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UNI TED STATES OF AMERI CA
NUCLEAR REGULATORY COWM SSI ON
+ + + + +
EQUAL EMPLOYMENT OPPORTUNI TY BRI EFI NG
+ + + + +
PUBLI C MEETI NG
+ + + + +
Nucl ear Regul atory Comm ssi on
One White Flint North
Rockvil | e, Maryl and
+ + + + +
Wednesday
February 6, 2002
+ + + + +
The Conm ssion nmet in open session, pursuant to
notice, at 9:30 a.m, the Honorable RICHARD A.
MESERVE, Chairman of the Conm ssion, presiding.
COW SSI ONERS PRESENT:
RI CHARD A. MESERVE, Chairman of the Commi ssion
NILS J. DI AZ, Menber of the Conmi ssion
GRETA J. DICUS, Menber of the Conm ssion
JEFFREY S. MERRI FI ELD, Menber of the Conmi ssion

EDWARD Mc GAFFI GAN, JR., Menber of t he Comm ssi on
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ANDREW BATES, Secretary
KAREN D. CYR, General Counsel
W LLI AM TRAVERS, EDO

PATRI CI A NORRY, DEDM

| RENE LI TTLE, SBCR

PAUL BI RD, HR

MARTI N VI RA LI O, NMSS

M CHAEL MARSHALL, ACCAA
JESSI E DELGADO, HEPAC

M CHAEL CULLI NGFORD, APAAC
JANE GUNN, FWPAC

BUCK | BRAHI M CAD

FRANK AKSTULEW ORZ, JLMEECC

DALE Yl ELDI NG, NTEU
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STAFF AND PRESENTERS SEATED AT THE COWM SSI ON TABLE:
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P-ROGEEDI-NGS
(9:35 a.m)

CHAI RVAN MESERVE: Good norning, | adies
and gentl enen. The Conmm ssion neets today to di scuss
the status of the Agency's Equal Enpl oyment
Opportunity Program

This is the first of two neetings that
will be heldthis year onthis subject, reflecting not
only our inplenmentation of the requirenments of the
Energy Reorgani zation Act of 1974, but also our
continuing conm tnment to foster equal opportunity for
all NRC enpl oyees. And as | think nost of you know,
t he achi evenent of our EEO objectives is one of the
Conmi ssion's highest priorities.

Despite the progress in a nunber of areas
in recent decades, EEO matters nust remain at the
forefront of the Comm ssion's agenda. W need to
ensure that our procedures and practices are as fair
and equitable as possible for all of our current
enpl oyees so that they may reach their maxi num
potential. At the sane tinme, we nust seek to attract
new enpl oyees, many of whom will be mnorities and
wonen, withthe skills and abilities necessary to take
on the task of protecting the public health and safety

in the next decades.
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These two objectives are conplicated by
three other factors -- the NRC s aging workforce,
devel opnent s i n nucl ear energy external to the NRC and
beyond our direct control, and wor kforce restructuring
pl ans t hat are now bei ng devel oped and i npl enmented in
part to address these external changes. These
additional factors could take us in a nunber of new
directions at anytine. As a result, we are at a
crossroads in the Agency's history where t he progress
we make in the EEO area will have an extraordi nary
i npact on the NRCof tomorrow. It is, therefore, with
great interest that the Conm ssion | ooks forward to
today's briefing.

Dr. Travers, you may proceed.

MR. TRAVERS: Thank you, M. Chairman. W
usual | y have a pretty good turnout for these neetings,
but I think we may have the best turnout today that
we've ever had. So, it's good to see everyone, and
good nor ni ng.

W, as you have indicated, in fact, are
pl eased to be here to report to you on the status of
our ongoi ng progress i n the Agency's Equal Enpl oynent
Qpportunity Program As is the custom let ne
i ntroduce the people at the tabl e here and the peopl e

in the back row
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Starting at ny left, Mchael Marshall is
the Chair of the Advisory Committee for African
Ameri cans, and M ke i s going to provide a perspective
on enpl oyee i ssues.

Marty Virgilio, of course, you knowis the
Director of the Ofice of Nuclear Material Safety and
Saf eguar ds, and Marty is going to discuss
i mpl ementation of our EEO Programin his office.

Pat Norry, of course, is my Deputy for
Managenent Servi ces.

Irene Little, of —course, is here
representing the Ofice of Small Business and Civil
Ri ghts.

And Paul Bird is our Director of Human
Resour ces.

Al so participating in our briefing today
and seated in the first row behind ne are Jessie
Del gado, who is the Co-Chair of the Hi spanic Program
Enpl oynent Advi sory Committee; M chael Cullingford,
who is the Co-Chair of the Asian/Pacific Anmerican
Advi sory Committee; Jane Gunn, who i s the Chair of the
Federal Wonen's Program Advi sory Conmittee, and Buck
| brahi m Co- Chair of the Committee on Age
Di scrim nati on. Seated next to Buck is Frank

Akstulewiorz, who is the Co-Chair of the Joint
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Labor/ Managenent EEO Commi ttee. Al so j 0i ni ng us today
is Dale Yielding of the National Treasury Enpl oyees
Uni on.

| should point out that someone asked ne
if I knew how to pronounce Frank's nanme before the
briefing. And I said |I've knowmn Frank Akstul ew orz
for along tinme and, when it gets hard, a |lot of us
just say Frank A-to-Z. |I'mglad to see Frank back
t here.

"1l begin ny report by noting that we
are, as you' ve nmentioned, Chairman, continuing to
focus on our Agency's EEO and diversity goals. As
we' ve di scussed i n previous briefings, one of the four
cor por at e managenment strategi es that we have i ncl uded
inour strategic planis to sustain a hi gh-performn ng
and di verse workforce, and it's obvious to nme that to
this end we are going to have to remain comm tted and
diligent in our efforts to advance the principles of
the Agency's affirmative enpl oynent plan.

W have, as you' ve indicated, continuedto
make steady, if somewhat slow, progress, and we have
i npl emented several EEO and diversity nanagenent
initiatives of |ate. Qur witten report to you
descri bes sone of the "best practices" that we have

i mpl emrent ed t hroughout the Agency, and sone of these
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initiatives of course will be highlighted in this
norni ng' s presentations.

| want to briefly just take a mnute to
hi ghlight three areas that are significant, | think,
inour efforts. Those are managenent accountability,
i nternal communi cations, and some di scussion of the
progress we've made in our entry level hiring
initiatives.

As you may recall in fiscal '01, we
devel oped performance plans for SES managers that
i ncluded a separate subelement which clarifies and
enhances accountability for managenent support of the
Agency's EEO and diversity goals. In order to
conpl ete that process and re-enphasi ze t he i nportance
of these i ssues to our managenent team |'ve observed
a simlar requirenent for non-SES supervisors to be
effective for the 2002 performance appraisal cycle.
In this, of course, we are seeking a nore uniform
Agency-wi de approach to establish consistent
expectation for EEO and diversity managenent
per f or mance.

Qur communi cation efforts, |ike internal
communi cation efforts, are also ongoing. I
personally, and many of our managenent team are

seeking initiatives to nore broadly communi cate with
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the workforce using different techniques to help
foster internal communications. One initiative that
| think is quiteinportant that 1'dliketo nentionis
an initiative that | kicked off to enphasize the
i mportance of constructive and honest feedback in the
appr ai sal process.

One thing | think we have over the years
not been particularly good at is providing enpl oyees
with a good benchmark of where they stand in their
career enhancenent. And if you don't do that, | think
it's aloser froma nunber of perspectives, but we are
in the process of naking additional efforts to make
sure that in the apprai sal process in any given year
-- and not just once a year, but throughout the year
-- we are enphasi zing to our enpl oyees what they are
doi ng wel | and what they are not doing so well at, and
where constructively they m ght seek sone additional
enhancenent in their career objectives. So, that's an
issue that | think is quite inportant.

Let me nention another initiative, entry
| evel hiring, which | believe is also significant to
i ncreasi ng our workforce diversity. |n March of 2000,
| established a goal to hire at |east 25 percent of
our professional enployees at the entry level, and |

amglad to report that during 2001 we have sonewhat
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exceeded that. O the 124 professional hires, 34, or
27 percent, were at the entry level, and included 17
mnorities and ten white wonen.

So, while | ampleased with sonme of that
progress and sone of what you'll hear this norning, we
don't stand here, by any neans, satisfied with those
efforts. W' ve made this chall enge one that we think
needs to be one that is a continuing one, and we
intend to address it throughout the year.

W pl an to discuss with you several other
initiatives which are, we believe, hel ping us to neet

these challenges, and to begin the process of

di scussing this with you, I'Il turn to Pat Norry.
M5. NORRY: Thank you, Bill. I'dlike to
echo what Bill said, that we have nmade sone positive

strides but, as we discuss the things we are doing,
some of them are going to be of a nature that wll
take longer in ternms of what you see in positive
results, but I think we have a lot -- we've already
achi eved sone results, and we have a | ot ongoi ng whi ch
shoul d put us in good stead for the future.

I"d Iike to talk about three areas. In
successi on pl anni ng, we have several strategiesto get
wonen and minorities in a position to be able to nove

into higher level jobs in the future. Largely, the
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formal prograns to support this are the Leadership
Devel opnent Program and the SES Candi date Program
with which you are famliar.

The SES Candi date Program of the 2001
graduates, has currently placed 17 out of the 23
graduates in SES positions. So that has been a
positive force, and not waiting for that to finish out
totally, we've started anot her program and we have
147 applications for that program and these represent
a di verse pool of candidates. Andit al sorepresents,
| think, aninterest on the part of Agency nanagers to
nove into SES positions, which is good.

The Leader shi p Potential Program which we
did for the first time -- it started in June of | ast
year -- and we had a good, diverse pool of candi dates
selected -- nine African Aneri cans, four Asians, three
H spani cs, one Native American, 11 white wonen and 14
white men. And as you know, this programw || provide
hi gh perform ng enpl oyees t he opportunity to get ready
for positions that require supervisory and manageri al
skills. That will conclude in May, and | expect that
that's a programthat we are also going to want to
continue as we do the SES Candi date Program

The second challenge 1'd like to talk

about is the need for candid, constructive and tinely
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f eedback to enpl oyees. This is an ongoi ng chall enge
whi ch we are addressing in part by re-enphasi zing t he
requi rement that nanagers provide candid and
constructive feedback to staff, and that is included
in this new EEO subelenment that Bill nentioned
earlier, the one for all managers.

But to help managers be able to provide
this feedback, we have revised our course -- HR has
revised their course on effective nmanagenent
participation in nerit staffing to include
specifically sone skills on how you do this, how you
provi de f eedback. And al |l supervisors are recommended
to take that course.

| want to enphasi ze sonet hi ng here which
| think is inportant. Feedback is not just an EEO
i ssue, although it feeds into a lot of the EEO
concerns. It is sonmethingthat is inportant for every
stage of career developnent, and it is a managenent
responsi bility. And we are going to re-enphasize
that. Every enpl oyee has a right to expect feedback
on howthey are doing, and it's not just checki ng sone
bl ocks once a year on a performance appraisal, it's
got to be nore than that.

Since the last time we net with you on

this briefing, | had a brainstorm ng session with a
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smal | group of the African Anerican comunity in the
Agency, to hear what their perspectives were on
enhanci ng di versity. Andthe recurringthenes, as you
m ght expect, were recruitnment, retention, feedback
and sponsorship. Now, by sponsorship -- it m ght not
be i medi atel y apparent what that neans -- it neans
someone who is willing to |l ook after the career of a
person and, you know, provide perhaps even infornma

support .

So, as a result of this input, we
devel oped an action plan to address these issues
across the Agency that results in sone actions, such
as building relationships with canpus officials so
that our recruitnment efforts are enhanced; eval uating
student course work and other factors, in additionto
the GPA, where these factors mght suggest high
potential for successful intern candi dates as opposed
to just | ooking at the GPA; encouragi ng honesty back
from supervisors and rating panels, as | nentioned
before; and enhanci ng managenent awareness of the
skills and conpetencies of those who seek career
advancenent .

We al so convened sone facilitated focus
groups, wth small groups to talk about their

per ceptions regarding fairness and equity inthe nmerit
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sel ection process, and recommendations arising from
those focus groups were: we need to enhance staff
awar eness and understanding of how nerit selection
panel s are fornmed; what is the feedback process if one
i s not selected, and al so there was concern about the
use of temporary pronmptions. So, those discussions
are ongoi ng, and how we address those i ssues i s going
to be sonmething that, of course, will involve the
entire Agency.

Recently, | also nmet with a group of
Asi an/ Pacific American enpl oyees to begin a di al ogue
about how to nore effectively address sone of their
i ssues related to career enhancement. | think it was
a productive beginning which wll require nore
fol | omup regardi ng t he nunber of Asians i n supervisory
and managenent positions, time-in-grade concerns, and
recruitnment. So, now HR and SBCR are going to focus
on those issues as we develop specific actions to
address it.

| need to stress here that the i ssues that
have been rai sed by these groups -- and earlier we had
simlar mneetings with Hispanic groups which were
| argely focused on recruitnent and retention -- these
i ssues have wide applicability, and when we devise

strategies to address them they will be applicableto
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the entire Agency.

Final ly, one of the biggest chall enges we
face as an Agency, as the Chairman referred toin his
opening remarks, is the aging workforce and the
potential |oss of corporate know edge as a result of
attrition, and how do we facilitate transfer of that
know edge to mitigate the | oss.

So, we, of course, as you know, when we
bri efed you | ast on human capital, we have sone t hi ngs
that we are using to pronote this. For exanpl e,
managers are authorized to doubl e-encunber certain
positions where aloss is goingto occur inacritical
area, so that hiring or selection of a person to
repl ace that person could take place intine to all ow
t hat know edge transfer to take pl ace.

W al so have, as you know, wai vers on the
ban on dual conpensation in some areas, so that if
peopl e have retired we can bri ng themback, where t hey
represent critical skills.

So, inplenentation of these and other
initiatives will helpto ensure that we continue to be
a viabl e conpetitor in the job market and a desirable
wor kpl ace for enpl oyees and for applicants.

Finally, as an overarching principle for

all of this, we nust consistently comrunicate to our
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enpl oyees our willingness to be fair and to enpower
themto excel in a positive work environnent. That's
basi cal | y what suns up everyt hing.

Irene will now highlight some of the
Agency's "best practices" in advancing EEO and
di versity. lrene.

M5. LITTLE: Thank you, Pat. Before |
proceed, | will ask M ke Marshall if he would like to
make a statenent on behalf of the EEO Advisory
Commttees. M ke?

MR. MARSHALL: Thank you. Good norning.
| have the privilege to present the views of the EEO
Advi sory Conmittees on the NRC s EEO program and
di versity managenent process.

The Advi sory Commi tt ees have col | ectively
agreed to focus on five areas, and we would like to
acknow edge that the NRC nanagenent has al ready been
actively addressi ng these areas, as Pat nenti oned and
Irene will continue later.

Many of us on mandatory on the Advisory
Conmittees are well aware of the efforts of the EDQ
inparticular Ms. Norry, SBCR, HR, and the offices and
regi ons, to address these focus areas. The committees
have worked with NRC nmanagenent to identify issues

that need attention, and to devel op approaches to
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address those issues, and our Advisory Conmttees
woul d Iike to encourage NRC managenent to continue
their efforts.

The five areas the Advisory Committees
have selected to focus on are, first, enhance
opportuni ties for advancenment of m norities, wonen and
enpl oyees over 50, and individuals with disabilities
i n professional positions. And NRC has taken steps in
this with regards to their targeted recruitmnent
efforts to address the underrepresentation of
H spani cs in the workforce.

Al so, the NRC has begun targeted
recruitment of African Americans. And one thing that
the comrittees are interestedinfor newhires and the
current enployees is that it is vigilant to ensure
that all are fairly and equally considered for
advancenent and devel opnment once t hey are onboard and
t hey are working here.

Second, expand the pool of mnorities,
wonen, enployees over 50, and individuals wth
di sabilities for supervi sory and managenent and seni or
| evel positions. Intheindividual statenents of nost
of the commttees, youw Il notice that the Leadership
Potential Programis singled out here as a great mark

or good step that we all recognize as the Agency's
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commtnent to diversity. And we also | ook forward to
the SES Candi date Devel opnment Program as another
effective tool for addressing this area.

Anot her I mpor t ant aspect of t he
devel opment of this is the devel opnent of mnorities
to ensure mnorities, wonmen, individuals wth
disabilities are prepared to conpete for slots in
t hese devel opnent progranms and for pronotions.

Third, conduct periodic reviews of the
merit selection process to ensure that the current
procedures and practices are consi stent with the goal s
and objectives of the EEO program and diversity
process -- and M. Norry touched on this wth
addressi ng the need to ensure appearance of fairness
to all enployees.

Fourth, denonstrate through its action
t hat managenent is concerned for enployee welfare,
noral e and recognition.

Fifth and very inportantly, encourage
managenent to create and mai ntain a work environnent
that fosters open comunication, mnutual trust and
respect, and nost of us consider feedback under this,
whi ch Bill addressed earlier, as being very inportant
as far as enpl oyee devel opnent.

The commi tt ees al so encour age i ncl usi on of

NEAL R. GROSS
COURT REPORTERS AND TRANSCRIBERS
1323 RHODE ISLAND AVE., N.W.
(202) 234-4433 WASHINGTON, D.C. 20005-3701 (202) 234-4433




10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

18

enpl oyees i n deci si onmaki ng processes to ensure their
views are considered, and involvenent of the
conmttees recently in addressing and strengthening
t he EEO programis anot her fine exanple of that. Not
only do we neet here twice a year, but in between
t hese nmeetings we have a nunber of separate neetings
with SBCR, with the EDO, with Ms. Norry, with the
i ndi vi dual office managers, and a whol e host of fol ks,
to make sure these issues are continually addressed
t hr oughout the year.

And t he Advi sory Committees | ook forward
to working with NRC managenent to inplenent the EEO
program in its diversity process. For example, we
wi Il be continuing to talk about the ratings of ol der
enpl oyees, and the tinme-in-grade wi th Asi an Aneri cans,
and issues of relevance to the wonmen and African
Ameri cans and the different groups that the Advisory
Conmi ttees represent.

One final point we'd |like to make is that
both the EEO Advisory Committees and NRC nanagenent
need to provide nore frequent and effective
conmuni cation with our fell ow enpl oyees so that NRC
efforts to strengthen EEO and enhance diversity.

The NRC goal s and obj ectives for EEO and

diversity should be treated as key nessages, and the

NEAL R. GROSS
COURT REPORTERS AND TRANSCRIBERS
1323 RHODE ISLAND AVE., N.W.
(202) 234-4433 WASHINGTON, D.C. 20005-3701 (202) 234-4433




10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

19

progress that NRC nmkes towards those goals, the
out comes that are achi eved, should be treated as key
nmessages. Thank you.

MS. LITTLE: Thank you, M ke. M ke
referenced several issues are areas of concern that
t he conm tt ees have wor ked very closely with us on and
are continuing to work on.

| want to take a nonent just to say thank
you to the EEO Advi sory Comm ttees. They are working
with us as a team W are not always a great big
happy team but we believe we are an effective team
and | want to say thank you to the commttees for that
teameffort.

This morning, | will highlight some of the
strategi es or "best practices" that we've put in place
to continue to help us enhance diversity in the
wor kpl ace and effectively nmanage our diverse
wor kf orce

The first strategy is the Agency's
i ntegrated recruitnent teamapproach. This approach
i ncl udes manager s and Human Resour ce representati ves,
staff and menbers of the EEO Advi sory Committees in a
team approach to attract highly qualified science,
engi neering and adm ni strative candi dates for entry

| evel positions.
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This recruitment approach includes up-
front contacts nmade with coll eges and universities.
It includes a review of resunes prior to the
recruitnment trip, and on-the-spot of fers are made and
sonetimes recruitnment bonuses are offered to attract
hi ghly qualified applicants.

Anot her critical aspect of this
recrui tment nodel is aggressive post-offer foll owp
with the applicants. Using this nodel, we have been
able to attract a significant nunber of highly
qgual i fied, diverse applicants. For exanple, in Fiscal
Year 2002, over 100 witten of fers have been ext ended,
and 39 offers have been accepted. This represents
success i n the nunber of offers that have been made in
a relatively short period of tinme, and in the
diversity of the candidates, and in the nunber of
acceptances. W think we know how to do effective
focus recruitnment at this point.

A second "best practice" that the Agency
has put in place is the Alternate Di spute Resol ution
process for resol ving all egations of discrimnation.
As required by EECC, in January 2000 t he Agency put an
Alternate Dispute Resolution process in place to
encourage early resolution of al l egations of

di scri m nati on.
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The ADR process provides a neutral
environment to facilitate di scussion and resol ution of
EEO i ssues. This process also encourages open
comuni cati on between managenent and t he enpl oyee or
appl i cant who nakes the allegation. Qur experience
has shown that ADR is the npbst cost-effective and
efficient process for resolving EEOissues. And even
i n cases where the final resolutionis not reached and
a settlenment agreenent signed, generally both parties
provi de positive feedback on the process.

Since January 2000, we have had 13
requests for the Alternate D spute Resol uti on process,
and nine of those resulted in a settlenent or a
closure. W believe that use of the ADR process has
had a positive inpact on the participating enpl oyees
and manager s because ADR preenpts what coul d be a | ong
and somewhat protracted conpl ai nt process.

Qur EEO counselors continue to be
effective in working with nmanagers and enpl oyees to
resol ve al | egati ons of discrimnation at the informal
| evel . In addition to the 13 ADR cases, 27
al l egations of discrimnation were handl ed by our
counseling staff and, at the end of FY 2001, only six
i nformal cases were pending.

The status of formal conplaints in the
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Agency is as follows: W carried over 19 fornmal
conpl aints fromFi scal Year 2000. During Fiscal Year
2001, 15 new fornmal conplaints were filed. That's
down by one from the forner year. Si xteen forma
conmplaints were filed in 2000.

During Fiscal Year 2001, 13 fornmal
conpl aints were cl osed and, at the end of the year, 21
formal conpl aints were pending. W track the nunber
of conplaints filed, not as a yardstick for success,
we doit inorder to determne if an unusual nunber of
conplaints are filed in a particular office, division
or section because the nunber of conplaints alone is
not a good neasure of EEO success in an organi zation

A Dbetter neasure of success is how
effectively managers are working to resol ve issues
early in the process, and whether they are using
| essons learned to elimnate the bases for valid
conpl ai nt s.

There has been no significant change in
t he nunber of conplaints filed over the past three
years, and the nunber of formal conplaints filed
within NRCis small in conparison to other agenci es of
simlar size.

The third strategy I'd like to discuss is

the use of a nerit staffing checklist. This practice
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was put in place by the Human Resources staff, and its
purpose i s to be used by t he Human Resour ce Speci al i st
to serve as a guide for nmanagers when posting vacant
positions, toremnd themto use broad rating factors
when possi bl e, and to consi der posting jobs at al evel
| ower than the full performance |level to facilitate
upward nmobility

The checkl i st al so serves as a rem nder to
managers to establish rating panels that include
di verse nmenbers, and to interview all internal
applicants that nake the best qualified list. The
overall purpose of the checklist is to increase
uniformty and enhance the perception of equal
opportunity in the nerit selection process.

More needs to be done to educate and
i nf ormour enpl oyees about the nerit sel ecti on process
so that they are better equipped to effectively and
fairly conpete for career advancenent.

W believe that the Agency's managing
diversity initiative is another best practice. In
Fi scal Year 1999, the Ofice of Small Business and
Cvil Rights took the | ead in inplenenting a nmanagi ng
di versity process within the Agency. The goal of this
process is to assist managers in understandi ng and

| everagi ng wor kpl ace di versity to enhance i ndi vi dual
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and organi zati onal perfornmance.

W completed the first step of the
process, which was to provide orientation to managers
and enpl oyees to meke them aware of the value of
diversity in the workplace. The principles of
managing a diverse workforce includes enployee
participation in the planning and decisionmaking
process that affects them It includes open
communi cati on up and down the managenment chain, and
candid, tinely and constructive feedback to all
enpl oyees on issues that inpact the workplace and
t heir careers.

In the second phase of the mnaging
di versity process, ny staff is working with sone of
the Program Offices to assist managers in achieving
two broad goals: to identify and address processes,
procedures, perceptions, and behaviors that could
adversel y i npact enpl oyee noral e and productivity, and
the second broad objective is to institutionalize
actions that create a positive work environment where
al | enpl oyees are afforded t he opportunity to devel op
their full potential incontributingtothe m ssion of
t he Agency and in building a successful career.

Later inthis briefing, M. Virgiliowll

di scuss the diversity initiative that is ongoing in
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the Ofice of Nuclear Material Safety and Saf eguards.
Even t hough t he Agency has experienced downsi zi ng and
realignment, and each year a significant nunber of
enpl oyees have exercised their option to retire, we
have continued to nake increnental progress in
i ncreasi ng the representati on of wonen and m norities
in the NRC workf orce.

For exanpl e, in 1999 mnorities
represented 22 percent of the NRC workforce. Today,
mnorities represent 27 percent of the workforce.
During this sane period, the nunber of white wonmen in
SES positions increased from15 to 17, and the nunber
of mnorities also increased from 15 to 17.
M norities in senior | evel positions increased from5
to 6, and white wonen in senior |evel positions
i ncreased from9 to 11.

Additionally in Fiscal Year 1999, NRC
hired 102 enpl oyees. Twenty-two were minority and 36
were wonen. | n Fiscal Year 2001, the Agency hired 158

enpl oyees, 54 were mnorities and 42 were wonen.

Wiile this represents sone progress -- and we are
proud of that progress -- there is still rnuch that
needs to be done. Qur chall enge continues to be

providing tinely, candid and effective feedback to

staff, and fostering a work environnent of mnutual
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trust and respect.

| believe we are on the right path and
will continue to see inprovenent in our outcomnes
provided we don't put too much enphasis on the
processes and not focus on the outcones that we are
after. We will continue to make progress as |ong as
our strategies support our declaration that our
enpl oyees are indeed our nost valuable resource.
Thank you, Pat.

M5. NORRY: Thank you. Martin?

MR VIRALICO Thank you, Pat. | am
pleased to have the opportunity to provide the
Conmi ssi on an overvi ewof NVSS approachto activities
regarding EEO and diversity. First, 1'd like to
acknow edge that nothing would happen w thout the
support of the NVSS managenent and staff inthis area,

particularly the 12 menbers of the Diversity Panel I'm
going to talk about in a fewmnutes. 1'd also |Iike
t o acknow edge t he support that we' ve gotten fromSBCR
managenment, lrene and staff, and particul arly Barbara
Wlliams, for all their efforts in supporting our
diversity initiatives in NWVSS.

W believe that rmanaging diversity

requi res organi zati on and cul tural changes, and t hat,

for us, we identified six keys in maki ng a successf ul
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cul tural change. 1'mgoing to outline the six, and
then I'll give you some exanpl es of what we've done in
each of those six areas.

First, there's the alignment of the change
wi t h our organizational goals and val ues. Second, a
conmtted | eadership that's willing and abl e t o nodel
t he desired change. Third, staff input. Fourth, the
establishment of an infrastructure of policies,
procedures and practices that reinforce the change
that you're striving to achieve. Fifth, effective and
ongoi ng conmuni cati on. And, sixth, a nmeasurenent and
assessment process so that you know where you are with
respect to these changes.

The specific goal s that we hope to achi eve
t hrough our efforts in nmanagi ng diversity include the
follow ng: First, enhance recruitnent and devel opnent
and retention of a high quality, diverse workforce.
Second, a healthy work environment and rel ationship
amongst the staff within the organization. And,
third, inprove quality, including innovativeness and
qgqual ity and tineliness of our organi zational products.

"1l quickly reviewnowwhat NVSS has done
in each of these six areas. First, with respect to
the alignment with our goals and values, we first

establ i shed organizati onal val ues, visions and
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expect ati ons i n NMSS consi stent and conpl enentary with
t he Agency-based system includi ng an enphasi s on the
val ue of successfully managi ng a di verse workforce.

W have | i nked our diversity strategiesto
our core business strategies, which I think is very
i mportant, and we expect our managers, supervisors and
staff to adopt behaviors consistent with the val ues
that we've laid out.

Trust is a key to any healthy hunman
rel ati onship, of course, and in the workplace it is
especially inportant as we [|ook to pronoting
di versity. Trust can be achi eved and mai ntai ned only
when a nunber of conditions are nmet. People need to
know what to expect. People need to know that the
expectations are fair and equitable, and that the
actions that surround t hose expectations are cl ear and
consi stent with the expectati ons.

So, we felt it was critical to share our
organi zational values, clarify our boundaries and,
nost inportantly, that we all talk the walk in this
ar ea.

The second has to do wi th NMSS | eader shi p
comm tnment. The NMSS executive team and | eadership
team neet frequently to devel op and nonitor our NMSS

organi zational initiatives, includingour initiatives
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around nmanaging diversity. A senior rmanagenent
contact has been designated for the NVSS nmenbers in
each of the EEO Advisory Committees. The managers
neet at | east quarterly to exchange views on office-
wi de concerns and practices that require additional
attention. A designated change agent w thin NMSS
nonitors our di versity actions, and ot her
or gani zat i onal and Human Resource managenent
initiatives.

W' ve al so enpl oyed a part-tinme diversity
consul tant towork with our Diversity Panel to design,
adm nister and interpret our diversity survey which
was of use to obtain feedback fromthe staff regarding
t heir perceptions of diversity managenment wi t hi n NVSS.
The consultants al so provided us diversity training,
group and individual coaching to help inprove our
performance in this area.

The third area is staff input. St af f
i nput was obt ai ned froman NMSS-w de survey conduct ed
in April 2001. As a result of careful planning to
maxi m ze the response, we used data collection
strategies that resulted in approximately 75 percent
response rate fromall of NVSS, and approximately 65
percent from representative and reasonably size

subgroups wi t hi n NMSS. And when you t hi nk about t hat,
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the typical overall response rate is on the order of
40 to 50 percent. So we think that 75 percent was
very good.

Now, what we got out of that survey was
the interpretation of the information told us that we
need to establish <clear and nore definitive
definitions of diversity managenent in the staff,
conmuni cate between managenment and staff regarding
diversity managenment wthin NMSS, and enhance
per cei ved fairness and equi ty across subgroups i n NVSS
regarding Human Resource rmanagenent pol i ci es,
procedures and practices, especially those invol ving
devel opnent and recognition rewards and pronotions.

Another itemfromthe survey was that we
needed to clarify responsibilities and accountability
regar di ng managi ng diversity, especially with regard
t o managers and supervi sors. And, nost inportantly,
we needed to establish a mechanism to neasure the
ef fectiveness of NMVSS managemnent di versity
initiatives.

| nmentioned earlier the NVSS Diversity
Panel. This is a panel that was established as a
result of the survey and sone of the other things that
we were | earning about diversity, and it serves as a

focal point for recomrendi ng i nprovenents regarding
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diversity-rel ated i ssues to the managenent team

The panel consists of 12 enpl oyees who
were random y sel ected fromthe NVSS personnel and is
representative of the denographics in our office.
SBCR and a wunion representative have standing
invitations to all the panel neetings.

First, we developed a charter, and the
panel charter was to devel op reconmendations in five
specific areas -- defining diversity, goals and
appr oaches to di versity t hat merit focus;
concepts/techni ques for fostering an appropriate use
of diversity including accountability; methods for
fostering diversity within NVSS policies, procedures
and practices, particularly focused on succession
pl anni ng, recruitment, hiring, orientation, training,
wor k assi gnnents, appraisals, and a recognition and
award system and, finally, nmethods for nmeasuringthe
ef fectiveness of diversity.

Wth regard to the fourth area,
i nfrastructure and accountability, we've nade sone
changes inthis area -- for exanple, arevision of our
performance el ements for managers t hat was enphasi zed
earlier, ensuring the we stress the inportance of
managi ng diversity in the organization.

The Diversity Panel has nmde sone
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reconmendati ons regarding policies, procedures and
practices related to Human Resource nmanagenent,
i ncl udi ng great er enphasi s on nutual responsibility of
managenent and staff.

It may sound programmatic, but | think our
policies and procedures nust align with our desired
diversity outconmes. So, it's not just a matter of
devel opi ng prograns, | think we need that foundation
in order to achi eve our goals.

The fifth area is effective and ongoi ng
comuni cation, and | think youcan't underestinmate how
much you need to comrunicate and comuni cate and
conmuni cate around the issues. W' ve established
several communications nmechanisns in this area. As
previously nentioned, we' ve got the NVMSS nenbers of
each EEO Advisory Conmttee now have a senior
managenent contact, and we have periodi c neetings.

The Di versity Panel has established a Wb
Page t o i ncl ude comruni cati on wi t hi n NVSS on di versity
issues, and | invite you all to log on to that Wb
Page. |It's got a |ot of good informati on about what
we' re doi ng i nside NMSS. |t includes nonthly updates,
and staff are invited to use the Wb Page to provide
comments on t he panel ' s recommendati ons t o managenent

in these areas.
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The Diversity Panel has al so established
comuni cat i on boxes t hroughout NMSS work areas. This
allows staff an opportunity to make recommendati ons
regardi ng diversity. So, throughthese nechani sns, we
seek open and honest dialogue around diversity
managemnent .

The sixth area i s neasuring effectiveness,
and NMSS nanagenent is currently | ooking at a three-
pronged approach that has been proposed to us by the
Diversity Panel. One would be a foll owp survey t hat
woul d build on what we |earned from our survey this
time | ast year, and a test to see if the initiatives
are meki ng progress.

The second piece would be specific
diversity activities andintervention assessnments. |f
we make a change in one area, how do we know whet her
that change was effective? So, we would focus on
gat heri ng data about that one particul ar change.

And thethirdis the reviewof statistical
dat a regardi ng wor kf or ce subgroups. Wil e we believe
that many positive actions are taking place in NVSS,
we al so need to neasure progress in the sane way we
nmeasur e ot her bottom1line organi zational initiatives.

Now, with respect to the NMSS workforce

denmographics hiring and awards, as of the end of
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Septenber of this year, we had a total of 347
per mmnent onboard enpl oyees. Ni neteen percent of the
staff are mnorities, 34 percent are female. That
conmpares overall to NRC s 23 percent mnorities and 38
percent fenmal e popul ation.

Wil e these percentages are essentially
the sane at the end as they were at of 2002, we've
been able to maintain diverse staffing levels in the
face of very high attrition rates. The tables in the
Comm ssion Paper depict NMSS workforce by race,
ethnicity and gender.

NMSS' recruitnment efforts have been
t wof ol d. W look at attracting and naintaining
critical skills needed for our current and future
i censing responsibilities and, second, ensure that we
are enhancing NMSS workforce racial, ethnic and
gender diversity.

W fully supportedthe Agency' sinitiative
to establish ongoing and effective relationships with
targeted colleges and universities, and we believe
this provides great potential for attracting high
quality, diverse applicants. W' ve also established
cooperative education agreenents with nine coll eges
and universities.

During 2001, NVsS fill ed 31 positions, of
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which 16 were technical hires. Six, or 38 percent, of
the technical hires were at the GG5 through GG 11
entry level. Stepping back, of the 31 positions that
| tal ked about that were filled, 7 were filled with
mnority candidates, 15 with white females, and 9
white mal e hires.

NMSS has inplenmented the traditional
awards program which recognizes enployees for
exceptional performance. As an addition, we've
i npl emrent ed the Enpl oyee of the Month program which
provi des us anot her opportunity for recogni zi ng good
staff performance.

I f youl ook at the statistics within NVSS,
you find that the distribution of awards closely
follows the ethnicity and general percentages of the
NMSS onboard staff.

| n summari zi ng the data, | think NMSS has
mai nt ai ned a constant | evel of staff diversity through
2000 and 2001, despite our high attrition rate.
Nonet hel ess, as everybody at the tabl e has nenti oned,
we will continue to strive for continued i nprovenent
in this area.

In conclusion, I'dliketo say that we're
proud of the course that we've undertaken in NWVSS

regardi ng managi ng diversity. W acknow edge issues
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such as the high attrition rates provide tenporary
stunbl i ng bl ocks to success, but we renmain steadfast
in our commtnents and belief that the inportance of
managi ng diversity is worthy of pursuit, and we
wel come your support and feedback. Thank you.

MR. TRAVERS: M. chairman, that concl udes
our presentation this norning.

CHAI RVAN MESERVE: Thank you very nuch
| much appreciate the thoughtful presentations that
all of you have nmade. | believe it is Conm ssioner
Di cus' opportunity to go first this norning.

COW SSI ONER DI CUS: Thank vyou, M.
Chairman. First of all, the first question goes to
the i ntern program which |'mpl eased to knowi s bei ng
successful and certainly support. | hated to see it
go away in the first place.

What kind of -- could you elaborate a
little bit nore onthe feedback fromthe nanagers, how
well the interns are doing, and then maybe what

feedback you're getting fromthe interns thensel ves?

MR BIRD: | could comment on that, and
this is anecdotal feedback. | think, overall, it's
very positive fromthe managers' perspective. 1 think

they, as a body, are inpressed with the credentials

and the abilities of the people that have cone in so
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far. 1 think they are equally as inpressed with the
credentials of those who will be coming during the
next few nonths, and that's a fairly | arge nunber of
new, additional interns that are com ng in.

| get feedback fromthe Technical Training
Center in Chattanooga that conpl enents that feedback.
The groups that have been down there have been
successful overall. Again, | think the staff at the
TTC has been inpressed with the ability of the people
that are coming in for the intern programand goi ng on
to Chattanooga. So, | thinkit really, overall, bodes
very well. | have not had negative feedback. W
haven't been in a position of addressi ng probationary
removal s or anything of that nature, which one m ght
expect with the intake of new enpl oyees.

At this tinme, again, in ny opinion based
on the feedback that we're getting from various
offices -- and Marty might speak to that -- | think
it's avery, very positive sign on entry |l evel hiring
bei ng successful .

MS. LITTLE: If I could just add one
comment on that, 1'msure there are a |l ot of exanpl es,
but 1' maware of one particul ar exanpl e fromRegi on |
where they have a formal programto wel cone and hel p

toorient their interns. They actually have a neeti ng
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with the Regional Adm nistrator. There's a
coordi nator that has been identified at the Regi onal
|l evel to work with the interns to try to get them
i ncorporated into the workforce, not just froma work
perspective but a Ilittle bit from a social
perspective, and | think that's inportant when you're
bringing in new enployees, younger people, to a
wor kforce that is pretty nmuch Baby Booners. So, |
think some of the offices, Region | notably, has put
toget her a process to nake that happen.

MR VIRALIO | would just like to
underscore what Irene just said. That's really
i mportant, we can go out and hire the interns, but if
we don't indoctrinate them orient them they'|| get
lost in the system and it's inportant that we
particularly pay attention to them as they nove
forward through the system

COMWM SSIONER DICUS: | would agree. In
effect, what's happening in Region | -- and regional
of fices are not as | arge, obviously, as we are here at
Headquarters. So, what are we doing at Headquarters
to be sure they don't get lost in the systen?

MR. Bl RD: | think, again, that the
of fices overall have enbraced this. They work with ny

staff and with SBCR sort of continuously on what we
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can do to inprove. W've got sone very good
suggestions fromstaff involvenent with that.

One of the things that's always a
chall enge with someone comng is housing. We're
wor ki ng harder on trying to work with that issues.
The expense of the area and how you can get people
together to share apartnents and that sort of thing,
again, that's something we need to continue to work
on, is the transition fromthe colleges to this area
and getting the housing and the fundanental s sort of
settled so that they can becone productive enpl oyees
rat her quickly. And that's an ongoi ng chall enge.
Agai n, the feedback that we get is the informal part,
i n some respects, at the beginning, is as inportant as
the formal part of what we're offering themin terns
of job opportunities and training and so forth. And
so | totally agree with what's being said here, with
the effort that goes into the orientation and trying
to make people feel confortable and to be introduced
to others in their sane age group.

W had a recent group of interns that canme
in that our current interns spoke to, and | thought
that was an extrenely productive session. And it was
foll owed by an opportunity for a social event where |

t hi nk many of the people that canme joined the people
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t hat were here and went out for the evening. Again,
| think that built a lot of informal dialogue and
connections that was invaluable in this process, and
that's sonething we need to continue to focus on.

MS. LITTLE: There are two ot her exanpl es
that are going on in Headquarters. One is the EEO
Advi sory Comm ttees. The Hispanic Conm ttee has been
very active. The Asian Committee, African Anerican --
the commttees have nmade a commitnent to do sone
personal nmentoring to new people that are comng in,
and that really works well.

Qur facilitated nentoring program is
avai l abl e al so, to help enployees find nentors with
the help of their supervisors, so that they have a
mentor that they can talk to and consult with in case
t hey have issues they need to informally resol ve.

|"'msure we can do nore, but sone things
are bei ng done.

COW SSI ONER DI CUS:  Ckay. Thank you. |
not e you have recently hired a contractor to helpwth
di versity managenent, or to | ook at diversity issues
that mght exist. | knowit's rather recent. Is it
too soon to have any feedback on what the contractor
is doing or coming up with? And if it is, I'll ask

t he question again in six nonths.
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M5. LITTLE: The answer to your question
is yes, it's too soon, but we do have an i dea what to
expect . We've put together a very conprehensive
St at ement of Work. We worked with NMSSin gettingthe
contractor that they have so that we do know exactly
what we expect. W can't address what the outcone
wi Il be, but the el enent of a good nanagi ng di versity
process, you've got to have | eadership fromthe top.
And so we want to work specifically with the office
directors to do some specificthingsintheir offices,
and there's got to be training, and the contractor can
provi de training and other tools and i nterventions --
is what the contract referred to it as -- to assist
managers in identifying things that need to be
changed, and gi ving themtool s for naki ng t hat change.
Accountability -- those are the things that Marty
tal ked about. Enpl oyees need to know who is
accountabl e for what, and what to expect. And there
needs to be sone proactive efforts on our part as the
| eaders of EEOin the Agency, and | think we're doing
that. Hopefully we can provide some nore specific
out cones as we experience what the contractors will be
doi ng.

COW SSI ONER DI CUS: Thank you. Wth

regard to the attritionrate in NMSS, | knowthat you
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are | ooki ng at why you have the high attrition rate.
Again, maybe |I'm asking too soon, but if you have
conpleted that evaluation or if you have any
prelimnary i deas why this is the case, or do you want
to study it further and get back with us later?

MR VIRA LIO W have been nonitoring it
for the |last several years, so | can give you sone
perception as to what's going on. On an Agency-w de
basis, | think the attrition rate is running around 9
percent. What we're seeing in NMSS is anywhere from
12 to 14 percent. 1t's a significant turnover for us
that turns out to be on the order of maybe 40 to 45
peopl e per year.

So, we've | ooked at the statistics around
that, and the driver of the | argest, the dom nant, it
tends to be that novenment outside of NMSS but within
NRC. So, it's roughly 50-sone-odd percent of our
staff turnover is to other offices within NRC, and we
think that's a good thing. W are encouragi ng peopl e
to get out, to broaden thenselves, to seek other
opportunities. It's a small organization, we'll be
back together again, is what | usually tell people as
t hey nove out -- either I'Il nove or they'll nove --
and it's a good thing.

The next | argest contributor tends to be
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retirenents. So, we're seeing on the order of 20
percent. That's, | think -- and Paul can correct ne
-- | think what we're seeing is less retirenments in
NMSS than sonme of the other offices, just the
denographics. We tend to have a younger crowd in
NIVSS.

And then the third tends to be people
novi ng out of NRC. That's roughly 15 percent. So,
it's 50, 20 and 15 percent. That 15 percent is
tending to nove out for pronotions outside and to go
into other industries. The other thing we have, |
think, is a very marketabl e workforce. Peopl e inside
NMVSS ar e mar ket abl e out si de of the NRC, and so that's
a contributor to our |osses.

MR,  BI RD: If | could just comment on
that, external attrition is different than internal
attrition, and basically what Marty is tal king about
is the inmpact of both those affect an individual
office. In NMSS case, their external attrition is
around, |ast year in 2001, was close to -- a little
under 7 percent whereas the Agency's overall external
attrition was right about 6 percent. So, there is a
little bit of differential there. But then they had
the | argest nunber of people who noved from their

office to another office. And that, of course, was
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of fset by people noving fromother offices to NVSS,
and that's not inthis data, so we're goingtotryto
| ook at that as well because we believe that the
novenent internally is very good for the organizati on,
and we want to encourage that and not have it
m sconstrued as a loss to the Agency when soneone
noves fromone office to the other.

COM SSIONER DICUS: It's just aloss to
that particular office.

MR. TRAVERS. W'd |like to actually even
encour age peopl e who are | eaving the Agency to think
of us later intheir career, and we actual | y have been
qui te successful in hiring some people back. 1 hired
back Drew Persinko froma job that he had, back into
the Agency. So, there are a nunber of exanples of
that as well.

COWM SSI ONER DI CUS: | just have a coupl e
nore -- |'m about to use up ny fair share of tine
here. | know that we are -- the term | qguess, is
"out sourci ng" some of our jobs based upon OWB' s sort
of requirenents that youidentify positionsthat could
be done by the private sector, and to what extent we
m ght be doing that in ternms of when we are | ooki ng at
positions that m ght be handl ed by the private sector

and meking an evaluation of that position, is it
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i ncluded in that evaluation any inpacts having that
particul ar position or activity done in the private
sector, l|looked at as what it mght do with our EEO
di versity?

M5. NORRY: Well, we'll have to | ook at
that, but right now we're still at the beginning
stages of this. W are required by OMB to have 5
percent of our positions that -- we've already
identified the positions that can be commercial in
nature. W' ve already done that. And that resulted
in a certain nunber for the entire Agency. We're
required to have 5 percent of those that are actually
contracted out or subject to a conpetition between
Federal and private sector in 2002.

In 2003, that doubles. So, we'll have
nore of a challenge as we go on. CQoviously, we'll
have to | ook at EEO i npacts along with a | ot of other
i mpacts as we pursue this.

COW SSI ONER DI CUS: kay. Fi nal
guestion. | have the opportunity to be corrected, but
it's ny understanding, in a vague way actually, that
in order to be considered for an SES position, you
have to have gone through the SES program |s that
true or not?

MR TRAVERS: Let ne address that. What
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we have done --

COW SSIONER DI CUS:  And | don't have an
opi nion one way or the other, I"'mjust trying to get
sone information

MR TRAVERS: The short answer is no.
That's the short answer. The | onger answer i s what we
have done in establishing this programis suggest to
t he managenent team who are responsible for vetting
people into the programis that we need to do a good
job at the front-end of that process, and t here shoul d
be an expectation that if we do that good job at the
front end, that we should have a corollary pool of
good candi dat es when t hey graduate, so that our first
| ook for filling new positions or positions that are
comng open wthin the SES should be, in ny
expectation to the managenent teamis that they will,
in fact, look first to that qualified pool of
i ndi vi dual s who have al ready been vetted through a
formal process of the Agency. It doesn't nean that
there's a 100 percent lock that if we have to fil
each position that conmes up, but as a mninmmthe
first thing that's going to occur and the first thing
that has occurred is that we've | ooked to that pool
for the first identification of qualified people who

could fill the jobs.
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And to tal k about results, | can tell you
that I don't know of a single -- you can correct nme --
of a single instance where we have filled a job in
recent nonths, or perhaps the |ast year, year and a
hal f or so, that hasn't been filled with a qualified
gr aduat e of our SES Candi dat e Devel opnent Program and
| think that's a good thing because it enphasi zes a
whol e host of things that we expect in the conduct of
t hat program

M5. NORRY: And we're not going to get
good people to apply for this program and to go
through the year and a half of training for this
program if we don't meke that kind of a conm tnent.
And so all of the senior managenent of the Agency
participated in nmaking that commtment, which is
basically you've got to prove to me why you' re not
putting one of those candidates in the job. And then
if you get it by ne, you' ve got to prove it to Bill.
| mean, | think you have to nmke that kind of a
commtrment in order to make these prograns really
wor K.

M5. LITTLE: If | can nake one comment, |
think this is an exanpl e where we | earn fromour past
m st akes. Wien this was not the case and there were

certified people in the SES programthat coul d have
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been sel ected and we went outside and posted, it adds
to the perception of preselection or not giving
mnorities an opportunity to get selected for these
j obs, especially when persons that are certified are,
i ndeed, mnorities. So, thisis a good thing froman
EEO per specti ve.

COW SSI ONER DI CUS:  Okay. And | don't
di sagree with the comrents that you' ve nade, | want to
make that clear. |'mnot criticizing this particular
situation because | think it nmakes sense that if a
person is going to devote their tine to the program
and i f the Agency is going to support the program it
shoul d have sone nmeaning on the other end of the
program So, | don't necessarily disagree with that
at all.

| would only say, as a closing comrent,
t hat that being the case, and since |'ve surfaced it,
at | east those here and those |istening are realizing
it, but we make it clear across-the-board to our
entire staff that that is a good way to get an SES
position, a good pathway to take, and that everyone is
aware of that. | think that would be very inportant.
Thank you.

MR. TRAVERS: | agree, and | think it

shoul d be an advertisement for the broadest possible
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sort of interest being expressed by enpl oyees that are
interested in going in that direction because this is
our intent, to work the programin just that way.

COW SSI ONER DI CUS: Thank vyou, M.
Chai r man.

CHAl RVAN MESERVE:  Conmi ssi oner Di az.

COW SSI ONER DI AZ: Thank you, M.
Chai rman. Let ne start by thanking M. Marshall for
his comments, and especially for singling out people
over 50. | have a vested interest in the fact that
there is a small probability -- | nust say small --
that 1| will ever reach that area, but it's there.

| debat ed whet her to go at t he performance
nmeasures or to actually take a broader |ook, and
normal |y | decided to take a broader | ook at what has
happened, so |l et ne just nake a couple of coments --

and this isn't new, |'ve said it before, as a person

that was involved with prograns very actively -- for
years | directed mnority prograns as a sideline
al t hough they becane nore than a sideline -- is that

this programreally essentially exists to elimnate
the reasons of its existence. The |Iong goal is that
we don't need them anynore, and | think that is a
vital principle that nmust rule what we do.

Eventually, the effectiveness of this
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program is eventually, not at any one tinme, is
determined by the decreasing need for action,
decreasing need for activity, decreasing need for
achi evenent, decreasing nunber of challenges, and |
think that's sonething that we nust realize, that
really i f we are doi ng good, then we don't need to do
t hat much anynore.

The ultimate goal, of course, is to make
sure that the dignity of each person, and the dignity
of the diversity is so valued that race, ethnicity,
national origin or religion disappears in the
background. [It's not sonething that you need t o deal
with, but it's something that really slowy, but
surely, gets overwhel ned by the performance of the
i ndi vi dual , by his work ethics, by all the things that
he does.

So, | always get concerned that prograns
getting nore effective or large, and that m ght be an
i ndi cation that awareness i s perneatingthe structures
and, therefore, there are nore things to do. On the
ot her hand, progress should be neasured in the fact
that really sonmetine -- and | don't know when that
time is, and that will be the question -- that these
progranms eventually should be carried out in a way

that slowy there won't be that nuch need for it.
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Havi ng been here nowon this side of thetable -- this
ismy sixthtine -- where are we? |s there nore need
for the EEO prograns of five years ago? Does t hat
nmean that the awareness of the nanagenent, everybody
in the Agency has increased and therefore that
increases the need for activities? s it level
enough? Is it comi ng dowmn? Were are we?

M5. LITTLE: That's a big question, but
|"mgoing to take a stab at it. W certainly stil
need in the EEO program the neasures of progress
sonetinmes attenuate to change. |If | could go back to
the "70s -- | wasn't here, but | was the EEO Di rector
at the Environmental Protection Agency -- there were
basically quotas. And so the success was in pure
nunbers. And so that was successful. Wen the quotas
went away and we noved to affirmative action, we
| ooked at actions. The enphasis was on efforts and
actions. And that was the case for a while. And
soneone | ooked around and said, "W've got a |ot of
processes in place, but we don't have nuch outcone".

The newest thingis what are t he outcones?
And what we are trying to do here today, we are
tal king about rmanaging diversity. W want to
institutionalize a way of thinking so that whoever

sits on that side of the table, whoever sits in ny
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chair, whoever sits as the EDO, will not have to start
over again with their own personal philosophy and
commtnment. It will be institutionalized within the
Agency. And we believe that if we can pursue a
managi ng di versity process so that the culture in the
Agency does exactly what you suggest -- places
religion, race, ethnicity in the background and nerit
and enpl oyee devel opment and contributions to the
m ssion up front, we have then succeeded. Now,
whet her the bar will change in five years, don't know.
But that's where we are trying to get.

COWM SSI ONER DI AZ: That's an excel |l ent
answer . | really appreciate it. ['"m inpressed.
Excel l ent answer. So, now going down to the bottom
line, is the nunmber of activities that you have to
conduct i ncreasi ng?

IVS. LI TTLE: Could you clarify
"activities"?

COW SSI ONER DI AZ:  Everyt hi ng you do, the
amount of effort, resources, the anmount of tine that
peopl e are putting. It's not bad, by the way, it
m ght very well be that you will be successful, that
people are realizing what needs to be done and
therefore you need to do nore. |Is it getting |arger

and, if so, why? And are you being successful at

NEAL R. GROSS
COURT REPORTERS AND TRANSCRIBERS
1323 RHODE ISLAND AVE., N.W.
(202) 234-4433 WASHINGTON, D.C. 20005-3701 (202) 234-4433




10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

53

institutionalizing diversity in a manner that you are
getting to the point where there is a programthat is
now steady and addressing the issues -- because |
appl aud the efforts in hiring, which is half of the
battle -- maybe not half, naybe 30 percent of the
battle -- and efforts that are being made t o make sure
t hat our enpl oyees have the right opportunities when
they are here, and they are not only treated fairly,
but they feel they are treated fairly because that is
i mportant. There's that cultural issue, am| being
treated fairly? So, the issueis are we gettingto a
poi nt where the nunber, the quality, the intensity of
activities that are devoted, is it flat? ls it
i ncreasi ng or decreasing, and why?

M5. LITTLE: | will again take a stab at
it. That's a big issue, a big question. [If | wereto
react to whether enployees believe today that the
systemis fairer and that the perception of unfairness
i s decreasing, | would have totell you that answer is
no. | do not believe that enployees today believe
that the systemis fair.

On the other hand, | believe the system
i f you | ook at the managers and t he processes and what
we are doing, | believe we are doing alot to nmake the

system fairer. W are not comunicating it well
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enough because enpl oyees do not believeinthe system
as a whole. W don't have a survey, we haven't had a
broad survey aski ng that question for a while, but the
anecdotal information, theissues that play out in our
space, fromthe EEO Advi sory Commri ttees, the enpl oyees
believe that a ot nore needs to be done to ensure
that every subgroup in this workforce is treated
fairly, it's not that way.

What are we doi ng? Sone of the things we
are doing in ny office -- we spent a lot of tine
pl anni ng speci al enphasis prograns, and | think you
all participated in the decisionthat says "let's not
spend 40 percent of our tine planning and executing
five to six special enphasis prograns, let's do a
diversity day. Let's take those resources and spend
t hem on sonmet hing el se |i ke managi ng diversity".

| do knowthat all the office directorsin
t hi s Agency, for the nost part, have identifiedthings
that they are specifically and personally doing to
help the process work. NRR, NMSS, the Regions,
Research, a lot of the office -- OGC, Adnin -- they
have prograns that say "I' maware of what | need to be
doing”, and | think a |lot nore of that is happening.

We need to communicate it better.

There is still alot that needs to be done
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because enpl oyees' belief and trust in the systemis
key to whether we have an effective program

COW SSI ONER DI AZ:  Thank you. Let nme
just nmake one coment and then go back to the
guesti ons. | really believe, because | have
experienced it, that any i nprovenent that is effected
on any one group actually benefits all the groups
because it is the i ssue of howthose efforts perneate
t he structures. So, inprovenent for African Americans
benefit Hi spanics, inmprovenent for Hi spanics benefit
Asian and African Anericans. I think it is very
i mportant that that be clear. It is never an effort
for any group, it is an effort for everybody, and
everybody of course includes this group that we cal
"white" that are soneti nes very preponderant, but they
are part of us, they are part of what we do, and they
actually need to be considered al so.

Having that said, and | | i st ened
attentively to you, occasionally the Conm ssion can do
alittlenoreif we are brought up with the issue. 1Is
there anything that the Conmission could do to
actually to affect things that are nmaybe taking too
|l ong or are not clearly understood, and naybe that
shoul d be directed to the EDO or eventually, since

t he buck stops there, that you eventually will go that
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way. But is there anything that really should coneto
t he Conmmi ssion, that the Comm ssion should consider
this, because I know ny fellow Conm ssioners are as
worried as | amthat this prograns really go forth,
and that eventually, you know, by the tine
Conmm ssi oner McGaffi gan goes out of hereinhis fourth
term we will actually sit in here and say this is
really going well and it is time now to nove into
sonet hi ng el se.

MS. LITTLE: 1'msure the EDO and ny boss,
Pat, probably want to say something about this as
wel |, but ny response to that is |'msure there are a
| ot of things that we can ask you to do to help us
with the program | would like to think about that
and respond to that in a nmuch nore conprehensive and
wel | thought out manner than here. If | say something
here, it may not be the nost inportant thing.

COW SSI ONER DI AZ: | hope you do.

MS. NORRY: | would just say that |'msure
t he Conmi ssioners can do a lot in the comunication
phase of this. One of the things that -- if you say
we're having increased activities, we are. But al ot
of it relates to how well we're comunicating, and
t hat goes across the Agency, of course. W're trying

to do a nmuch better job in general of communicating,
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so obvi ously the Comm ssioners have arole in that as

wel | .

MR. TRAVERS: Pat actually stole ny
answer, but communi cation, as an exanple -- wal ki ng
the wal k, talking the talk -- | think the Comm ssion
i s actually engaged inthat. | nean, several exanples
that | think of are opportunities that you

periodically make on your staffs for rotational
assignnments and the like are opportunities for a
di verse group of enployees to gain a better insight
into the higher |evel workings of the Conm ssion.
But, by exanple, | think in the sorts of
comments that Pat nmade, by comunicating the
expectations that the Conm ssion has of us in carrying
out this program | think that's a principal neans
that | see as you are positively inpacting the end
result that you would like to see occur
COW SSI ONER DI AZ:  Thank you. | | ook
forward to finding out what M. Little and you

actually believe that could be added to our tasks.

Thank you.

CHAI RVAN MESERVE: Comm ssi oner
McGaf fi gan.

COWM SSI ONER McGAFFI GAN: Thank you, M.
Chai rman. |1'mgoing to ask one question -- | probably
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shoul d have told you it was com ng, but | didn't know
it was coming until | sat down here, because it's
probably technical. But in response to the |ast
Conmi ssion neeting, one of the issues we had raised
was whether the Center in San Antonio could be nore
i nvol ved in the HBCU program and the answer we got
back is we can involve them but not wth Nuclear
Wast e Fund noni es, which is nost of what their nonies
are, and there's a statutory i npedi nent apparently to
usi ng Nucl ear Waste Fund nonies for HBCU purposes.
And, honestly, as | read that, | found that
surprising, given ny previous experience wi th Senat or
Bi ngaman and Senator Donenici, where we routinely
pressured the |aboratories to engage in mnority
activities with our universities, trying to recruit
H spani cs, African Anericans, et cetera. And nobody
ever said to nme funds prevent us from doing that.

So, what is the statutory i npedi nent and,
if there is one, is it one we could renove?

M5. LITTLE: | don't knowif we can renove
it. Wetalkedtothe |lawers and they indicated to us
that, No. 1, the funds cannot be augnent ed because we
have noni es -- we have noni es t hat we have i n our HBCU
program and we wanted to place the students and

faculty fromthe HCBU col | eges at the Center, but they
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cannot do that because they would be augnenting the
fund, and we couldn't do that. | do not know the
| egal reasons for that.

M5. CYR It's a question of augnenting
our appropriations for nucl ear waste because we get a
specific appropriation for nuclear waste activities.
To the extent that | took General Funds and was trying
to augment work on nuclear waste to do that -- so if
you took SBCR funds --

COW SSI ONER McGAFFI GAN: Wy can't | j ust
have sonme of the Nuclear Waste Fund go to -- along
with the General Fund, and mix them | nean, is there
any prohibition to giving this Oak Ri dge group that
runs the HBCU programfor us sone Nucl ear Waste Fund
noni es, so you wouldn't be augnmenting the Nucl ear
Waste Fund with General Fund, you'd be using Nucl ear
Wast e Fund noney just |ike we use General Fund noney
to work wth Hstorically Black Colleges and
Uni versities.

M5. CYR  The question would be whet her
t hat woul d be bei ng spent on nucl ear waste activities.
| mean, because you have to spend on nucl ear waste
activities whether dependi ng on howthat noney was --
pur poses and what the i ndi vi dual was doi ng and how you

were spending that noney, whether that would be
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construed -- | nean, | guess that is our concern in
ternms of howyou set that up, whether in fact what you
wer e doi ng was, in fact, spending it on nucl ear waste
activity.

COWM SSI ONER  Mc GAFFI GAN: I would hope
that if we had sonebody at the Center from an
Hi storically Black College and University working on
sonething in nuclear waste activity, it would be
regarded as a nucl ear waste activity, it wouldn't be
-- | certainly hope all this activity in the HBCU
programis not make-work, that it really is work that
hel ps advance our programs and has a programmatic
goal .

M5. LITTLE: Let me respond to that. W
actually match up the students and faculty with NRC
projects so they are working on specific NRC projects
at the Labs.

COW SS| ONER McGAFFI GAN: | don't want to

bel abor this and use all nmy time. | think you need to
take a second |look at this, to be -- Comm ssioner
Merrifield?

COW SSI ONER MERRI FI ELD: | t hi nk when we
asked that question, it wasn't so narrowy focused to
say havi ng those fol ks work just on i ssues associ at ed

with the economc project, there's a notion of can
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t hey work at the Sout hwest Center on other activities
utilizing those nonies. But | think the answer that
was -- the question that was answered by OGC was a
narrower question rather than the nore expansive one
t hat the Conm ssion was | ooking at.

COWM SSI ONER McGAFFI GAN:  The answer t hat
we got from the EDO on Novenber 19th said we could
only use these nonies apparently because the noney
that goes to RIs -- now that | understand it, the
noney that goes to Oak Ridge conmes fromthe Genera
Fund, therefore, we have activities at the Center
things |ike West Vall ey or whatever that are General
Fund activities, and the determ nati on was nmade t hat
we coul d pl ace people if they wanted to work on those
sorts of projects, but we couldn't place themworKking
on Nuclear Waste Fund projects because we weren't
usi ng any Nucl ear Waste Fund noney to fund RIs. It
strikes ne that you could mx in sone Nuclear Waste
Fund noney to the extent that we thought there were
useful activities that an HCBU professor or student
could do, and then you could use that noney at the
Center and it would tax the Nuclear Waste Fund in a
very small way, | suspect, but it's sonmething | just
t hi nk we shoul d consi der.

The other thing -- 1've nentioned it
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previously, and |' maware of it because it applies to
the Department of Defense -- but there are also
incentives in law to work wth Hi spanic-serving
universities simlar to the HCBU program that apply
to the Department of Defense. | know we don't have
that authority here, but have we ever thought about
seeki ng that authority, because |, again, think that
the rel ationships you forge at the student and with
uni versities can helpintherecruitnent inthe longer
term So, again, |'d just raise the issue as to in
the future in our legislative prograns, should we
proactively | ook at the DOD | anguage and see whet her
t hat | anguage coul d be applied to us. These are very
smal | taxes. | knowthat progranms tend to regard t hem
as taxes, but if they are properly expended, they can
be -- that the taxes can bring a profit, unlike nost
taxes, unlike the taxes that we pay to the IRS, |
suppose, but whatever. So, | just throw that out as
a suggesti on.

One of the other things | saw, | ooking at
t he data, | knowwe' re going to have an opportunity to
fix this because we, for the first tine in years, are
going to be growing interns of our FTEsS this year and
next, if Congress supports our FY 2003 budget, but the

tabl e on page 2 of whichever annex, show ng the age
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profile of this Agency, we've gone from when
Conmi ssioner Diaz and | showed up and Conmm ssioner
Dicus -- she was here, | think, in '96 -- | showed up
at the end of FY96 and the start of '97 -- we went
from 24 percent of our workforce being 39 and under,
to 19 percent of our workforce being 39 and under
from741 people in '97 to 539 in'01. Now, there's a
| ot of 36-year-olds or 40-year-olds who nanaged to
bunp thensel ves up to the next category during that
period, but we really are still -- we don't have,
based on this data, a very happy age profile and, from
the point of view of having this Agency be
reinvigorated over a 10- or 20-year period, fromthe
poi nt of view of being one of the 539, you know, your
odds of being EDO are probably never better 20 years
fromnow, but | think we need to think about it. |
mean, | knowit's going to be addressed, but | think
we need to | ook very hard at how we -- you know, at
getting this percentage back up at least to the '97
| evel . And | know why the decline, we weren't hiring
a |l ot of people, we were hiring just to replace and we
weren't always fully hiring for replacenent because
our FTE nunbers were going down. W have a real
opportunity to fix this, and | just urge us to take
it.
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MR. TRAVERS: You're right, I think we do

have an opportunity, and part of that opportunity lies
inthe fact that we are growi ng, as you nentioned, for
a nunber of reasons. The target that |I laid out in
March of ' 01 of 25 percent entry level was in part --
not entirely, but inpart -- intended to hel p overcone
of the statistic, and recognize that going forward
we' ve got to put ourselves in a position where we're
not vulnerable to a great deal of our expertise
wal ki ng out the door on any given day of the week.

W' ve actually exceeded those, as |
mentioned early in my presentation. In fact, | think
| ast quarter we were up to 40-sone-odd percent entry
| evel hires. So, it's a continuing challenge. It's
not going to be turned around i n any gi ven quarter, or
per haps any gi ven year, but it's one that we're going
to have to continue to be consci ous of and direct our
efforts to overcom ng.

COW SSI ONER McGAFFI GAN: | agree, it's
sonething -- there's another table in here -- you
know, you look at these statistics and they tell
stories. In the 56-plus range of nmanagers and
supervisors, we went from65 in '00 to 75 in 'O01.
Now, there are a fair nunber of retirements during

t hat period, so we have a heck of a |l ot of 56-year-old
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managers who are 56 in '01 in this Agency, because

don't think we hired anybody from the outside into
that, and we have obviously a heck of a |l ot of people
over that age. |If you are 56-plus today, your chances
-- unless you are a saint -- of being here a decade
from now are not high. So, that's 75 people that
we' re probably going to have to replace certainly in
t he next decade, and many of themsooner. So, there's
j ust going to be an enormnous turnover inthis placein
the next few years, is what this data is telling us.

MR. TRAVERS: W use that factoid to
attract new people to conme into the Agency, and
suggest that there are going to be opportunities at
NRC i n upcom ng --

COW SSI ONER Mt GAFFI GAN: I think that
should be part of our communication strategy, you
know, there are a lot of upward nobility potential in
t hi s Agency.

Are we tryingto -- interns of retention
of these younger people, are we trying to track, say,
at the three-year point, whether we've retained the
peopl e that we hired? Do you have any tool | ooking at
retention of people we're hiring so that we know where
we stand and whet her we're keeping thenf?

MR. BIRD: That's exactly the benchmark
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that we've established for |ooking at this, and we
have begun tracking it. And we haven't had the three
years to neasure whether we were successful or not,
but if you look at the G een Book, in the back,
think that is represented there. W are --

COWM SSI ONER McGAFFI GAN:  You're going to
have a performance neasure on three-year retentions?

MR. TRAVERS: Yes, but it's nunbers and
basis. In other words, individually, as people | eave
t he Agency, we have exit interviews where we seek to
elicit what it is that's the reason.

COWM SSI ONER McGAFFI GAN: | think that's
i mportant. It was nentioned that you are trying, in
recruiting people, you' re |looking at course work in
addition to their GPAs. That coul d be for two reasons,
| hopeit's for the good reason. Wen | | ook at grade
inflation that's happening in the canpuses -- you
know, that the new President of Harvard is taking on
his faculty because | think over 50 percent of the
grades given there are As nowadays, which makes it
hard to tell one student fromanother, and apparently
that's happened el sewhere. There was an article in
the paper the other day about a fellow not getting
tenure because he was a hard-ass about giving out Bs

and Cs, and they basically woul dn't retain hi mat that
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university -- at least that's the allegation that he
made.

So, if everybody has got 4.0s or 3.9s or
3.5s, you have to | ook at the course work to nmake sure
that this isn't sonebody that's just bei ng passed on
to us by a bunch of university professors not willing
to do their jobs, or is it -- the alternative theory
is that, you know, we're trying to justify taking
people with 2.5 or 2.0 GPAs based on taking a peek at
t heir course work and seei ng whet her they m ght still
be good enough for us.

M5. NORRY: The focus of thisis -- and
don't think this is sonething that's going to end up
bei ng wi despread because, when we established the
requi rements for theintern program we did sow th an
i dea t hat we wanted to nai ntain standards at a certain
| evel , and that's what we have. But we were getting
feedback from program officials who interviewd
peopl e, who said, "You know, this person -- there
could be various reasons why their GPA was not up
where the | evel should be", but they | ooked at other
factors, and they wanted to have sonme flexibility to
be able to occasionally bring soneone |ike that
onboard. And so we thought that was a good thing.

COW SSI ONER McGAFFI GAN: ' 11 just tell
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you, | haven't done a lot of hiring in recent years,
but in Senator Bingaman's office, we had to hire
people to be nostly | egislative correspondents. And
they had to be able to wite. And | was turning down
peopl e frommaj or | aw school s who had good GPAs at t he
| aw school s, who could not -- we had to institute a
witing test in order -- which we would give themon-
the-spot -- here's aletter, take a crack at answering
it -- in order to figure out who could wite and who
couldn't wite sinple declarative sentences.

MR. TRAVERS: We hope you don't give that
standard to the current NRC staff.

(Laughter and sinul taneous di scussion.)

COWM SSI ONER  Mc GAFFI GAN: ["m not real
big, as you can tell, on our university systemat the
noment because |I'm not sure it's doing its job.
Obvi ously, some very, very good peopl e get through it
and do wel I, and sone peopl e get passed through it who
really aren't very conpetent because the professors

won't do their job and actually give out Bs and Cs and

Ds. |'msure Professor Diaz was not one of them but
| think with that 1'Il |eave.

CHAI RVAN MESERVE: Commi ssi oner
Merrifield.

COWM SSI ONER MERRI FI ELD: 1"l play off
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that comment in going back to the answer that Irene
gave to Commi ssioner Diaz' first question in which he
mentioned it was an excel |l ent answer. W have enough
people in this Agency who have been students of
Conmi ssi oner Di az who can attest to the fact that he's
not an easy grader, so | think you shoul d take that as
quite a conplinent.

As we go through this, | think that the
guestions that have preceded nmine tal ked to the issue
of bal ance, and that is we have had a not abl e success
inour ability tobringinnewentry | evel people, and
| think it goes without question that so far that has
gone very wel|.

Keepi ng t hose peopl e and maki ng sure t hat
we have people comng in at the md-levels to fulfill
all of our needs is inportant, too. And on the
bal ance i ssue, I'mrem nded of an ol d exanpl e of what
happened in the former Soviet Union. There was an
instruction, a five-year plan to make glass. And in
the first five-year plan, they said we want to have a
certain nunber of neters of glass, and that
prescription was made, but they found out that the
gl ass was very, very thin and kept breaking. So, in
the second five-year plan they said we're going to

require our glass to be manufactured, and they put a
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t onnage wei ght onit, and they found out that they had
very thick glass that didn't nmeet the requirenents as
well. And neeting that sort of "sweet spot” in the
m ddle, | think, is sonethingthat we're goingto have
to continue to try to achieve in order to get the
vision that | think Comm ssioner Diaz has | aid out of
a sustainability in our prograns where we can nmeet our
goals and do it in away that is holistic of where we
want to go as an Agency.

Al'l that having been said, one of the
guestions was directed towards M. Bird related to
sone of the new hires and whether there was a confort
| evel of themon coming to the Agency. You seemto
have a fairly optim stic statenent in that regard, and
overall | think that may be the case.

| have had occasionto tal k to a nunber of

the newhires, and | would say -- and this, again, is
an i solated exanple -- | think there is sone | evel of
concern out there. | don't think all is roses and red

Wi ne, so to speak.

My question is this: Do we believe that
some of the managenent fol ks within the Agency, who
really have to care and nurture for these fol ks, are
doing all that they can do to make sure that we are

going to be able to retain themdown the |ine and not
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add to our attrition rate down the road?

MR BIRD: | think certainly that's m xed.
Sone managers are doing an outstanding job in this
regard, others for various reasons, in ny opinion, are
not having the tine to devote to this, are not
committing thetine to devote to the nurturing that's
necessary here for a new enpl oyee, to get themfully
integrated, to try to work with them on retention
i ssues, to show them how we do business. In the
Leadershi p Devel opnent Program one of the groups is
focused on this and is trying to work around that to
provi de sone supplenmentary sources of nurturing, if
you will, and certainly Irene's staff and others are
trying to do the sane thing and pick that up. And I
do think there is sonme concern about that, that if the
people that are comng are not challenged wth
meani ngf ul j obs and neani ngf ul feedback and sone neans
of going to someone who will help them see how we do
busi ness and understand our processes, we coul d have
a shortfall there.

One of the things this group, this
Leadershi p Devel opnent G oup, is doing is offering
their owntinme to help fill that void and to work with
new enpl oyees as peers. They are basically | ookingto

them as peers, and |I think this is a very val uable
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thing in the Agency for that to happen. And you wll
see sone of that start to materialize as this group
works to the end of their project here. But | don't
di sagree with you, and it is m xed. Sone are worKki ng
very hard at this and doing a very, very good job, and
others aren't devoting as nmuch tine to that nurturing.

MR. TRAVERS. | should coment, though
that in an age or an era when there are a |ot of
chal l enges for the managenent team at NRC, this is
another one, and it's significant. W ought to do
well. But |I do recognize the limtations on what we
ask of the managenent team

We need to continue to enphasi ze this and
work with them and make sure that we understand all
of what it is we are asking the managenent teamto do
as we struggle with a host of inportant issues, and
where we need to hel p, fromthe senior |evel, whether
it be via resources to help in this arena, or sone
ot her factor, | think we've got to remain aware of the
overall challenge that we ask so that they can, in
fact, be successful in all of the areas where we
expect success. |I'mnot sure we've always done as
good a job, fromny level, in making sure that the
expect ati ons of our managenent team are reasonabl e,

but we're working hard to try to do that now, and
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we're going to continue to keep our eye on that.

COW SSI ONER MERRI FI ELD: Vell, it's a
fair point. Again, | think it's one worth spendi ng
some time. You know, the old adage i s you can go out
and you can purchase very good seeds, but if you don't
wat er themand nurture themappropriately, they wll
not grow nor will they thrive, and that, | think, is
part of where we are right now

I"d be interested in maybe a foll owp
| ater on of if we are appropriately capturing wi thin
the review process for our senior nanagers their
conmtnent to these kind of efforts, in their yearly
revi ews.

Dr. Travers, over a year ago, at this
point, you had an instruction to nenbers of the SES
Candi dat e Devel opnent pool to conme up with a strategy
on conmuni cations for the Agency, and they canme up
with a docunent called Conmunications is the Key.

|"m struck by one of the coments this
nor ni ng about a seem ng disparity between, as Irene
mentioned, the feelings of senior nmanagenent that we
are doi ng the appropriate things to have a systemt hat
is fair, i.e., for hiring and for having people go
t hrough our systemthat is fair, yet a belief anong

many out there that it is not fair, that they are not
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being treated fairly.

One of the notions that Ms. Little tal ked
about was a notion that conmuni cations plays a part in
t hat . And so |I'm wondering to what extent are we
going to fix that, and how?

MR. TRAVERS: There are a nunber of neans,
and conmuni cation is a broad arena. The one that |
t hi nk perhaps nost directly applies to this issue is
the one that | spoke to at the outset, and that is --
the one that's in the paper -- and that is the
obligation that we, as nanagers, have to our staff of
fairly assessing their performance, giving them
instructive feedback on where and how they m ght
devel op i n areas where they are perhaps not as strong
as they m ght be.

| think the disservice you can do by not
providing that 1is nmulti-faceted. One of the
di sservices you do is you can provide to an enpl oyee
who you are not giving that feedback to, where perhaps
you as a nmanager don't feel confortable providing
critical feedback is you don't provide the opportunity
for the enployee to know where they stand and where
they may need to focus their own efforts -- thisis a
two-way street -- in developing thenselves to the

poi nt where they should be nore strongly consi dered
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for advancenment in the NRCc.

| think sonetines it's easier -- and
perhaps it's easier with mnority staff -- to not
provide critical assessnments, evenif they'reintended
to be constructive, because of the concern that you're
going to be viewed in a fashion that's not
conplinmentary to you. | think that's just wong, and
there are certainly different styles for how you
provi de t hat feedback, and it ought to be positive and
it ought to be constructive, but it ought not to
al ways send gl owi ng nessages about performance. It
ought to be balanced in terns of what you are doing
wel | and where you need to i nprove your perfornance,
so that you have the opportunity to understand where
managenent perceives your capability to be at any
point in tine, thereby providing the enployee an
opportunity to do sonething about it.

That's not the only area, but | thinkit's
a key one. | think the other areas of opportunity
that we have are stressing the way we carry out sone
of our conpetitive selection processes into things
|li ke SES Candidate Devel opnent, by providing
i nformati on about the rigor associated with those
processes. And, frankly, | don't think you'll at

anytinme conpletely overconme, in sone staff m nds, the
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viewthat it's a systemwhere peopl e are earmarked f or
advancenent . | think that's a natural sort of
function of organizations, but having said that, |
t hi nk we ought to do everything we can to provide the
informati on that suggests otherwise in how we are
conducting these sorts of sel ection processes, in how
we are conducting appraisals, in howwe are nmentoring
mnority staff in the Agency, and other staff in the
Agency.

So, there ought to be a fairly obvious to
all staff -- there ought to be obvious information
t hat suggests that we are, in fact, acting fairly on
all fronts.

MR. BI RD: If | could just conment on
that, there's a recent Merit System Protection Board
study that has been rel eased that suggests that this
problem of a perception of process fairness is
t hr oughout government. | think the feedback, if |
remenber it, was that about 40 percent of the people
who responded felt that the systenms were fair and
equitable, and that's a very | ow percentage, and OPM
will certainly take on this challenge, and we are a
part of that, and we need to take on the chall enge as
wel | because the perception, as you know, becones

reality in the mnds of the people that we're
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interacting with, and | think that study m ght give us
some insights as to how to begin to address that
I ssue. And we need to do nore in trying to
conmuni cate both here and throughout government.

COW SSI ONER MERRI FI ELD: | have two qui ck
guestions left. The first one, Ms. Little, when you
tal ked about the success in the ADR process that
you' ve had, which | have previously and conti nue to be
very supportive of, despite that, however, there was,
| think -- if | got it right -- you did have an
i ncrease in the backl og of some of those actions out
there. And |'mwondering -- fromFY 2000 and FY 2001
-- and I mwonderi ng what you' re doi ng to address sone
of that and narrow the period of tine necessary that
those are out there before they are addressed?

M5. LITTLE: We did not have an increase
in the nunber of formal conplaints that were fil ed.
The nunber | nentioned --

COW SSI ONER  MERRI FI ELD: No, not the
nunber filed, the carryover.

M5. LITTLE: The 19 conplaints that were
carried over were fromprior years, and sone of those
were already former. The 21 that carried over were
sonme of those 19 that are still in courts. So we have

to |l ook belowthe figures. W are pretty pleased with
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new conplaints that are coming in, at how we are
dealing with those, but sonme of the carryover
conplaints are as old as '96, '97, '95, and they
continue to be carried over. W are adding sone to
that list, but for the nost part the new conpl aints we
are resolving. So, yes, we added two to that nunber,
but when we think about it, we had 40 incidents of
counseling, 13 went to ADR 27 were handl ed by the
counselors, and 15 of those actually resulted in
formal conplaints. Yes, we added a couple, but that
was it.

What are we doing? W're still
encouraging people to wuse ADR It is the
conpl ai nant' s choi ce. W cannot nake t hat deci si on for
them So, ours is one of educating them about the
process and the benefits of the process, and giving
t he enpl oyee the choice very early.

COW SSI ONER MERRI FI ELD:  And | don't want
to take away fromsuccess, |'mjust saying that we, on
this side of the table, frequently take the staff to
t ask on backl og and, gee, are we getting this behind,
and the anount of tinme they are backl ogged and al
that. | just wanted to get sone sense -- typically,
again, the practice onthis side of the table, to nmake

sure you focus on that, too, to get those out of
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t here.

Last question briefly to M. Bird, you
t al ked about howwe have -- | think it was a 6 percent
internal attrition rate, | think that was the nunber

you t al ked about. Obviously, there's a whole variety
of factors in that, but | am concerned about the
extent to which people are | eaving the Agency togoto
ot her Federal agencies or to -- out in the private
sector. Are we concerned about that nunber, or do we
have an under st andi ng of howthat breaks out, and what
sone of the reasons are for it and, nost inportantly,
is there anything we can do to inprove it?

MR BIRD: Well, we |ook at feedback we
get fromenpl oyees as they | eave. Sone | eave us good
feedback that we can draw sonme conclusions from
ot hers just say "thank you", and don't really | eave us
alot to work with.

W, frankly, don't lose a lot to other
agencies or to outside entities conpared to the rest
of the Federal Governnment. W have recently | ost our
share to retirenment, and that tends to be the nost
common reason for | eaving.

| think our challenge is going to change
there as, again, the younger popul ation, the interns

will have opportunities, and they are going to be

NEAL R. GROSS
COURT REPORTERS AND TRANSCRIBERS
1323 RHODE ISLAND AVE., N.W.
(202) 234-4433 WASHINGTON, D.C. 20005-3701 (202) 234-4433




10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

25

80

| ooking for those opportunities. And that, to ne,
will make a difference in the future.

W do periodically go back and | ook at the
statenents that are nmade by the people that are
| eaving, and we break down those reasons, and they
typi cally have been reasons of fam |y noves and t hat
sort of thing, nore so than dissatisfaction with NRC
as a good wor ki ng environment, and we'll | ook at that
again. | just don't have that with ne.

COW SSI ONER  MERRI FI ELD: Thank you.
Thank you, M. Chairman.

CHAl RVAN  MESERVE: Let ne nmake an
observation that would be ny answer to Comm ssi oner
D az' question "where are we", which is obviously the
fundanmental reason we are here, and ask you whet her
you think I'mright.

As | read the paper and |ook at the
statistics, | see a |arge nunber of very aggressive
efforts that we're taking to deal with the situation
we're confronted with. | knowthat they are sincere.
| think they are well received, and | think they are
proving to be effective. But as | |ook at the data,
| see that we're not there yet, and we | ook at the
percentage of managers, we |look at some of the

statistics interns of the SES representati on and the
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i ke, that we have a ways to go. And this is not
sonet hi ng you can turn around on a di me, that you have
to deal with the age profile problem you have to
constantly fight that issue, as an exanple, and
bringing in and new recruiting and you're filling
positions, that's sonmething -- you have a few of those
opportunities a year to be able to deal with it, so
t hat one woul dn't expect to have success overni ght on
sonething |ike that.

But ny sense of thisis this is a problem
we're working on. We're working on it aggressively.
W aren't there yet. And as part of our candid
eval uati on process here that you've enphasized, |'d
| i ke to get your sense. |Is ny report card a fair one?

MR. TRAVERS: | thinkit is. | think, you
know, anybody who has been here a while and has seen
the Agency grapple with sone of the statistics and
sone of the nunbers, it's obviously one where we've
made sonme progress, but it's slow. There are reasons
for that. You have indicated we are a very highly
techni cal organization in the main, so sonetines our
ability to reach out and attract diversity in our
wor kforce is somewhat limted. Qur ability to pay
people is sonmewhat |imted.

But | think we have made -- the strides
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that we have made are notable. W have efforts in
pl ace to remedy sone of the nore obvious issues, like
underrepresentation in specific areas. But it's
pretty clear to me that it's going to continue to
require concerted effort. 1It's going to continue to
require that we explore additional activities.

Conmm ssi oner Di az asked a questi on about whet her nore

activities areinplay. | think today nore activities
are in play. Many of those activities are |ess
focused -- we take credit for themin EEOdiversity's
face -- but if you |l ook at them communications and

other fornms of our efforts, are really, as Pat
mentioned in her opening remarks, nmuch nore broadly
applicable to the work environnment that we have here
at NRC. And | think that where we' ve per haps nade t he
greatest gain -- and sone of what we've done is |ess
quantitative, but nore qualitativeinthe sense of the
quality of the work environnment, that we do have the
diversity that we do enjoy here and those sort of
things, but | think your assessnent is fair. The
nunbers, if you | ook at themsort of coldly, in the
mai n, haven't changed greatly over the years. They've
i nproved sonme, and | think lately they've been
improving at alittle bit faster pace, but | woul dn't

expect to see next tine we neet, or even the next tine
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we neet, to be dramatic gains in these nunbers. |
think it's going to take a concerted effort in al
areas that we' ve been tal ki ng about today, to nmake the
sort of inprovement that | think you'll hold us
accountable for making in the |onger-term

M5. NORRY: | would just say one thing,
whichis | agree with what Bill said, and | agree with
your assessnent, but one of the perhaps di sadvant ages
of being around as long as |'ve beenis that | tried
to remind nyself that the fact that we' ve nmade
progress since the beginning is not sonething that we
shoul d tal k about a | ot and congrat ul at e our sel ves on,
but we have, in fact, nmade progress, and | can only,
just as one small exanple -- | renenber we went
t hrough years and years and years where t he nunber of
wonen i n SES positions was insingledigits, and we --
t he bi g achi evenent was going to be if we could ever
get it out of single digits. So, these things are
nmeasured, you know, by gradual progress and, as Bil
said, it's not just the nunbers. | think the
awareness is what we have to keep | ooking at, the
awar eness and the conmuni cati ons.

VR. MARSHALL : Speaking for the
commttees, in addition to -- there's a lot of

activity going on, but as we're working on this
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i nstead of just focusing onthe nunbers, we're | ooking
at broader neasures of progress. You heard a | ot of
di scussion of fairness of the system a lot of
di scussi on on feedback. Those aren't sonething we
can't put on paper. W realize that those are nuch
nore inportant areas to work on to get outcones that
have |onger benefits, that help with retention,
because, |i ke Conmi ssi oner Di az sai d, about 30 percent
is getting a whol e new group through, it doesn't do a
| ot of good with regards to | eadership positions if we
| ose that entire group after five years or after ten
years. Along the way, you still won't see any change
in the nunbers thensel ves, but if there's a stronger
sense that the devel opnent and progress, pronotion
that there's a sense of fairness, there's honest
f eedback on "I know where | stand, | know what | have
to do to move through this organization", wll
i ncrease the chances of retention and then hopefully
we' ||l see better outcones with those numnbers.

CHAI RMVAN MESERVE: | just have two nuch
| ess fundanmental questions. You used the term "best
practices"” to describe the various things you're
doing, and it's clear fromthe discussion that there
has been substantial interaction with the various

Advi sory Conmittees and with nmanagers and trying to
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t hi nk that probl emthrough, and | endorse that, that's
clearly the right thing to do.

| guess | do have the question, however,
is the extent we | ook to other agencies or even the
private sector to see whether there are sonme tools
that they are using effectively that we m ght be able
to adapt to our circunstances? | nean, it's very
i mportant to have sonething that builds on internal
conmuni cations, but there are other things that we
haven't thought of that we could | earn from outside,
and are we trying to get to that information?

MS. LITTLE: The short answer to that is
yes. W interact -- | do -- with my counterparts to
di scuss with themthe ki nds of things they are doing.
And managing diversity wasn't invented by us, we
| earned t hat that works fromone of our fell owagency.
NlH is doing some things there. So, yes, we do, we
try to learn fromthat.

MR, VIRALIO The other thing I'd add to
that, Irene, is the fact that we've got a new
contractor com ng onboard. Part of the selection
process i ncl uded | ooki ng at what their experience was,
and part of our expectations for themis they' Il take
us to a new level based on what they've |earned

outside of NRC. So, we've got high expectations for
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that group to take advantage of the work experience
t hey' ve had el sewhere and to transl ate that i nt o NVSS.

The other thing 1'd like to go back to,
M. Chairman, if you'd let me, I think Mke's answer
was a great answer to the question that you asked
about managi ng di versity and where we're going. And
"there" isn't about just changi ng t he nunbers, | think
"there" i s about increased performance capacity of our
or gani zati on, about providing the people that we have
onboard today work assignnents, opportunities,
devel opnent, and challenge. And | think that may be
where "there" is for us right now, as in parallel,
we'll work to change the nunber, changing the
envi ronnent, changing the opportunities are really
i mportant to us, and | think in the end what we're
going to see is an increased performance capacity of
our organi zation through managi ng diversity.

CHAl RMVAN MESERVE: Thank you. Just one
qui ck |l ast question. One of the great successes that
you had described to us | ast tinme and agai n presented
in the paper, is our recruitnment in H spanics,
particularly in Puerto Rico, is usually successful.

It appears fromreadi ng t he paper that you
made a simlar effort wwth regard to Asian Anericans

in California, but from the statistics we see, we
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didn't seemto get nuch in the way of applicants. Are
t here sonme | essons that we've | earned fromthis about
howto do this recruitment effort that gives a better
yi el d?

MR. BIRD: | may be able to speak to that.
| don't think you could quite characterize those as
equal in terns of investnment and the people
participating, and particularly with regard to goi ng
there with jobs on the other end of the visit.
Certainly, | think fromsone of the discussions that
Pat has had with the conmttee, we want to pick up on
t hat and go back to that with the sanme | evel of effort
t hat we were addressing the other events that we had
at North Carolina A&T, and certainly in Puerto Rico,
to re-exam ne that and re-exanine the jobs that are
going to be available, and go there with the intent
t hat we woul d nake on-the-job offers. So, they were
well intended, but they weren't quite parallel
efforts, in ny opinion.

MS. LI TTLE: Let nme nake just one conment.
There was another difference also. Wen you go to
Puerto Ri co, probably 90 to 99 percent of the students
there are going to be Hispanic. When you go to
Hi storical Black College, the same will be the case.

When you go to the West Coast schools, you don't have
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t hat percent age of any singl e group represented there.

CHAI RVAN MESERVE: Good. Well, thank you
very much. We're to the point in our programwhere |
want to give an opportunity for the representatives of
t he Advi sory Conmi ttees and the Uni on to have a chance
to make brief statenents.

M. Marshall, would you like to make a
statement on behalf of the Advisory Committee for
African Anmericans?

MR. MARSHALL: Yes, | would, thank you.
The Advi sory Comm ttee for African Americans again --
we're concentrating on a subgroup of what all the
commttees are concentrating on -- that s,
advancenent of African Anericans wthin NRC
increasing the nunbers or advancenent of African
Americans or preparing them to advance, and to the
SES, the FOS, and the supervisory positions, and
increase helping the Agency be successful in
recruiting African Anericans into the Agency. And
we're involved in ongoing dialogue and a working
rel ationship especially Ms. Norry at the EDO | evel,
HR, and SBCR, on putting together a framework i n which
to address that. And the interesting thing is, the
framework we're going to tends to | eave fromi ncrease-

t he- nunbers to i nprove f eedback, sponsorship, focusing
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on preparing people to be successful in this Agency,
and | think that's where a | ot of progress is being
made that is not as visible as the recruitnent
efforts. The recruitnent efforts are very visible,
but these other areas we're working on -- which,
again, | think are nore as inportant with regards to
f eedback, working on the perception of fairness with
the merit staffing process we're very active in, and
we | ook forward to continuing working in those areas,
and hopefully we will get sone very positive outcones

in the near future. Thank you.

CHAI RMVAN MESERVE: Thank vyou. Ms.
Del gado?

M5. DELGADO  Good norni ng, everyone. |
would like to thank everybody for giving nme the

opportunity to speak today, and on behal f of HEPAC, |
woul d | i ke to thank the Comm ssion and all the offices
i nvol ved for the outstanding recruitnment effort this
past year.

W sincerely hope these successes wl|
continue as the Agency attenpts to address the
underrepresentation of H spanics at the NRC. W al so
feel that it is inportant to focus additional
attention on long-termretention of those we recruit.

To do this, we encourage continued efforts in
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following up with current recruits to assist in
facilitating an open and responsive workplace by
establishing IDPs and nentoring, and in providing
opportunities for techni cal and nont echni cal Hi spanics
in highly visible and rotational assignnents,
i ncl udi ng EDO, Commi ssion, and Chairman offices.

HEPAC is conmitted to continue to be
i nvol ved with recruiting and wel com ng the Hi spanics
who are comng to the NRC. We will assist with the
ment ori ng of new enpl oyees and nmaki ng themfeel a part
of the Hi spanic and NRC conmunities. Thank you.

| just wanted to address sonething that
Conmmi ssi oner Dicus said on feedback fromthe interns.
HEPAC ri ght now pl ans to conduct an i nfornmal feedback
programwi th the i nterns over the next fewnonths. W
are conducting the process to assess factors that may
affect the retention of these new enpl oyees. Thank
you agai n.

CHAI RMVAN MESERVE: Thank you. M .
Cul I'i ngf ord.

MR. CULLI NGFORD: Thank you, Chairman and
Conm ssioners. | am pleased today to represent the
views of the Asian/Pacific Cormittee. |'mthe Co-
Chair. |1 would like to relate to you sonething that

happened in Decenber. On Decenber 18th, we had a
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comm ttee nmeeting which was to el ect newofficers and
vot e new nenbers of the commttee. And a probl emt hat
has arisen in the past arose at that tinme, and that
was we di d not have a quorum So, the nmenbers present
of the commttee at that time started to discuss,
well, why is this? And there were sone views
expressed at that time, one of them being that they
felt that the managenent had not been addressing the
i ssues that APAAC has rai sed, and there was sort of a
di sillusionnment. So then the point was, well, isthis
just the views of one or two nenbers of the conmittee,
so they decided to poll the Asian/Pacific Anerican
menbers of the NRC staff and ask for their views. And
what was to ne a little surprising was that there was
a l ot of disenchantnent, and the point was, well, it's
busi ness as usual, nothing has happened. W had the
Conmi ssion briefing and, really, Conm ssioner Diaz, it
addresses that question, and also Commi ssioner
Merrifield, of bal ance, t hat not hi ng has happened and,
to ny surprise, the point was raised, well, why
doesn't the Asian/Pacific Anmerican Committee | ust
quit, why don't we just stop. And | and sone ot hers,
gquite a nunber, were opposed to this, of course,
because that doesn' t really solve anything.

Neverthel ess, the mpjority of the responses said we
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shoul d quit, we should w thdraw

And so | started to | ook nysel f at sone of
this, and going back to the last year's briefing, we
had raised the issue, one of the main issues, about
the representation of Asian/Pacific Anericans in
managenent and supervisory positions. And you know
statistics, you can get anything fromstatistics, but
sonetines statistics are very sinple, very clear. And
so | always wonder, is this a few people sort of had
an ax to grind, or they have sonething they want to
say, but it's not real, but this is not just a
perception, it seens the statistics show that.

What they showis that our cormittee, or
our nenbers, have over the last five years, the
representation in the SES and supervisory positions
has actually gone down whereas every ot her group has
gone up. And if you |l ook on Attachment 3 at page 4,
you can just see that by looking at all the groups,
that since 1997, just | ook at the percentages and you
will see that our group is the only one where
representationin nmanagenent supervi sory positions has
gone down. And we realize, everybody realizes, that
t hese t hi ngs requi re constant attention and t hey don't
change overni ght, and nobody is trying to put people

in jobs just because of their backgrounds, they have
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to be conpetent. However -- in other words, what are
we asking, what does our commttee, what do our
menbers ask the Conmm ssion to do?

And we woul d I'i ke to ask and request t hat
t he Comm ssion focus on this issue and try to take
sone actions to rectify this underrepresentation of
Asi an/ Paci fic Americans. Thank you for your tine.

CHAI RVAN  MESERVE: Thank you, M.
Cul l'ingford. M. Qunn.

M5. GUNN: M. Chairman, Conm ssioners. At
the last EEO briefing, FWAC stated that we would
concentrate on creating devel opnental and career
advancenent opportunities for wonmen at NRC I n
particular, in that tinme we' ve been working on a
secretarial initiative as 84 percent of Grades 12 and
under at NRC are women. We | ook to provide a report
on that initiative to SBCRin the very near future.

FWPAC has al so been working with program
offices to address wonen's concerns. NMSS, in
particular, has been actively working with FWAC
Sonme of the recent actions they' ve taken have been
hiring fl oaters for the secretarial staff, to givethe
secretarial staff an opportunity to take training, to
take vacation, or to help out when the workload

spi kes.
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NMSS has also paid close attention to
t heir devel opnental assignnents. As an exanple, 40
percent of NMSS enpl oyees on devel opnent al assi gnnents
| ast year were wonen. This nunber is consistent
pretty much with the overall percentage of wonen in
t he Agency.

FWPAC | ooks forward to conti nui ng to work
with you and all the programoffices in the future.
Thank you for your tinme and support.

CHAI RVAN MESERVE: Thank vyou. M .
| brahi m

MR IBRAHIM M. Chai rnman, Conm ssioners,
on behalf of the Conmittee on Age Discrimnation, |
woul d i ke to express ny thanks to you for giving us
the opportunity to address the Conmm ssion on age
i ssues.

The Conmittee woul d |'i ke to bring sone of
their concerns to your attention. You will notice
that our current statenent has not markedly changed
fromprevi ous statenents presented to t he Conmi ssi on.
VWhat does that inply? It inplies that not much
progress has been nade to resol ve our concerns.

I n t he past, we have reconmended t hat sone
actions be taken to i nformand sensitize managenent to

ensure fair and equi tabl e pronotions are present, and
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awards for other staff. So far, we have not seen nuch
in the way of positive action regarding these
concerns.

Staff 50 years ol d and above are the core
of this Agency. They possess critical job skills and
experience which are essential to the m ssion of the
Agency. The Agency needs to recogni ze themand val ue
their experience and facilitate its transfer to the
younger staff. W hope in future briefings we can
report to you that progress has been made regardi ng
this issue.

And, finally, the commttee would liketo
t hank the EDO, Dr. Bill Travers, and Brian Sheron for
meeting with us to discuss our concerns. |In addition
tothat, we'd like to thank Ms. Irene Little and her
staff for providing the data to anal yze it and expl ain
what ki nd of percentage regardi ng ol der enpl oyee and
younger enployee get promotion and how much can be
acconplished fromthat. Thank you.

CHAl RVAN MESERVE: Thank vyou. M .
Akst ul ewi or z.

MR, AKSTULEW ORZ: Thank you, M.
Chai rman, Commi Sssi oners. On behalf of the Joint
Labor/ Managenment EEO Conmittee, 1'd like to thank you

all for the opportunity to speak to you today.
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Qur conmtteeisalittlebit different in
t he sense that we don't sponsor any ethnic or gender
group, but we are a conmittee conprised of nenbers
representing both the union and the managenent, and
our function is to advise nmanagenent on all matters
concerning equal enploynent opportunities and to
provi de coments and advi ce regardi ng the content of
EEO Action Plans and their inplenentation.

In our oversight role, our conmttee
echoes many of the views expressed in the Joint
St atenent attached to the Comm ssi on Paper. W would
| i ke to recogni ze t he many ongoi ng efforts to enhance
t he di versity of the Agency workforce at all | evel s of
t he organization

W are encouraged by the initiative such
as targeted recruitnment in identifying and
successfully hiring highly qualified mnorities for
entry |l evel positions, and we are al so encour aged by
the Agency efforts to identify and select highly
qualified mnorities for succession pl anni ng prograns
such as the Leadership Potential Program

W need to continue to build on these
initial successes. Qur ability to retain these new
enpl oyees, to provide them with neaningful and

chal l enging work, and to provide opportunities for
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advancenent in the organization will be the only true
nmeasure of success of our EEO prograns.

We shoul d al so strive as an Agency to find
ways to provide neaningful and chall enging work to
t hose enpl oyees nearing retirement, to ensure that
their collective institutional nenory is not lost to
t he Agency upon their retirenent.

The Agency m ght consi der pairing boththe
new hires and the old group nearing retirenent, to
provi de opportunities for both to be nore fully
engaged and to provide productive enpl oyees.

Qur comm ttee | ooks forward to nonitoring
t he Agency efforts nowand in the future, and to nmake
reconmendati ons for i nprovenments inthe EEOefforts as
t hey may be necessary. Thank you.

CHAI RVAN MESERVE: Thank you. M .
Yi el di ng.

MR. YIELDING Thank you. The Nati onal
Treasury Enployees Union would |like to thank the
Comm ssion for the opportunity to coment on the
Agency's EEO progress and how the union has been
i nvol ved to help this out.

| always try to keep ny conment s connect ed
with the EEO Briefing Paper, and this tine | find it

gui t e easy because page 6 of the EEO Report addresses
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"worker-friendly" culture and how this will pronote
staff recruitment and retention.

| think everyone knows our Collective
Bar gai ni ng Agreenent and uni on invol venment is al ways
trying to inprove the worker-friendly culture, and
about every issue in the Collective Bargaining
Agreenment deals with that working cul ture.

| could probably speak for an hour on
this, but I'm going to keep this brief and try to
focus on the single nost inportant contract change
that we have in front of us, and that is work-at-hone
and how this can pronote retention and recruitnent.
This is also referred to in the contract as "flexi -
pl ace" and "tel econmuti ng".

The Agency and NTEU managenent reached
agreenment in June of |ast year, and the program for
wor k- at - home has becone effective with the new
contract, which became effective in Cctober, four
nont hs ago. Managenent is just nowinplenenting this
program in the Collective Bargaining Agreenment by
col l ecting applications fromenpl oyees t o get approval
for work-at-home, and NTEU appl auds thi s process even
t hough we' re not as expeditious and fast as the union
had hoped.

We remain cautious that there is soon
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approachi ng some high participation goals. | just
want to quote a couple of statistics. Congr ess
enact ed public | awappl yi ng t he "Wr k- at - Hone Pr ogr ant
to 25 percent of the workforce, and that was due to be
i mpl enented | ast April of 2001. O course, we m ssed
t hat deadl i ne because | was still at the negotiating
table wi th managenent negotiating the contract.

The | aw further escal at es t he
participation requirenments for work-at-home to 50
percent by April of this year, which is three nonths
fromnow. The Agency has identified 1,000 positions
that are eligible for work-at-home, and | think
everybody here can do the math -- 50 percent of 1, 000
-- andrealizethat aslow confortableinplenentation
wi || not achi eve these high participationrequirenments
set by Congress.

So, all we are asking for here is -- we
realize that Wirk-at-Hone is a docunented positive
recruitnment tool, and we hope that the ball nowis in
the office directors’ courts for hopeful |y
expeditiously conmplying with these requirenents and
get peopl e working at hone.

And | guess our fornmat here doesn't offer
questions, but I'll always wel conme questions fromthe

Commi ssion either inthis meeting or off-line, if you
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would ever like to have comments from the union
privately in your office. Thank you.

CHAI RVAN MESERVE: Thank you very nmuch,
M. Yielding.

Vell, we cone to the end of what | think
all of us on the Comm ssion view as a singularly
i mportant meeting we have periodically. The staff
really is our nost inportant resource in this Agency,
and it is in the Commssion's interest -- | nust
admt, in the Conm ssion's selfish interest -- in
assuring that there is equal opportunity here. That
is the best way we have to assuring a high quality
staff. So, thisis avery inportant activity for us,
as it is for you.

| would like to thank you all for sone
very hel pful presentations this norning. And with
that, we are adjourned.

(Wher eupon, at 12:50 p. m, the Conmi ssion

nmeeting was concl uded.)
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