.l 

2.1 0.0 1.0 0.5 0.0 

2.6 1.4 1 .4 0.3 0.3 

1.0 1.0 2.0 0 . 0 1.0 

3 . 4 1., 1 •• 0.4 0.4 

2.4 0 . 0 I • • 0.0 0.5 

5.2 0 . 1 1 .' 0.1 0.5 
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FOIUI 570 - DJ:I~JUII1l':t:rO. OF 8110 GROUPS AlID COIIJ'AUSO. FOR KAJOR OCCUPAnOn (POJUaG. Iav:rCII:) 

"1993 

~_ll~~ 

(0401) 
GU IIIOL SCI 
PROFBSS:rO.AL 

(0511) 
AUD:r~:r1lG 

PROFBSS:rO.AL 

(0301) 
IIIS/PROGRAJI 
AJ)1I:rnS~RA~:rv. 

(0340) 
PROGRAJI IIG~ 
AJ)lIl:nS~RA~:rV. 

(0345) 
PROGRAJI OFF:rCBR 
ADII:rn8~RA~IVB 

:: ·:;;·i~::~~~~l !![tl'_Ji:~;;~lj:~~!;!~: .··.: ., .. ~ ;d~;::::f::::':~~~il!' :·~i\li)I~~:~:·: 
,.:;:g.: " ::i!::;~"';"':::" 

'''::"." 

~ 

AGB.a 100.0 79.1 5.7 2.t 1 . 4 5.' 

eLr 100.0 54.7 30.3 2.4 1.2 2.1 

AGB.a 100.0 70.8 fO.O 8.7 0.8 8 .7 

eLF 100.0 54.7 30.3 2.4 3.2 2.1 

AGUa 100.0 60.0 28.5 2.1 1.0 3.' 

eLF 100.0 fi 42.1 40.4 3.' 5.1 2.6 

AG •• a 100.0 H , ... , 10.' .... 2.' 1." 

eLF 100.0 H 42.1 40.4 J.' 5.1 2.' 

AGS8 a 100.0 64.2 20.8 '.4 4.1 1.7 

eLF 100.0 42.1 40.4 1.' 5.1 2.6 

t~J.~~~@~l; '.:.:::.::. . .. . 
;,':- ::':~; 

0.0 4.3 0.7 0.0 0.0 

1.4 3.5 1.9 0.2 0.2 

0 .8 .... 2 0 .0 0.0 0.0 

1.4 3.5 1.9 0.2 0.3 

0.0 1.0 1.0 1.0 1.0 

2.' 1.4 1." 0.3 0.1 

2.1 0.0 0.0 0.0 0.0 

2.6 1.4 1. .. 0.3 0.1 

0.1 1.7 0.0 0.:1 0.) 

2.6 1 . 4 1.4 ".3 0.' 



APPENDIX F 

ACllurCY 1'O'1'AL 
II1IJIERICAL OIlJIC'l'IV1t ACCOIIPLISIDIZII'l'8 ay tu\JOA OCCIJPA'l'tOlrS 

AIr!) BY OCCU'ATIO.S II WUC. 1tJIPLOYMD!' O'POAN1rI'l'US 1lAV1t Ball '1I.007ICnD 

" lttl 

PLlUllrED 41 , s 1 1 :I 2 20 
PRonS8IOlrAL 

ACTUAL 17 , 4 1 

PLAII1II:D u S , 41 2 :I 20 
ADKDlI8'1'11.A'l'IVI: 

30 20 7 1 1 

'LlUllrED 0 

ACTUAL 0 

I 
I 

I'1j 
I 

1-1 
,PLAlrlfID 24 , 1 3 2 2 2 1 S 

CLIlJUCAL 

1 1 2 4 

AC'l'UAL 

104 o 23 1 • 7 , 15 4 2 0 4S 

OJUUm-'1'OTAL. 
S4 30 13 2 II o :I o o . o 



ADIIDI%8DATIVE 

I 
I"Ij 
I 

IV 

0'nlDl 

GIUIlID-'l'O'1'AL' 

,_.!oAIIDD 

! 
" C;'l'WIL 

i ;;·~\::ImI 

j'.=1I.L 
, 

1."..&_" 

PLMml1I 

10 

15 

I 
0 

0 

21 

., 

u 

u 

CIVU. SOvtClr 
WUMllRICAl. OBJ1lCTIW ACCOttPr.l:SBKn'l'S liT tu\JOR OCCUPA'rI0II8 

lUID liT OCCUPA'l'IO.S n WIIICK JUGILOYJIIIft' OPPOR'l'UllI'l'III8 HAW IIDII PROJBC'l'BD 

"' un 

1 1 1 15 

l 2 1 

I 1 , 2 2 2 1 , 
2 .. 

o 10 1 o .. 2 .. ) 2 2115 

.. .. 1 .. o o o o o o o 



PLIIJIIIBD 2P 
ADKDlIBTRA'lIVli: 

AC'lUAL 24 

PLllllllSD 0 

ncaaIeAL I~ 0 

I 
I'%j 
I 

IICLBRICAL 

W 
I pLllllllSD 
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UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT 

SUMMARY ANALYSIS OF WORKFORCE 

PROVIDE A NARRATIVE WORK FORCE ANALYSIS USING THE RELEVANT CIVILIAN 
LABOR FORCE. ANALYZE OCCUPATIONAL CATEGORIES, GRADE GROUPING, AND 
MAJOR OCCUPATIONS. 

II. WORKFORCE 

The workforce analysis continued to reflect several problems 
relating to the representation of minority group members as well as 
non-minority women when compared to the availability of the groups in 
·the· qualified national civilian labor force pool. Barriers which 
could have attributed to these conditions are addressed under the 
appropriate program elements of the Multi-Year Plan. 

To address the absences and/or imbalances shown for the EEO 
groups, the numerical objectives established for previous years 
continue to be used for affirmative employment program planning. In 
those instances where the proje~ted opportunities were insufficient to 

. individually address the absent and/or imbalanced EEO groups, the 
numerical objectives have been set on an aggregated basis which can be 
filled by any member from the aggregated groups. 

·In apportioning the objectives, the absences and/or severe 
imbalances of non-minority women in all of the occupational 
specialties have been addressed separately, -both, if opportunities 

. have been projected, and if the available opportunit·ies have 

. permitted. 

EEOC FORM 568 (8/87) PAGE 1 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major Civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICrAL: Director, Human Resources Development and 
Management 

TARGET DATE. september 30, 1994 

ACTION ITEMS: 

CIVIL SERVICE 

FY 1988 - FY 1990 CARRY-OVER OBJECTIVES 

COMPUTER SPECIALIST -- (FY 1988) 

Through the following appointments, address 
the conspicuous absence of Hispanic women; 
Asian and Native American men and women: 

I 

01 
01 
01 

Hispanic woman 
Asian man or woman 
Native American man or woman 

OPERATING ACCOUNTANT -- (FY - 1988) 

Through the following appointments, address 
the conspicuous absences of non-minority 
women; Hispanic, Asian, and Native American 
men and women: 

01 Non-minority woman 
01 Hispanic man 
01 Hispanic woman 
01 Asian man 
01 Asian woman 
01 Native American man or woman 

-EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Information 
Resources 
Management, 
EEO, and 
Staffing 
and Career 
Development 

Directors, 
Financial 
Management, 
EEO, and 
staffipr and 
CaZ'(;;!e.r 
Devel opment 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 2 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupatonal specialists. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, i994 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

SECRETARY/CLERK TYPIST/STENO -
(FY 1990) 

. Address the absent and/ or imbalance 
EEO groups through the following 
appointments: 

05 Non-minority women 
03 Hispanic men 
02 Asian men-

' 02 Asian women 
02 Native American men 
02 Native American women 

PAYROLL CLERK -- (FY 1990) 

Address the absences of the 
EEO groups through 01 appointment 
from the groups which have 
aggregated as follows: 

Non-minority women 
Black men 
Hispanic men and women 
Asian men and women 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development, 
& EEO 

Directors, 
Staffing 
and career 
Development, 
Financial 
Management 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 3 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major Civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: september 30, 1994 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

AUDITOR - CARRYOVERS -- FY 1990 

Provide representation for Hispanic and 
Asian men/women through the following 
appointments: 

01 Hispanic man or woman 
01 Asian man or woman 

CARRYOVERS -- FY 1989 and FY 1988 

Increase the representation of the EEO 
groups through the appointment of 03 
members from the aggregated groups. (For 
goal setting, all the groups have been 
aggregated). 

(Note: Two (02) of the goals are carryovers 
from FY 1998 and one (01) from FY 1989). 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Inspector 
General 
Directors, 
Staffing & 
Career 
Development 

Inspector 
General 
Directors, 
staffing & 
Career 
Development 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 4 
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UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major Civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

INVESTIGATOR 

~ARRY-OVERS -:- (FY 1990) 

Provide representation for the absent EEO 
groups through the appointment of 01 member 
from the aggregated group. For objective 
setting, the following EEO groups have been 
aggregated: 

Non-minority women 
Black women 
Hispanic men and women 
Asian men and women 
Native American men and women 

EMPLOYEE DEVELOPMENT SPECIALIST 

CARRY-OVERS -- (FY 1989) 

Provide representation for the absent and/or 
imbalanced EEO groups through the appoi nt­
ment of 01 non minority woman and f 1 mE~mher 
from the aggregated group. For obj~ctive 
setting, the following EEO groups have been 
aggregated: 

Black men 
Hispanic men and women 
Asian meR and women 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Inspector 
General, 
Directors, 
Staffing & 
Career 
Development 
and EEO 

Directors, 
staffing 
and Career 
Development 
and EEO 

TARGET DATE 

09/30/94 

PAGE 5 
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UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER ST~TEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialists. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: september 30, 1994 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

AGRONOMIST -- (FY 1990) 

~rovide representation for the absent 
!nd/or imbalanced EEO groups through the 

appointment of 01 member from the ,groups 
which have been aggregated as follows: 

Non-minority women 
Black men and women 
Hispanic men and women 
Asian men and women 
Native American men and women 

HEALTH SCIENCE SPECIALIST - (FY 1988) 

Provide representation for absen,t and/or 
imbalanced EEO groups through the 
appointment of 01 member from the groups 
which have been aggregated as follows: 

Black men and women 
Hispanic men and women 
Asian men 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

TARGET DATE 

Assistant 09/30/94 
Administrator 
for Reseaz:ch 
& Development, 
Directors, 
Staffing & 
Career 
Development 
& EEO 

Assistant 09/30/94 
Administrator 
for Research 
& Development, 
Directors, 
Staffing & 
Career 
Development 
& EEO 

PAGE 6 



I 
UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 
REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: · There is a conspicuous absence and/or imbalance for some EEO groups in some major civil Service .occupations and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and Management 

TARGET DATE: september 30, 1994 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

DISASTER OPERATIONS ASSISTANT - (FY 1990) 

Provide representation for the absent 
EEO groups through 02 appointment from 
the groups which have been aggregated as 
follows: 

I 

Hispanic men and women 
Asian men and women 
Native American men and women 

MEDICAL OFFICER - (FY 1990) 

Address the absent and/or imbalanced EEO groups through the following appointments: 

01 Non-minority woman 
01 Black man 
02 members from the EEO groups which 

have been aggregated as follows: 

Hispanic men a.nd WOIr~n 
Asian men anj \lOmen 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing & 
Career 
Development, 
Foreign 
Disaster 
Assistance, 
and EEO 

Directors, 
Staffing and 
Career 
Development, 
& EEO. 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 7 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management . 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

'INANCIAL MANAGEMENT SPECIALIST - (FY 1990) 

Address the absence and/or imbalance of the 
EEO groups through 01 appointment from the 
the groups which have been aggregated as 
follows: 

Non-minority women 
Black men 
Hispanic men and women 
Asian men and women 
Native American men and women 

~EOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing & 
Career 
Development, 
Financial 
Management, 
and EEO 

PAGE 8 

TARGET DATE 

09/30/94 



I 
UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: I I. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups ·in some major Civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: . September 30, 1993 

ACTION ITEMS: 

CIVIL SERVICE (continued) 

BUDGET & ACCOUNTING ANALYST - (FY 1990) 

ddress the absence and/or imbalance of the 
EEO groups through 02 appointments from the 
the· groups which have been aggregated as 
follows: 

Non-minority women 
Hispanic mEm 
Asian men and women 
Native American men and women 

SUPERVISORY OPERATING ACCOUNTANT - (FY 1990) 

Address the absence and/or imbalance of the 
EEO groups through 01 appointment from 
the groups which have been aggregated as 
follows: 

Non-minority women 
Hispanic men and women 
Asian men and women 
Native men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing & 
Career 
Development, 
Financial 
Management 
and EEO 

Directors, 
Staffing and 
Career 
Development, 
Financial 
Management, 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 9 



I 
UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRA.'f ELEMENT: I I • WORKFORCE 

PROBLEK/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major Civil Service occupations 
and Foreign Service occupational specialists as shown below. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
EEO qroups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management (HRDM) 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 
CIYIL SERVICE (continued) 

PROCUREMENT ASSISTANT - (FY 1990) 

Address the absent and/or imbalance 
EEO groups through the following 
appointments: 

01 Non-minority woman 
01 Black man 
02 members from the EEO groups 

which have been aggregated 
as follows: 

Hispanic men and women 
Asian men and women 
Native American men and women 

.OC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and career 
Development, 
& EEO 

TARGET DATE 

09/30/94 

PAGE 10 



I 

UPD.!\TE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE 

PROJECT DEVELOPMENT OFFICER 

FY 1991 

Address the severe imbalances of women 
through the following appointments: 

03 Hispanic women 

FY 1990 

The following unaccomplished objectives 
are being carried over from FY 1990: 

01 Non-Black minority woman 
01 Minority group member 

PROGRAM OFFICER 

CARRY-OVERS FROM -- FY 1991 

Address the absences and imbalances of 
women through 02 appointments from the 
groups which have been aggregated as 
follows: 

Non-minority women 
Black women 
Hispanic_women 
Asian women 
Native American women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and career 
Development, 
and EEO 

Directors, 
Staffing 
and Career 
Development 
and EEO 

Directors, . 
Staffing 
and Career 
Development, 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

09/30/94 

PAGE 11 



I. 

UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II • WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

ADMINISTRATIVE OFFICER 

CARRY-OVERS -- FY 1991 

Address the absences and imbalances of 
women through 01 appointments from the 
groups which have been aggregated as 
follows: 

Non-minority women 
Hispanic women 
Asian women 
Native American women 

CARRY-OVERS FROM -- FY 1990 

01 Non-minority woman 
01 Hispanic woman 
01 Asian woman 
01 non-Black minority woman on an 

aggregated basis 
01 minority group members on an 

aggregated basis 

CARRY-OVERS FROM -- FY 1989 

In addition, the following objectives are 
being carried over from FY 1989: 

01 non-Black minority women on an 
aggregated basis 

01 minority group members on an 
aggregated basis 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development, 
and EEO . 

Directors, 
Staffing 
and Career 
Development 
and EEO 

Directors, 
Staffing 
and Career 
Development 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

09/30/94 

PAGE 1.2 



I 
UPDATE 

AFFIRMATIVE ~1PLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

FINANCIAL MANAGEMENT OFFICER 

CARRY-OVERS -- FY 1991 

\ddress the absences and/or "imbalances of 
the EEO groups through the appointment of: 

01 member from the EEO groups being 
aggregated as follows: 

Hispanic women 
Native American men and women 

CARRY-OVERS -- FY 1990 

01 Black or Hispanic woman 
01 Asian or Native American woman 

AUDITOR 

CARRY-OVERS -- FY 1990 

Address the absences and/or imbalances of 
the EEO groups through the following 
appointments: 

02 members from the following aggregated 
groups: 

Black women 
Hispanic women 
Asian women 
Native American women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

Directors, 
Staffing and 
Career 
D~velc':lmen~." 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

PAGE "" 13 



I AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. ' 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

AGRICULTURAL/RURAL DEVELOPMENT/ 
NATURAL RESOURCES OFFICER 

CARRY-OVERS FROM -- FY 1991 ' 

Address the absences and imbalances of 
women through the following appointments: 

01 Non-minority woman 
01 member from the EEO groups which 

are being aggregated as follows: 

Black, Hispanic, Asian, and 
Native American women 

CARRY-OVERS FROM -- FY 1990 

In addition, the following unaccomplished 
FY 1990 objectives are being carried over 
for FY 1994: 

04 Non-minority women 
01 Black woman 
01 Asian woman 
01 Native American man or woman 

EEOC FORM 566 (SIS?) 

RESPONSIBLE 
OFFICIAL 

Directors, 
staffing 
and Career 
Development, 
and EEO 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 14 



I 
UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: I I. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a co~spicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

AUDITOR 

CARRY-OVERS ' -- Fi 1989 

~he following unachieved objectives have 
carried over from FY 1989: 

01 Non-minority women 
02 Black women 
05 members from the following aggregated 

groups: 

Hispanic and Asian women 
Native American men and women 

INVESTIGATOR 

CARRY-OVERS -- FY 1990 

Address the absences and/or imbalances 
of the EEO groups through the following 
appointment of 02 members from the 
following aggregated groups: 

Black, Hispanic, and Asian women 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 15 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: I I . WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups • 

. RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

ECONOMIST 

CARRY-OVERS FROM -- FY 1991 

Address the absen~es and/or imbalances of 
the EEO groups through the appointments of 
one (01) member from the groups which are 
being aggregated as follows: 

t 

Black, Hispanic and Asian women 
Native American men and women 

CARRY-OVERS FROM -- FY 1990 

The following unaccomplished objectives 
are being carried over from FY 1990: 

01 Non-minority women 
01 members from the groups which have been 

aggregated as follows: 

Hispanic and Asian women 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

TARGET DATE 

09/30/94 

PAGE 16-



I 

UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: . September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

PRIVATE SECTOR DEVELOPMENT OFFICER 

CARRY-OVERS FROM -- FY 1990 

Address the absences and/or imbalances 
of the EEO groups through the following 
appointments: . 

01 Black woman 
01 Hispanic woman 
01 Asian woman 
01 Native American 

ENGINEERING OFFICER 

man or woman 

CARRY-OVERS FROM -- FY 1989 

Provide representation for the absent EEO 
groups through the following appointments: 

01 Non-minority woman 
02 members from the groups being aggregated 

as follows: 

Black, Hispanic, and Asian women 
Native American men and women 

EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development 
and EEO 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 17 



I 
UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or imbalance for some EEO groups in some major civil Service occupations and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and Management . 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

FOREIGN SERVICE (continued) 

HEALTH/POPULATION AND NUTRITION OFFICER 

CARRY-OVERS FROM -- FY 1991 

Address the absences and/or imbalances of of the EEO groups through the following 
appointments: 

01 Black woman 
01 member from the groups which are being 

aggregated as follows: 

Hispanic women 
Asian men 
Native American men and women 

CARRY-OVERS FROM -- FY 1989 

01 Black woman 
01 Hispanic woman 

EDUCATION/HUMAN R~§Q!r.1CE~ 
DEVELOPMENT OFFICER 

CARRY-OVERS FROM -- FY 1990 

01 Black woman 

. EEOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing and 
Career 
Development, 
and EEO 

Directors, 
Staffing 
and Career 
Development 
and EEO 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

09/30/94 
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I 
UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: II. WORKFORCE 

PROBLEM/BARRIER STATEMENT: There is a conspicuous absence and/or 
imbalance for some EEO groups in some major civil Service occupations 
and Foreign Service occupational specialties. 

OBJECTIVE: To address the absences and/or imbalances of the affected 
groups. 

RESPONSIBLE OFFICIAL: Director, Human Resources Development and 
Management 

TARGET DATE: september 30, 1994 

ACTION ITEMS: 
FOREIGN SERVICE (continued) 

HOUSING/URBAN DEVELOPMENT OFFICER 

CARRY-OVERS FROM -- FY 1991 

Provide representation for the absent 
~EO groups through 01 appointment from 

he groups which have been aggregated 
.is follows: 

Black men 
Hispanic and Asian women 
Native American men and women 

CARRY-OVERS FROM -- FY 1990 

In addition, the following aggregated 
objective is being carried over from 
FY 1990: 

Black men 
Hispanic and Asian women 
Native American men and women 

SECRETARY 

CARRY-OVERS FROM -- FY 1990 

Increase the representation of non-minority 
women by 01 and non-Black minority women, on 
an aggregated basis, by 02 

~EOC FORM 568 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Staffing 
and Career 
Development, 
and EEO 

Directors, 
Staffing and 
Career 
Development, 
and EEO 

Directors, 
Staffing 
and Career 
Development 
and EEO 

TARGET DATE 

09/30/94 

09/30/94 

09/30/94 

PAGE 19 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS 

PROBLEM/BARRIER STATEMENT: The workforce appears to be -- .. 
unfamiliar with the EEO complaint process. 

OBJECTIVE: To ensure that the workforce is fully confident to 
use the EEO complaint process without fear of reprisal. 

RESPONSIBLE OFFICIAL: DIRECTOR, EEO 
TARGET DATE: September 30, 1988 - September 30, 1994 (annually) 

ACTION ITEMS: RESPONSIBLE TARGET DATE 
OFFICIAL 

continue to familiarize the Director, EEO 09/30/94 
workforce with the EEO 
complaint process, emphasizing 
that (a) employees have full 
freedom to use the process to 
the fullest extent without 
reprisal and (b) any action 
taken in reprisal is in itself 
a discriminatory practice. 

EEOC FORM 566 (8/87) PAGE 20 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: A.I.D.'s recruitment practices and 
procedures are fragmented and insufficiently broad and focused 
to attract a representative pool of qualified applicants from 
the imbalanced or absent groups. 

OBJECTIVE: Create a repre~entative pool of qualified applicants 
to staff civil Service core jobs and Foreign Service 
occupational specialties. 

RESPONSIBLE OFFICIAL: DIRECTOR, HUMAN RESOURCES DEVELOPMENT 
AND MANAGEMENT 

TARGET DATE: April 1989 - September 30, 1994 

ACTION ITEMS: 

Affected Groups: 

All minority group members and 
non-minority women. 

1. Assess the effectiveness of 
the recruitment sources used 
in terms of their effective­
ness in producing qualified 
applicants from the absent 
and imbalanced groups. 

2. Advertise A.I.D. recruitment 
needs in (a) major 
newspapers with nation-wide 
circulation, (b) minority 
and women's magazines and 
newspapers, (c) periodicals 
of predominantly minority 
and women's educational 
institutions, and (d) . 
specialized pUblications 
focusing on Federal 
government career 
opportuni t i es. 

EEOC FORM 566 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff, and EEO 

Director, 
Recruitment 
Staff, and EEO 

TARGET" DATE 

09/30/94 

09/30/94 

PAGE 21 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: A.!.D.'s recruitment practices and 
procedures are fragmented and insufficiently broad and focused 
to attract a representative pool of qualified applicants from 
the imbalanced or absent groups. 

OBJECTIVE: Create a representative pool of qualified applicants 
to staff civil Service core jobs and Foreign Service 
occupational specialties. 

RESPONSIBLE OFFICIAL: DIRECTOR, HUMAN RESOURCES DEVELOPMENT 
AND MANAGEMENT 

TARGET DATE: April 1, 1989 - September 30, 1994 

ACTION ITEMS: 

3. 

4. 

5. 

Extend recruitment efforts 
to colleges and universities 
with high enrollments of the 
EEO groups. Tap EEO group 
members' organizations, 
alumni associations, and 
undergrad~ate placement/ -
counseling offices. 

Explore the feasibility of 
establishing a cooperative 
Education Program for the 
Foreign Service. 

Participate at national and 
local conventions, con­
ferences, seminars, 
symposiums, and job fairs 
sponsored by national 
minority and women's organi­
zations, placing special 
emphasis on affirmative 
employment recruitment. 

EEOC FORM 566 (8/87) 

RESPONSIBLE 
OFFICIAL 

Directors, 
Recruitment 
Staff and EEO 

Director, HRDM 

Directors, 
Recruitment 
Staff, and EEO 

TARGET DATE 

09/30/94 

09/30/94 

09/30/94 

PAGE 22 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: IV. RECRUITMENT AND HIRING 

PROBLEM/BARRIER STATEMENT: Foreign Service applicant flow data 
is incomplete. In addition, result~ of the Assignment Board's 
annual deliberations are not automated. 

OBJECTIVE: To maintain a complete and reliable management 
information system which provides all the data elements 
required to fully identify and assess situations contributing 
to workforce imbalance. 

RESPONSIBLE OFFICIAL: DIRECTOR, HRDM 
TARGET DATE: December 30, 1994 

ACTION ITEMS: 

1. 

2. 

Automate the results of the 
Assignment Board's delibera­
tions. 

Based on review and assess­
ment of the results of 
action items no. 1 above, 
through the EEO Advisory 
Group, make recommendations 
for improvement in 
situations identified as 
contributing to the 
workforce imbalances. 

EEOC FORM 566 (8/87) 

RESPONSIBLE 
OFFICIAL 

Director, 
Staffing and 
Career 
Development 

Director, EEO 

TARGET DATE 

12/30/94 

12/30/94 

PAGE 23 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: V. EMPLOYEE DEVELOPMENT PROGRAM 

PROBLEM/BARRIER STATEMENT: Absence of formal upw~rd mobility 
programs for both Foreign and Civil Services personnel. 

OBJECTIVE: Provide opportunities for upward movement and career 
growth to lower level employees so they may advance from 
clerical to technical and/or from technical to professional 
jobs. 

RESPONSIBLE OFFICIAL: DIRECTOR, HUMAN RESOURCES DEVELOPMENT 
AND MANAGEMENT 

TARGET DATE: September 30, 1994 

ACTION ITEMS: 

1. 

2. 

Explore the feasibility of 
assigning Civil Service 
employees to limited tours 
overseas. 

communicate and publicize 
expansion of the excursion 
tour program to non­
professional Foreign Service 
personnel through the 
preparation and distribution 
of a world-wide circular to 
all A.I.D. employees. 

EEOC FORM 566 (S/S?) 

RESPONSIBLE 
OFFICIAL 

Director, 
Staffing and 
Career 
Development 

Director, 
Staffing and 
Career 
Development 

TARGET DATE 

09/30/94 

09/30/94 

PAGE 24 



UPDATE 

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN 

REPORT OF OBJECTIVES AND ACTION ITEMS 

PROGRAM ELEMENT: V. EMPLOYEE DEVELOPMENT PROGRAMS 

PROBLEM/BARRIER STATEMENT: Absence of executive development 
programs for personnel at the executive - level threshold. 

OBJECTIVE: Provide members from the EEO groups at the 
executive threshold hands-on developmental experience through 
executive developmental assignments. 

RESPONSIBLE OFFICIAL: ADMINISTRATgR, A.I.D. 
TARGET DATE: April 30, 1988 - April 30, 1994 

ACTION ITEMS: 

1. Identify executive-level 
positions suitable for 
development assignments for 
minority and women 
candidates. 

2. Identify -minority and female 
candidates with demonstrated 
executive potential. 

3. Effect assignments of the 
candidates identified. 

EEOC FORM 566 (8/87) 

RESPONSIBLE 
OFFICIAL 

Bureau/Office 
Heads, Mission 
Directors, 
Senior Mgt. 
Assignment 
Group, 
Directors, 
Senior 
Management 
Staff, and EEO 

Bureau/Office 
Heads, Mission 
Directors, 
Senior Mgt. 
Assignment 
Group, 
Directors, 
Senior Mgt. 
Staff, and EEO 

Senior 
Management 
Staff, and EEO 

TARGET DATE 

04/30/94 

05/30/94 

12/30/94 

PAGE 25 



USAID HUMAN RESOURCES BAA 

OBJECTIVES 

THE OBJECTIVES OF THIS BUSINESS AREA ANALYSIS (BAA), AND THE 
BUSINESS SYSTEMS DESIGN (BSD) THAT WILL BE INTEGRATED WITH AND 
CONTINUE AFTER THE ANALYSIS IS COMPLETED, ARE TO ENABLE ALL OF 
USAID TO CONDUCT HUMAN RESOURCES BUSINESS IN A MUCH MORE 
EFFICIENT MANNER AND TO DESIGN SYSTEMS AND PROCESSES THAT WILL 
MORE DIRECTLY SUPPORT RAPIDLY EVOLVING AGENCY OPERATIONS IN A 
CHAOTIC ENVIRONMENT IN WHICH RESOURCE CONSTRAINTS CONTINUE TO BE 
A DETERMINING FACTOR. 

SCOPE/PARAMETERS 

HUMAN RESOURCES - THE HUMAN RESOURCES THAT WE EXPECT THIS 
BAA WILL ADDRESS ARE: 

~ U.S. DIRECT-HIRE EMPLOYEES (FS, CS, RSSA, PASA, IPA, 
etc. ) i 

~ FOREIGN SERVICE NATIONAL DIRECT-HIRE EMPLOYEES; and 

~ ALL PSCs (U.S. AND FSN) . 

HUMAN RESOURCES SYSTEMS - AT ALL LEVELS OF THE ORGANIZATION 
(i.e. LINE, EXO, EMS, and M/HR) THAT SUPPORT HUMAN RESOURCES 
BUSINESS: 

~ MANAGEMENT PRACTICES SYSTEMS (i.e. POLICY PROMULGATION, 
WORK FORCE PLANNING and RECRUITMENT, POSITION 
MANAGEMENT and FTE, DIVERSITY, PERSONNEL RECORDS 
ADMINISTRATION, DOCUMENT MANAGEMENT and RAMPS) . 

~ CAREER MANAGEMENT SYSTEMS (i.e. SELECTION and 
APPOINTMENTS, STAFF DEVELOPMENT, including COUNSELING, 
MENTORING, and TRAINING, ASSIGNMENTS and related 
TRAVEL, PERFORMANCE EVALUATION, PROMOTION, and 
SEPARATION) . 

~ COMPENSATION AND BENEFITS SYSTEMS (i.e. PAYROLL, PAY 
and CLASSIFICATION, INCENTIVES, BENEFITS, including 
LEAVE, RETIREMENT, HEALTH, LIFE, ETC., ALLOWANCES, 
MEDICAL PROGRAM, and WORKMAN'S COMPENSATION) . 

~ EMPLOYEE AND LABOR RELATION SYSTEMS (i.e. PARTNERSHIP 
and NEGOTIATIONS, DISCIPLINE and ADVERSE ACTIONS, 
GRIEVANCES, EMPLOYEE ASSISTANCE, and SUITABILITY and 
SECURITY) 

~ WORKPLACE ENVI~ONMENT SYSTEMS (i.e. HEALTH, FLEX I PLACE , 
and FLEXI-WORK-SCHEDULES) 
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HR VISION 

OUR VISION FOR THE USAID HUMAN RESOURCES BUSINESS AREA FOCUSES IN 
SEVEN AREAS. THIS IS WHAT WE ARE STRIVING TO ACHIEVE: 

1. PHILOSOPHY AND ENVIRONMENT: 

~ A MISSION AND VISION THAT FOCUSES ON CUSTOMERS. 

~ INNOVATION AND RISK TAKING ARE ENCOURAGED. 

~ WORK CLIMATE IS OPEN, PARTICIPATORY, AND CREATIVE. 

~ EMPLOYEES UNDERSTAND MISSION AND GOALS. 

~ A SPIRIT OF COOPERATION AND TEAM WORK EXISTS. 

2. STRATEGIC PLANNING: 

~ USAID DOES STRATEGIC WORKFORCE PLANNING. 

~ HR CONSEQUENCES ARE INTEGRATED INTO ALL ASPECTS OF 
PLANNING, DECISION-MAKING, AND IMPLEMENTATION 
PROCESSES. 

3. MOTIVATION AND PERFORMANCE: 

~ AGENCY EMPLOYEES PERCEIVE AS EQUITABLE 

PERFORMANCE EVALUATIONS; 

CAREER OPPORTUNITIES; AND 

COMPENSATION AND REWARDS. 

INDIVIDUALS ARE HELD TO HIGH STANDARDS TIED TO 
AGENCY RESULTS. 

BOTH TANGIBLE AND INTANGIBLE REWARDS/INCENTIVES 
ARE THE RESULT OF QUALITY PERFORMANCE. 

REWARD SYSTEMS CAN ADAPT TO INDIVIDUAL AND TEAM 
PERFORMANCE. 

4 • WORKFORCE DEVELOPl\m~rl': 

~ DIVERSITY OF WORK FORCE IS RECOGNIZED AS ESSENTIAL 
TO ORGANIZATIONAL SUCCESS. 

EMPLOYEE DEVELOPMENT THROUGH LEARNING AND CAREER 
GROWTH OPPORTUNITIES IS CUSTOMARY. 

~ WORK IS DESIGNED TO OFFER BROAD OPPORTUNITIES. 

~ EMPLOYEES PARTICIPATE IN DESIGNING WORK PROCESSES. 
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5. COMMUNICATIONS: 

~ HUMAN RESOURCES INFORMATION FLOWS SMOOTHLY 
THROUGHOUT THE ORGANIZATION AT ALL LEVELS. 

~ PEOPLE GET TIMELY INFORMATION NEEDED TO DO WORK. 

~ MECHANISMS EXIST AND ARE ROUTINELY USED TO TAP 
EMPLOYEE KNOWLEDGE AND ASSESS CUSTOMER 
SATISFACTION. 

EMPLOYEES GIVEN OPPORTUNITY TO PARTICIPATE IN 
PLANNING AND DECISION PROCESSES. 

LABOR AND MANAGEMENT COOPERATE TO IMPROVE 
ORGANIZATION. 

6. WORK DESIGN: 

~ RESPONSIBILITIES AND DUTIES ARE BROAD AND 
FLEXIBLE. 

WORK DESIGN SYSTEMS CAN ACCOMMODATE INDIVIDUAL AND 
TEAM EFFORTS. 

~ WORK EMPHASIS IS ON ACHIEVING QUALITY RESULTS. 

~ ASSIGNMENTS ARE CHALLENGING AND ENCOURAGE GROWTH. 

7. HR SYSTEMS ADMINISTRATION: 

~ HR SYSTEMS DIRECTLY SUPPORT AGENCY'S MISSION. 

~ HR SYSTEMS PROMOTE HIGH ETHICAL STANDARDS AND 
ENSURE FAIRNESS AND EQUITY. 

HR SYSTEMS ARE CUSTOMER ORIENTED AND MEET THE 
NEEDS OF EMPLOYEES AND MANAGERS. 

HR PROCEDURES AND PROCESSES ARE SIMPLE, 
UNDERSTANDABLE, FLEXIBLE, AND FULLY AUTOMATED. 

DATA ENTERED INTO THE AUTOMATED SYSTEM DIRECTLY BY 
THE EMPLOYEES AND SUPERVISORS IT AFFECTS TO 
MAXIMIZE EMPLOYEE RESPONSIBILITY FOR AND OWNERSHIP 
OF DATA. 

AUTHORITY FOR MANAGING HUMAN RESOURCES IS 
DELEGATED TO MANAGERS ALONG WITH STRONG 
ACCOUNTABILITY STANDARDS FOR RESULTS. 

~ EMPLOYEES PARTICIPATE IN SIMPLIFYING WORK 
PROCESSES. 
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THE HR BAA TEAM 

CORE PROJECT TEAM 

... PROJECT MANAGER, (PENDING) 

... SYSTEMS EXPERT, Mike Doyle 

... HR EXPERT, Pavlina Strom 

... HR EXPERT, Rita Owen 

... EXO EXPERT, Ron Olsen 

... EMS EXPERT, (PENDING) 

... IRM COORDINATOR, Janet Moreland 

... IRM FACILITATOR, Dan O'Neil 

... IRM MODELER, (PENDING) 

HR SUBJECT MATTER EXPERTS (not all inclusive) 

HR/PS, Doug Brandi 
HR/PS, Joanne Jones 
HR/PS, Betty Mills 
HR/LRS, Helen Mackenzie 
HR/LRS, Bob Egge 
HR/LRS, Steve Gomez 
HR/LRS, Betty Godwin 
HR/EM, Carla Royalty 
HR/WPRS, Pam White 
HR/WPRS, Maribeth Zankowski 
HR/WPRS, Barbara English 
HR/POD, Cecilia Pitas 
HR/POD, Dovie Ross 
HR/POD, Martha Rees 
HR/POD, Torn Ward 
HR/POD, Oveta Watkins 
HR/POD, Jodi Flakowicz 

HR/POD, Sylvia Matthews 
HR/POD, Evelyn Watts 
HR/POD, Michelle Walker 
HR/POD, Shelia Tolliver 
HR/TD, Toni Mitchell 
HR/TD, Peter Kresge 
HR/PMES, Johnny McLean 
HR/PMES, Sherrie Haistorks 
HR/PMES, Shari Sledd 
HR/PMES, Sally Verser 
HR/PMES, Darlene Dewitt 
HR/PMES, Regina Huggins 
HR/PMES (FM/Payroll), George Stewart 



REFERENCE GROUP 

M/MPI/OD, Carol McGraw 
ES, Aaron Williams 
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EOP, Jessalyn Pendarvis 
DAA/PPC, Terry Brown 
DAA/AFR, Carol Peasly 
DAA/BHR, Lois Richards 
DAA/G/EG, Janet Ballantyne 
DAA/ENI, Barbara Turner 
ENI/ECA, Maria Mamlouk 
ANE/EMS, Roberta Gray 
M/AS/OD, Bill Granger 
AFGE, Fern Finley 
AFSA, Garber Davidson 
M/AMS, Bob Ward 
M/B/SB, Marcus Rarick 
M/B/RA, Kenneth Milow 
M/FM/FS, Douglas Arnold 
M/HR/WPRS, John Hummon 
M/HR/TD, Lucy Sotar 
M/HR/POD, Peggy Thome 
M/HR/PMES Shirley Renrick 
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DRAFT 
Description of Workplace Diversity -
Within this context of Agency change, A.I.D. has identified the need for . 
addressing Workplace Diversity. (See Figure 5.) Workplace Diversity has 
been identified by the Agency as a value. A.I.D. believes that to achieve its 
mission it . will need t~ best workforce P~;ts.sjble._ . .wb.icb.jncludes-a_divers.e. 
workforce. The assumption is that workforce diversity not only 
represents 'increased opportunity for the workforce but that a diverse 
workforce significantly contributes to the accomplishment of the Agency 
mission. Also, the Agency believes that the contributions of a diverse 
workforce provides a model of organizational effectiveness for those 
entities for which the Agency is seeking to promote Sustainable 
Development. 

FIGURE 5 
DEFINITION OF WORKPLACE DIVERSITY 

TO: 

': PROMOTE . .., 
.SUSTAINABLE . 
~EVELO~~~ 

LEVEL 

o Managing Diversity 
- Skill 
- Opportunity 
- Contribution 

o Valuing Diversity 
- Valued (Point of view) 
- Accepted (Decisions) 
- Supported (Actions) 

o Affirmative Employment 
- Barrier Analysis 
-Barrier Resolution 
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ntE PROCTER & GAMBLE COMPANY '# DIVERSITY AT PROCTER & GAMBLE 
-_/ 

Fellow Employees: November 2, 1989 

DIVERSITY 
Our Company has always had strODg coovictioas concerning respect ror the 
iadividual and the value or each employ.:e's personal contribution to tbe business. 
As the organization bas become iocreasingIy diverse and as we have grown around 
the world, it has become even more important that we ruUy utilize this indMduality. 

EverJOIIe at Procter &: Gamble is united by the commonality or the Company's 
values and goals as expressed ia our Statement or Purpose. 

Diversity is the uniqueness eac:b of us bria~ to fulfilling these values and achieving 
these goals. Our differences are physical, such as race, scz. and age. They also 
include less mble differences such as nationality, c:ultural heritage, personal 
background, ruoctioaal experience, position ia the organization, and others. 

By buildingOD our commoa values and goals, we are able to create advantage rrom 
our differeaa:s. . '. -.; , .f 
Developing and managing a SIrOD& dMrse organization is essential to achieving 
our business purpose ~~ objectives. 

." 

- Our .... opportUailiei me iIIac:wIIIafJ lda.eIi to ahe en.iwe ~ And il is a di¥erse 
world. We'''1Ist hi'4le the abili., to ... trith divene COMUmelS and CUIIornclS in Older '0 

~~ __ lCrwitacl"""''''''''¥IIuc. ~ ~! -:-.. ; , 

0Mnia)' ...... ror ....... richer, .are redile eavilOdment for m:adve. thiftkia& and 
i" ...... tjoIL .- t'; ... .... : .... . .,f"~ : .", : .,: .... 0( ' ~ .... ' •• ~. ' I 'J 4 • t ·.ht; : ... 

- : BecnIe*_~.""".""trnctiladf.Ilydew:loptaient'ftliIHheruiI!nn&e 
1 or.bciwarldl'lIid.csIt ......... ltid .... tllisinaaliaclYdivenepoolcltalall.balOUrrUluwe 

';.(. kll6enhipwillcome. . , .. ', ~. .......... . ',_ 

. We __ the d~'~~ thaUJ.ae diversityorprocte~ &'Gambl~ peo~le 
bringto.the.busincss;; OW.' Yt"Of.9~~t eacourages.c::oUaboration·.Alicb , 
: ~ our different· ....... cxpericaces togcl.ber to produce better ideas and 
spperiorscryi~~ .~u~.~ ~. ,., .... - - • . : ., ~" ::<:l1 :"~ 
At~rl'GAcr A· Gam~(\rIC~.~iGll.ihe "fundamental ~f that .. individual 
di~ are good and such differences wiD produce genuine competitive . 

,~" I . ... ··: f)" ·.·- . ..• ~.·; ' ~:· ; ~:r. ; ;·. ~r.~ t, ·! :'l:V . " , " ; :'j 

., t.t~.,tbc .I!IfOSt-d our cIqenity,.is ...... !p.fIt or bccoining a Total Oudty 
Compail~·.$6 Bob~·Seaior Va presideDt, will include this IS part or his ~ 
~biIi~ for Total Quality ..... ' ! ::', . , " 

11· f:f).(:)' . ~''. ·\.;~-: .. :oi. ~-- . / ~.,,;. , & ~ '. o .. , " ~ r-t: .r" . .- ... /. ... . 

~.. . .. "' :'; " ~ :" .... ;,~ , .. -.. .. -:~.::".:~:~" ... ~-.; ~~~~." ,::::.-.. <:- .. : \ ... 

WHAT IS DIVERSI7Y7 
Everyone at Procter It Gamble isuaited by the commoaalityofthe Compaay's 
values and goals as expressed in our SUtement of Purpose. 

Diversity is the uniqueness each of 115 brings to fulfaUiag these Yalues ..... 
achieving these goals. Our differences are physical, such as race, seK, and .. 
They also include less visible differences such as nationality, culture heritage, 
personal background, functioaal apeaicace, positioaia theorpaizatioa, and 
others. 

By building on ourcommoa Yaluesud goals, we are able to crate ....... 
rrOOl our differences. 

WIiY IS DIVERSI1Y IMPORTANT! 
Devel.oping and managing • IItroa& divene orpaiDtioa is asential to 
&thieving our business PIIrpCJIe ad objectives. 

- Ourbusineaappolllllliliame'" '&'J wellded IOlheeadtewortd. Andltlladhera 
woitd. We must ~ lhe abili., ........ ' divellCCOlll1llllClS'" C II .-.. MOIder 

, ,'R>..., .• ~ad .... cI ......... q ... l.,and ..... 

- . liMaIlj'pnMdes for 8 bnJ8IIu, dcher. __ lcdileawl ...... foraalhe ........ 
....... J~~ 

- . 8eCa.aew.ee'diweility ....... wiII ......... ,UI.,..., ... r.a.dlie-r., 
'NiIJe~_"WOIIR'Hch cult .......... III..,. .... .,. •. ,..,. di¥erse pooIcI-.t . 
tblt oar fuluwe kll6ellhip will CIOIM. 

" .~;,/ .: ' : / j '. . • ... -' • . 

W/y.r P9!.Wf: WANT IN THE FUTU~l 
0' • , ' i; " 

.WI: wloe tbe:different perspedMs that dac·diw:nitY or Procter It GIIIIbIe 
. sJeopIt.bring to the IM.siacss. OurIWOrkpIace:.ea¥iroameat CIICOUI'I&eS ' 

. ,eollabotatiOllWlUch brings OlD' difl'ereattllea~ uti ~ieaca tcJ&dher to 
j-P,l'~~ bett~r ~eas and superior ~ ......... ~ "i i..I=-. :; . .,, : 

. At:.ft'oc:tcr & Gamble, wc.operate·OD·tbe·.ftiDdamentallbdief" ............. 
.diffcrcaccs are good and such difl'ereaces will produce pauiac aJmpdiI­
advantage. 



RE-ENGINEER FOR 
BETTER BUSINESS 

The words redesign 
anq re-engineer are 
often used interchangeably. 
While the desired results of 
these two efforts are simi}ar­
productivity gains, cost 
savings, quality and service 
improvements, cycle-time 
reductions-the two differ 
dramatically. 

Process redesign is a systematic 
method that seeks to simplify and 
streamline existing business processes. 
Process re-engineering creates new 
processes. making radical and innovative 
changes to business methods to achieve 
dramatic improvements. 

Experts say process redesign occurs 
when approximately 10 percent to 20 
percent of workflow is changed to 
improve results. Re-engineering occurs . 
when 70 percent to 100 percent of work . 
processes are altered. 

People alsc confuse th¢ word re-ent;. : 
nming with restructuring. when in fact. 
the two functions are quite different. ': 
Generally. when }'ou re-engineer. more 
wo~ is accomplished ~ith fewer people; 
productivity improves and! or profits 
increase. Restructuring reduces the 
workforce or modifies organizational 
structure to meet the same or lower '. 
iemand or to cut costs. 

With re-engineering. automation is 
often used to reduce workload and . 
increase efficiency and quality. 
Technology is. more often than ~()tdhe . 
enabler of the re-engineering effort. 
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(employees) questions. A small group of 
organizational consultants works directl)· \\oith 
managers on emplo)'ee matters that affect 
the business. 

A maturing marketplace for its products 
and internal business pressures caused 
Lotus to revamp the HR function. And. an 
employee survey completed in 1992 indicat­
ed that the HR staff was not viewed favor­
ably and was often unreach­
able to the 6,000 worldwide 
employees. Because HR was 
responding to 20,000 queries 
a year. the phones were 
always busy. 

L'sing Lotus Notes. a groul' 
ware product that enables 
data sharing among different 
divisions throughout the 
world. the company cuts 
dO\m on the number of calls 
by offering employees infor· 
mation at their fingenips. Via 
their PCs. managers can look 
at HR related policies and 
procedures. read perfor­
mance management guide­
lines. and leant more about 
their benefits package. 

When employees need 
more infonnation, they use 
Direct Connect. Lotus' ver­
sion of the customer hotline. 
The hotline calls are tracked 
for content; this infonnation 
is then used to help train HR 
representatives to delh'er the 
level of services needed by 
management and nonman-
agement employees. 

"lbe calls . are now b<' tter 
infonned," s aneilo. Lotus' 
vice president of HR. "The employees have 
read the policy and now need an interpreta­
tion for a special situation." 

The HR staff was reduced to 42 employ­
ees from 56 because the nature of the work 
has changed as weD as the workload. Lotus 

has achicn"d what Hammer & Champy have 
described as a -quantum leap in perfor­
mance." 

The re-engineered HR department at 
Lotus Development takes advantage of 
c1ient-sen'er technology, graphical-user 
interface. voice response and. of course, 
Lotus .votes. At Lotus the day-to-day transac­
tions are managed via a front-end* built-in 

Lotus Notes, which then com· 
municates with the HR data­
base from PeopleSoft. 
Employees can initiate 
address changes, enroll in 
benefits, and get needed 
fonns at their own PCs. For 
those whose work does not 
involve access to a computer, 
Lotus has strategically placed 
PCs and phones in cafeterias 
and break rooms to allow 
every employee easy access to 
information. 

AsrOUNDING ANNUAL 

SAVINGS AT lIA.u..MARK 

Hallmark. Cards is a pioneer 
in re-engineering efforts 
across all lines of business. 
For human resources, the 
push came in 1993 when 
both HRIS and payron recog­
nized that the 20-year~ld, in­
house-designed system was 
not going to meet the busi­
ness needs of the '90s_ 
Because of a changing work-
force of 26,000 employees 

and 20,000 in casual labor, major change 
was called for. In an intense six-month peri­
od, a team of employees from HRIS and 
payroU along with an outside consultant 
looked at 37 processes. They identified 
changes to HR/payroll processes with an 

• A Cront-end systml pro,ides screens or other Conns 
oC communication Cor entering or extracting infor­
mation from a large database. 
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cession planning meetings. It can also be 

accessed \ia the company's WAS ("id<.' area 

network). 

G£IT1NG ON TI-lE HR 
INFORMATION HIGHWAY 

HR managers who )'earn for the streamlined 
flow of paper wonder: M\\'hat do they have 

that we don't have? \\bat will it take for our 

organization to join the 21st century?" 

Four attributes that help. Assessing the 

innov3th'e companies I imeniewed, I have 

identified four common all1ibutes. 
1. Commitment to innovation. Despite 

uncertainty about the future, these HR 

:'" .. .,. -::. . ~ roo: . .1:, . ':.'.;_ 
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.. J 
':' . ~ .' .... :: .. :' -! ~:".:' . . . :., ~ .. .' 
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representatives and l!~'~ managers. 
Hewlett·Packard now gathers projected wage . 

increase infonnatiori from the human resource . 
database and delivers it via e-mail oc fax to each, ,':i 
sales manager . . The managers. in tum, respon,d via '.', .~ 
phone or e-mail with any necessary ~ to ~ : .. , 
projections. !my ch~ge r~uests .are routed to_ . ; 

. the next Jevel·mana~,.'.~(f. uPon .ijp~~: the - :; 
. ~ syUem is update(fso~iliat :the·~.3nd.· , 

· ro~ enact' . JI!!t:~. ~.9l~I~: 

;~~~i~~!~;I;~~~~~IjIgK21" i .. ~ .:~. ~ .. i 
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· HR department as a conduit of DewS and informa: '~ :: 1 

· !;ion about the· organizaiio~ ~andS signHicuit . '--~ 
resources. Details abOu~ open positio~ ~~ ~ . -: 

· c6t pIam. the Iplining schedule aDd ~e.~~ . ' 
of nnd nftlUo:- ' . '. eocrate thOUsands -01' " :.~ peno ~mayg . . " - ~ 
inquiries a year. Depending On thibuSiricsS rieCd, .': . 
~ can put l"( single application 'sudi'as ibe.:~··~ · ~ .i 

. benefit plan 00 a multimedia freCstanding ~'. ~ 
Use IVR to answer questi?ns ~~~~.~~;,; .. :.~ 
ances, or develop a c.omprehensrve da~. or "· i 
frequently asked questions about personnel ~ .; 
ticcs and make it available via the wide area .oCt­
work.. Answering polley questions at .. Lo~ ~ pri-

. maiiIy handled by their lAtus Noles app6cation," ... .J 
Direct ConnecL Employees gener3Dy respond . 
quite favorably to just:m-wne information, 50 IVR ... 
projects in benefits are quite su~ceS5rut with ' .! 

employees. . . ". ." 

. - _ ..... _ . ___ ........ _. __ .. _ •. ,_~_'l. ..... ~ __ ..... .... _ 

departments embody 

Hammer & Champy's idea, 
M At the heart of business 

re-engineering lies the 
notion of discontinuous 
thinkillg-identif)'ing and 

abandoning the outdated 

rules and fundamental 

assumptions that underlie 

current business opera­
tions." The ability to see a 

different future and to take 
risks underlies every re­

engineering effort. 
2. Shift in the focus of 

HR. These departments 
are able to gh'e up long· 
standing controls in favor 

of manager and employee 

control. The re-engineering 
effort is directed at a busi· 

ness solution: not the 
forms. the people or the 

technology. HR is now cen­
tered on the needs of the 
customer and the business, 
not its internal processes 
and controls . 

3. Willingness to commit resources. Re­

engineering teams take on projects that are 
complex and demand a new set of skills . 

Significant staff resources have to be totally 
committed to the effort. and in most cases, 
outside expertise is needed to supplement 

in·house experience. Companies look to 
outside resources to deal "'ith the methodol­
ogy for re-engineering and for an under­

standing of how technology can enable the 
process. Organizations recognize that the 
project resources are for the short term and 
that the substantial gains of re-engineering 
are for the long tenn. 

4. Technical infrastructure. Local area 

net works. wide area networks and client 
server computing are \ital components that 
represent a major capital expense for 
human resource engineering. The business 
already has the infrastructure in place OT has 
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ACTION 

URGENT URGENT URGENT 

FOR: Bob Nachtrieb 
P~qy Thome 

<JJ?ita ~tkins~ 
Bob Mc onald 
Helen MacKenzie 
Doug Brandi 
Shirley Renrick 
John Hummon 
Pam White 
Toni Mitchell 
Peter Kresge 

URGENT URGENT URGENT 

FROM: Darren Shank~ 
SUBJECT: BARRIER ANALYSIS/ACCOMPLISHMENTS UPDATE 

Please take a look at EACH of the six attached barrier statements 
and required actions. I need to know by tomorrow, (12/8), the 
accomplishments· your division has made in the action areas. I 
also need to know the target completion date of any action 
requirements not yet accomplished. Please E-Mail your responses 
to me. In your E-Mail, please mention the page number I wrote at 
the top of each page that corresponds with your response. All I 
need are your accomplishments and the target date for completion 
of any outstanding action requirements. 

Thank you - Darren 
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REFORM EFFORTS 

WITHIN 

HUMAN RESOURCES 

* * * * * * * * * * * * * * 

USAID's Human Resources function has been consistently criticized for 

being unresponsive, operating in a vacuum, and lacking customer focus. 

Without reform of this crucial, cross-cutting support function, the substantive 

changes sought through re-engineering other functions will be difficult, if not 

impossible, to achieve. 

It is critical to the Agency's long-term organizational health and strategic 

objectives that reform efforts in the following areas be clearly understood 

and supported: 

..,. Personnel Administration ...... . . . . . . . . . . . . . . .• 1 

~ Recruitment................................................ 2 
..,. Career Management . . . . . . . . . . . . . . . . . . . . . . . .. 3 

~ OOg 4 ~ ~ rmnln ................................................................ .. 

..,. Foreign Service Assignments System . . . . . . . • .. . . . . .• 5 

~ SMG Selection Process . . . . . . . . . . . • . . . . . • . . . . •. 6 

..,. Employee Perjonnance Evaluations . . . . • . . . . • . . . . .. 7 

~ Selection Board Precepts . . . . . . . . . . • . . . . • . • • . . . . 8 

..,. Workforce Planning . ........•...•......•....• 9 

... Diversity.................................................................. 10 

.. FSN Support .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .... 11 

..,. Unified Personnfl System •• . • • • . . • • • • • • • • • . • • •• 12 



,~ 1. PERSONNEL ADMINISTRATION 

What is broken 

~ The personnel administration systems and processes currently in use have evolved 
haphazardly over many years. For the most part, they were designed to support a 
steadily growing direct-hire workforce that was, at its peak, five times the size of the 
present workforce. 

~ Moreover, the world has changed dramatically since these systems were established. 
Rather than the steady growth and predictable environment of the fifties and sixties, by 
comparison, the nineties are chaotic and resource constraints are a determining factor. 
More efficient and flexible human resources systems are required today. 

~ Administration of almost all of USAID's persOIUlel systems is extremely dependent 
on rules and paper. Interpretation of pervasive and complex rules and regulations de­
mands a cadre of specialists, and the mass of paper requires an extensive clerical work­
force. As a result, USAID's human resources systems are slow, inflexible, inefficient, 
and unresponsive to customer requirements. 

How we wiU fix it 

~ Every US AID personnel system will be carefully reviewed to ensure that it is 
designed for maximum efficiency and customer service. 

~ Systems in need of improvement will be redesigned by an employee working group 
in consultation with functional experts and customers, i.e. employees. A reference 
group of senior managers will guide this process. 

~ The redesigned systems will be quick, flexible, low cost, and customer-focused. 
Most importantly, they will directly support USAID operations. 

~ A key aspect of this process will be to apply information technology to reduce paper­
work and decentralize responsibility for as many aspects of personnel administration as 
possible. For example~ employees around the world will be given electronic access to 
their own personnel records and become responsible for keeping them up-to-date. 

Current status 

~ USAID has begun a mass,ve reform of its personnel systems and processes with a 
Human Resources Business Area Analysis (BAA). 

~ The BAA began in December. 1994, and the rust phase will be completed in June, 
1995. By October, 1995. reengineered and automated personnel systems will be in the 
implementation phase. 



2. RECRUITMENT 

What is broken 

.. In the past, the linkage between recruitment decisions and workforce planning and 
diversity concerns has been inadequate. . 

.. The effectiveness and equity of the selection process for Foreign Service hiring has 
been questioned, and the rate at which career candidates have achieved tenure has been 
lower than desired. 

.. The International Development Intern (101) program has been filled with higher 
graded employees rather than true "interns," and missions were often reluctant to take 
lOis since they could not afford to commit funded positions to trainees. 

How we will fix it 

.. A new policy for Foreign Service career candidates covering recruitment and selec­
tion has been approved and is being implemented. It covers specific time periods for 
candidate application and interviewing, as well as the addition of an interculturall 
management panel to the historical technical panel. The policy emphasizes linkage to 
diversity and workforce planning goals . 

.. Other recruitment efforts are also getting underway: a new Intern Investment pro­
g~, aimed at young minority candidates, is attracting exceptionally qualified college 
students to USAID before graduation; and a rational policy for bringing in mid-level 
employees to meet specific critical vacancies has been established. 

Current status 

.. The IDI program has been reinvigorated to provide the workforce with a healthy flow 
of new talent by extending the IDI training period and centrally funding training posi­
tions in the missions. We are also reaching out to diversity candidates and younger 
interns. Women and minor\lY employees constituted 80 percent of this year's IDI class. 

.. A new video is being developed to assist in recruitment efforts, and an automated 
"fax-on-demand" system is being implemented to permit faster and less expensive 
response to requests for information about employment opportunities. 
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3. CAREER MANAGEMENT 

What is broken 

.. Career Management for USAID direct-hire employees--including work assignments. 

performance management. training. and career advancement programs--has been poorly 

coordinated. The function has been too narrowly defined and career management 

services have been ineffective and inconsistent. 

How we wiU fix it 

.. HR is developing a new Career Management system that will be flexible and 

customer focused. It will give employees and managers the tools they need to make 

informed career and human resource decisions . 

.. The new system will be fully coordinated and will provide an integrated strategy for 

training and assigning employees. 

Current status 

.. A working-group of HR managers involved in reform activities bas been established 

to analyze USAID Career Management requirements, system components, and ways in 

which to integrate them . 

.. Given the massive scale of HR reform efforts, the process of analysis and redesign 

will be a year-long effort, followed by negotiation with the unions and full implemen­

tation by the end of FY 95 . 

.. A monthly -HR Almanac\ is already being developed to provide a forum for career 

management issues and a vehicle for communicating information when it is most useful 

and needed. The fust issue is planned for early 1995 . 

.. In addition, we have hired a number of Career Development Oftlcers (CDOs) with 

field experience and are integrating the cnos into assignment decisions. 
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4. TRAINING 

What is broken 

.. As discussed in the Career Management section of this document, critical aspects of 
career management--including training--have not been adequately integr.ated in the 
Agency's and individual employees' staff development strategies . 

.. Classroom training has been the only Agency-sanctioned method for learning, and 
time away from the office to attend training has not always been supported by super­
visors. As a result, many employees have received little or no training at all. 

.. Due to a limited training budget over the past twelve years, course development has 
been adversely affected. Some groups have been excluded from the learning process 
since no courses existed to meet their needs. In 'addition, cost considerations restricted 
the opportunities for employees to attend classes. 

How we will fix it 

.. The Training Division (TD) is working with management to tum the Agency into a 
"Learning Organization," where learning is intentional and strategic. Learning also 
must be a vehicle for cultural change within US AID . More responsibility must be 
placed on the employee to learn. and modem technology must be utilized to promote 
learning in the workplace, making learning current, accessible and relevant. 

.. TD will shift its emphasis from delivering classroom training to facilitating indivi­
dual learning. To reinforce this change, TD will become the "Learning Support 
Center. " 

.. Certification programs are being established to provide thorough training in various 
functional areas, e.g. to Contract Officers, Project Managers, Executive Officers, etc. 

Current status 

.. Communication of the Learning Organization concept is underway. Presentations 
have been mad~ to .ienior management . 

.. Method of delivel}' is being expanded to include CD ROM, distance learning, 
on-the-job training. developa:pental assignments, and a wide variety of job and 
career learning experiences ih addition to classroom work . 

.. New courses are being developed in modular form in order to break them out to 
better address learning needs. Basic elements of the Development Studies Program 
course have been recorded on CD ROM and will be made available to all missioDS. 
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5. FOREIGN SERVICE ASSIGNMENT SYSTEM 

What is broken 

~ The Foreign Service assignments system has been too: . 
~ complicated - involving excessive amounts of paper, hundreds of steps, 
dozens of handoffs and chances for error, and too much time-consuming 
networking; 
~ labor-intensive - requiring 15 days of labor for each assigwnent and too 
many decision points; 
~ time-consuming - taking 26 months to plan for and execute each assignments 
cycle; 
~ subjective and mysterious - with widespread perception that decisions were 
inequitable and based on the "old boy network. " 

~ The annual cycle--from May to April--was inconvenient for employees. It required 
them to submit bids for the most desirable positions during the summer months when 
many employees were away from post, and often provided inadequate time to plan and 
prepare for onward assignments. 

How we wiU fix it 

~ The system has been simplified by: 
~ dealing directly with selecting officials, cutting intermediate steps and utilizing 
electronic communications. 
~ issuing an open assignment cable describing the jobs, which eliminates the 
need for networking to bid on jobs. All eligible bidders are now assigned to 
jobs. 
~ changing the assignment cycle to the calendar year, which is more user­
friendly. Jobs are now validated in September/October, employees bid in 
November, and they are assigned in December. 
~ making the system completely open. Selecting officials get a slate to choose 
from, Bureaus, missions and EOP participate, and AFSA is invited to observe . 

~ We have cut the total time to complete the assignments cycle by one-third--from 26 
to 16 montbs--and the number of work days by one-half, from 15 to 7. 

Cu"ent status 

~ A new Assignments System is being tested during the 1995 assignment cycle. We 
will evaluate our experience. redesign accordingly, and formally establish it for 1996. 



6. THE SMG PROCESS 

What is broken 

~ Most of the Senior Management Group (SMG) process was not known or understood 
by Agency employees. Too much of it was conducted behind closed doors and em­
ployees did not know how to work with or get into the system. 

How we will fix it 

~ In July, 1994, a comprehensive overview of a refonned SMG selection process was 
distributed Agency-wide. This document was intended to make the entire SMG assign­
ment process more transparent, understandable and accessible to employees througho\lt 
the Agency . 

.. Under the new system: 
.. aU SMG openings and results are announced Agency-wide; 
.. employees can self-nominate for SMG and must be interviewed and evaluated 
by SMG panelists; 
.. the composition of candidate slates must include at least one diversity 
candidate as well as one from outside the hiring bureau; 
.. there are penalties for refusing SMG offers for inappropriate reasons. 

Current status 

.. In early October, a cable was distributed Agency-wide announcing the SMG positions 
available for"the 1995196 assignment cycle. 

\ 
.. Self-nominations have been accepted from individuals--including GS 14s and FS 025-
who believe they are "Ready Now· for SMG assignment. SMG panelists have begun to 
interview these individuals. 
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7. EMPLOYEE PERFORMANCE EVALUATIONS 

What is broken 

~ The Foreign Service and Civil Service personnel evaluation systems ~re costly and 
dysfunctional. Managers are reluctant to offer honest and constructive criticism of 
employees for fear of jeopardizing the employees' chances for promotion, damaging 
interpersonal relationships, or generating grievances. 

~ For the FS system, the result is inflated ratings and use of subtle code words that 
undennine the objectivity and effectiveness of the selection board process. In sum, the 
system lacks integrity and serves neither the needs of the employee nor the Agency. 

How we will fix it 

~ Based on broad employee input and unien negotiations, a new system is being 
designed to: 

.. combine FS and CS under the same evaluation framework; 

.. promote teamwork in achieving Agency goals; 

.. improve management's ability to identify the best and poorest performers; 

.. reduce administrative costslburdens while increasing the system's integrity. 

.. The new performance management system will provide: employee feedback on qual­
ity of performance; career development planning input; more accurate promotion and 
selection out decisions; and accountability toward achievement of Agency goals and 
objectives. 

.. Major conceptual changes: 
.. separates evaluation from promotion; 
.. seeks input from customers and others affected by the employee's work 
(i.e. "360 degree evaluation"); 
.. increases senior-level management participation in performance evaluations; 
.. shifts evaluation process from supervisory ratings to organizational appraisals . 

Current status 

.. System development began in May, 1993, and it will be fully implemented in 
April, 1995 . 

.. Our short-term goals are to~ 
.. complete negotiations with unions in December, 1994; 
.. fmalize policy, procedures, forms and guidebook in Januuy, 1995; 
.. begin training key staff in February, 1995; and 
.. train all staff by the end of April, 1995. 
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8. SELECTION BOARD PRECEPTS 

What is broken 

~ For years, Selection Board members have been dissatisfied with the precepts used to 
make evaluation decisions. The precepts have been considered too ambiguous and 
subjective, depending on the experience base and backstop of the board members. 

How we wiU fix it 

~ Board precepts were revised and published in June, 1993 for initial use in 1994. 

~ The objectives of the precepts are to: 
~ expand guidance in support of USAID's equal employment opportunity 
program; 
~ guide selection boards in giving due weight to service both on selection boards 
and in non-geographic bureaus, as well as emphasizing the need to serve in two 
or more geographic or central bureaus; and 
~ provide qualifications requirements for each class with appropriate lines of 
demarcation between them. 

Current status 

~ The Committee to Improve Board Management (CmM)--cc;np~"Jse<: f fH specialists 
in a variety of personnel areas-is carefully evaluating the iru act revised precepts 
both on the management and deliberations of Selection and Performance Standards 
Boards and will recommend further modu.cations, as needed . 

• When the new evaluation s~stem is finalized, the CmM will review the precepts to 
ensure compatibility. Any modifications that result from these evaluations will be 
addressed with managers, employees and the unio~, as appropriate. 
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9. WORKFORCE PLANNING 

What is broken 

~ USAID workforce planning has been inadequate. There has been little or no central 
tracking of the number of employees hired by missions around the world and accurate 
workforce data has not been available for budget or other strategic planning processes. 

How we will fix it 

~ In FY 94, an office was established to carry out workforce planning activities and 
create a central organizational focus for this critical function. 

~ We are collecting total workforce data from the missions in a uniform automated 
format -- the Mission Staffmg Pattern System. Data is collected once per quarter. 

~ Ultimately, the Mission Staffmg Pattern System will be integrated into the Agency's 
corporate database. 

Current status 

~ To date, we have collected two quarters of data and distributed a first edition of the 
wortqorce strength report . 

• We are working with the offices of Budget and Management Innovation and Control 
to integrate workforce plaruJng data into the Agency's budget planning system. In 
addition. workforce planning considerations are guiding recruitment decisions. 
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10. DIVERSITY 

What is broken 

.. While in the past several activities were undertaken to make the USAID workforce 
more representative of the U.S. civilian labor force, there was no central focus for this 
effort. -

.. The Agency has lacked a central plan to guide efforts to achieve a representative 
workforce profile and establish an active program to ensure equal employment oppor­
tunity for each employee in all facets of the employment relationship. 

.. As a result, several employee categories are under-represented in the workforce and 
a perception exists that the "playing field" on which we all compete is uneven. Morale 
has suffered and the productivity of many employees bas been adversely affected. 

How we wiU fix it 

.. The Administrator approved a comprehensive Workplace Diversity Plan in 
April, 1994. 

.. The plan is guiding Agency efforts to achieve a representative workforce proftle and 
establish an active program to ensure equal employment opportunity for each employee 
in all facets of the employment relationship. A critical element of the Plan is the com­
plete elimination of barriers to the employment and advancement of women and 
minorities at aU levels. 

.. A host of actions to achieve diversity objectives are underway or planned in many 
areas, including recruitment, assignments, promotions, the SMG process, treatment of 
FSNs and career management. -

Current status 

.. The DAA Committee, supported by MIHR, has central coordinating responsibility for 
implementing _the Plan and for achieving workplace diversity at USAID. A Workplace 
Diversity Council--composed of diversity coordinators from aU Bureaus and Offices­
has been established to promote and monitor implementation of the Plan. 

.. The commitment expressea in the Plan is already yielding results in affrrmative em­
ployment hiring. This past July. the Foreign Service International Development Intern 
(IDIl class was composed of 80 percent women and minorities. Likewise, the FY 1994 
Civil Service Presidential Management Intern (PMI) class and the Summer Intern 
Program were 10 percent women and minorities. 
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11. FSN SUPPORT 

What is broken 

,. Although Foreign Service Nationals (FSNs) make up approximately (jO% of USAID's 
workforce worldwide, there has never been a central office within the Agency charged 
with development and administration of FSN policy. 

,. As a result, global administration of FSN personnel policy is inconsistent and 
inequitable. The impact of this problem has been magnified by our increasing reliance 
on FSNs and by improved international communications, which has expanded awareness 
of the problem. The net effect has been an adverse impact on FSN morale which, in 
turn, is adversely impacting USAID operations. 

How we will fix it 

,. To enable USAID missions to more effectively manage their FSN workforce, reduce 
potentially costly problems, and increase the morale of FSNs, a new "FSN Policy Unit" 
has been established in M/HR. The FSN Unit's main focus for 1995 is to develop a 
comprehensive, US AID-specific FSN personnel policy covering both direct hires and 
PSCs. 

,. We envision the FSN Policy Unit team becoming a one-stop support office to service 
USAID missions and FSNs in all areas of personnel management, including the resolu­
tion of FSN personnel problems. 

Current status 

,. USAID missions worldwide were surveyed in October, 1994 to identify their priority 
FSN personnel concerns. 

,. An action plan for the development of a comprebensive FSN policy is being fmalized 
with input from USAID miss\<>ns. This action plan will be submitted to the Assistant 
Administrator for Management in Janwuy, 1995. 

,. The Office of the General Counsel bas been requested to define what additional 
duties and responsibilities can be delegated to FSNs, both direct hires and PSCs. 
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12. PROPOSED UNIFIED PERSONNEL SYSTEM 

What is broken 

.. The current dual personnel system for U.S. direct-hire employees in.the Civil and 
Foreign Service exacerbates the division between GS and FS employees, is inefficient, 
and is increasingly unable to meet the needs of the Agency . 

.. The current system also ignores the two-thirds of our approximately 10,000 em­
ployees who are Foreign Service Nationals (FSNs) and/or Personal Services Contractors 
(PSCs). 

How we will fix it 

.. HR, in consultation with Agency employees, is in the fmal stages of developing a 
series of policy reforms designed to make the FS and GS systems more compatible so 
as to permit greater flexibility in the use of all of our USDH workforce . 

.. The new personnel structure will also provide for better management of the entire . 
workforce, including FSNs and PSCs. 

.. The objective is a system that: 
.. is flexible and open in how people get recruited, assigned, trained and 
promoted; 
.. taps the expertise of all employees and promotes equity and workplace 
diversity; and 
.. improves our capacity to deliver assistance overseas. 

.. Among the options being considered are making all professional employees FS or 
GS, developing a separate USAID service, or shifting a significant portion of the 
professional GS employees into the FS system . 

.. Various compensation scenarios, along with five-year cost projections, are also being 
developed . 

Current status 
\ 

.. A decision document is being formulated for consideration by Agency management 
prior to discussion with Congress and other interested parties. Early in 1995 we will 
decide on the best approach to implementing this proposal, after considering cost, 
administrative and policy implications. 
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