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AgendaAgenda
• Advancing the Field

S ll B i• Small Business
• Affirmative Employment and 

Diversity Management
• Office of Investigationsg
• Region III
• EEO Advisory Committees’ Joint• EEO Advisory Committees’ Joint 

Statement
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The Office 
of 

Small Business and Civil Rights g

• Advancing the Field
• Strengthening Programsg g g
• Leveraging Resources
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Equal Employment Opportunity 
Status

• EEO Complaint Trends
Alt ti Di t R l ti• Alternative Dispute Resolution 
Update

• EEO Counselor Program
• No FEAR Act
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EEO Formal Complaints Filed During 
FY 2014 by BasesFY 2014 by Bases

23%
7%

5% 2%

Age 23% (10)

Race 23% (10)
9%

( )

Sex 19% (8)

Reprisal 12% (5) 

Di bilit 9% (4)

23%

12%

Disability 9% (4)

National Origin 7% (3)

Religon 5% (2)

19%

Color 2% (1)
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EEO Formal Complaints Filed During 
FY 2014 by Issues

2%
H t (N l) 18% (10)

FY 2014 by Issues

18%

4%

4%

4%
4% Harassment (Nonsexual)  18% (10)

Evaluation/ Appraisal 16% (9)

Assignment of Duties 16% (9)

16%

9%

7%
Promotion/ Non-Selection 9% (5)

Training 9% (5)

Awards 9% (5)

9%

9% Time and Attendance 7% (4)

Reassignment 4% (2)

Reasonable Accommodation 4% (2)

16%
9%

Harassment (Sexual) 4% (2)

Terms and Conditions 4% (2)

Disciplinary Action 2% (1)
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Working Together to Advanceg g

• Alternative Dispute ResolutionAlternative Dispute Resolution 
Update

• EEO Counselor Program
• No FEAR Act
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Outreach & Compliance
• Advances in Programmatic 

InfrastructureInfrastructure
• Strengthening Alliances and 

ProgressProgress
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S ll B iSmall Business

Anthony Briggs
P MProgram Manager
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Success Through CollaborationSuccess Through Collaboration 
• Outreach and Education 
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Advancing the Field for Service-
Di bl d V t d WDisabled Veterans and Women

Three-Year Trend Analysis of Small Business Contracting 
Performance: Dollars Awarded to Service-Disabled Veterans

$30.0

Performance: Dollars Awarded to Service Disabled Veterans 
and Women-Owned Small Businesses
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Maintaining a High Level of 
A hi tAchievement

• FY2013 SBA Scorecard 
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Small Business Performance 
d Pl i f F t Sand Planning for Future Success 

• FY 2014 Performance• FY 2014 Performance

40.0%

FY 2014 Small Business Goals and Accomplishments 
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Business Small Business 
Goal 31.5% 5% 5% 3% 3%

Achievement 35.52% 10.09% 17.94% 4.48% 2.55%

• FY 2015 Goals and Plan of Action 
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Affirmative Employment and 
Diversity Management 

ProgramProgram

Anthony Barnes
P MProgram Manager
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Ad i th Fi ldAdvancing the Field

NRC Strategic 
Plan (2014)

New Inclusion 
Quotient (IQ) 
20 Behaviors/ 

Diversity & Inclusion 

Diversity Management & 
Inclusion Council (2013)

( )
5 Habits
(2014)

Comprehensive

e s ty & c us o
Strategic Plan (2012) 

Comprehensive 
Diversity Management 
Plan (2005)
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Our Comprehensive Diversity 
Management Plan (CDMP) 
(Still A Relevant Program)

• 3 Goals: recruit and hire; develop and 
advance; and retain

• Success equals agency level increases
• Offices report quarterly activitiesp q y
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Steadfast Support forSteadfast Support for 
Diversity and Inclusion

• Workforce DemographicsWorkforce Demographics
• Commitment to the New IQ
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If you do notIf you do not 
intentionally, y,

deliberately and y
proactively include, p y

you will 
unintentionally 19



New Inclusion Quotient (IQ)New Inclusion Quotient (IQ)
Update

• Government-Wide Initiative of OPM

• Uses 20 questions (Behaviors) from the 
Annual FEVSAnnual FEVS

• Measures the 5 Habits of Inclusion: Fair• Measures the 5 Habits of Inclusion: Fair, 
Open, Cooperative, Supportive, 
Empowerment (FOCSE)Empowerment (FOCSE)
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We are

Win

A stable, robust, 
high-performance 

t

We are 
Smarter like 
this

Win

Win

Win

WinWi

Win

Win

Win
systemthis…

A Positive-Sum 
Game

An interactive 
networked 
organization

Win

Win

Win

Win Win

Win

Win

Win Win

Win
Win

Win
Win

Win
WinWin

Win
Win

Win
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We are 
l S tless Smart 
like this…
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A hierarchical 
segregated g g
organization

A fragile, unstable, 
low-performance 

And even 
l

A Zero-Sum Game

systemless 
Smart 
like 
thisthis…
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Inclusive Intelligence isInclusive Intelligence is…

• The intentional, deliberate, and proactive acts 
that increase work group intelligence bythat increase work group intelligence by 
making people feel they “belong” and are 
“uniquely” valueduniquely  valued.
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New Inclusion Quotient (IQ)New Inclusion Quotient (IQ)
The New IQ (Inclusion Quotient) Attempts to 

numerically measure the Inclusiveness of an agency 
based on the positive responses to 20 specific 

questions on the Federal Employment Viewpoint 
Survey (FEVS).   

The New IQ 2010 2011 2012 2013 2014

NRC 75 74 70 68 69

Government-wide 58 58 57 56 56
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New Inclusion Quotient (IQ)New Inclusion Quotient (IQ)
75%
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Equal Employment q p y
Opportunity, Diversity and 

InclusionInclusion

Scott Langan
Deputy DirectorDeputy Director

The Office of Investigations
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Demographic Composition of the OIDemographic Composition of the OI

6%

Af i A i (22%)22%

5%
64%

African American (22%)
Asian Pacific (0%)
Hispanic (5%)
N ti A i (3%)3% Native American (3%)
White (64%)
Two or More (6%)

3

As of July 14, 2014 (source Office of the Chief Human Capital Officer 
(OCHCO) Dashboard)
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Gender Composition in OIGender Composition in OI

35%

65%
Females (35%)

65%
Males (65%)

As of July 14, 2014 (source Office of the Chief Human Capital Officer 
(OCHCO) Dashboard)
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Age Composition in OIAge Composition in OI

39%

Over 60 (0%)

50 - 59 Years Old (39%)

45%
40 - 49 Years Old (45%)

30 39 Years Old (13%)

13%

3%

30 - 39 Years Old (13%)

Under 30 (3%)

3

As of July 14, 2014 (source Office of the Chief Human Capital Officer 
(OCHCO) Dashboard)
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Diversity and Inclusion at OI

A. Demonstrated Management Commitment and 
Program Accountability

B A f th EEO PB.  Awareness of the EEO Program 

C.  EEO Training 

D.  The Special Emphasis Program 

E. Mentoring ProgramE.  Mentoring Program 
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Region III’s Focus on 
Diversity & InclusionDiversity & Inclusion 

Cynthia D. Pederson
Region III, RegionalRegion III, Regional 

Administrator
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Region III Maintaining our 
Focus
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Staff Ensuring 
S f t /S itSafety/Security

• High-performing workforce 
valuing and respecting diversity
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We Are A TeamWe Are A Team
• Open, Collaborative Work 

Environment
• Morning Meeting
• Leadership Meetings
• Partnership Committee• Partnership Committee
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We Outreach to Our 
CommunityCommunity

• Public Meetings and WebinarsPublic Meetings and Webinars
• Engaging Tribal Communities

Y th/C it STEM O t h• Youth/Community STEM Outreach 
Activities

36



Our Diverse CultureOur Diverse Culture
• Diversity Management 

Advisory CommitteeAdvisory Committee
• Special Emphasis Programs
• Culture Improvement• Culture Improvement 

Initiatives
• EWRA• EWRA
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Hiring/Promoting SuccessHiring/Promoting Success
• Offers to Minorities and Women
• Offers to Veterans
• University ChampionsUniversity Champions
• Minority Serving Institutions (MSI)

SBCR’ MSI G t P• SBCR’s MSI Grant Process
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Develop/Staff for the FutureDevelop/Staff for the Future

• “K”offee “M”omentsK offee M oments
• Temp Promotions/Rotational 

Assignments/Double EncumberingAssignments/Double Encumbering
• In-house Courses
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The Region III FamilyThe Region III Family

40



“Advancing the Field”
41


