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CHAIRMAN CARRK: Good morning, ladies and
“entlemen.

The Commission meets again today to hear a
progress report on NRC's Equal Employment Opportunity
Program. Twice annually, the NRC staff and our
employee &adv.isory committees meet with the Commission
to discuss the ~catus of our efforts to achieve EEO
goals and objectives. This, our second meeting 1ir
1990 on this subject, will update the information we
received at our last meeting on May 3rd, 199,

1 want to welcome the representative of
the National Treasury Emplovees Union, who 18 Jjoining
ug at the table today for the first time in this
series of meetings.

Mr. Thomas, we are pleased that you are
able to participate in this session &nd look forward
to hearing your views,

“aqual employment opportunity as & concept
is unambiguous, fundamental and simple. The ter=m
"EEO" means exactly what it says, that the avenues to
hiring and advencement will be made available on an
equal basis to all who seek the chance. There is no

doubt in my mind that all of us at this table and in
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4
the Agency fully and wholeheartedly support that
concept.

To those of you who nay be frustrated and
disheartened that such & simple notion as equal
employment opportunity should require continuing
concentrated efforts to schieve in practice, I would
note that there «¢~¢ no instant solutions available to
us ., EEO implementstion takes place wholly in the
context of individual personns! decisions that have to
be made on & continuing basis at every level in the
Agency.,

What we at this table can do and are doing
is to ensure that those decisions are made i1n a manner
consistent with the EEO concept, We also need to
constantly measure our progress in meeting EEO
vbjectives while at the same time ensuring that .n
righting one wrong, we have not created another,
That's the purpose of this meeting.

Do my fellow Commissioners have any
comments they would like to make at this time?

If not, Mr. Taylor, please proceed.

MR. TAYLOR: Good morning. With me at the
tabie, in addition to the Office Director’s Bill Kerr
and Faul Bird, are members of the EEO Advisory

Committees and spokespersons for those committees.

NEAL R. GROSS
1323 Rhode Island Avenue, N.W,
Washington, D.C. 29005
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T'11 introduce them. For the Committee on Age
Discrimination, Neil Coleman; Affirmetive Action
Advisnry Committee, Ray Wharton; the NRC Chapter of
Rlacke in Government, Sam Pettijohn; Federel Women's
Program Advisory Committee, Melanie Miller; and the
Joint Labor~-Management EEO Advisory Committee, Walt
Schwink. VYou've already introduced Jim Thomas.

I’'m pleased to be here to show my support
for equal opportunity progrems here at the NRC, As
Mr. ¥-rr will suvuesuently detail, over the past
fiscal year we nave increased the percentage of
minorities and women on the overall staff and also in
grades 11 and above.

Although we are pleased wiih those
measures of successes, we recognize here's wore to be
done. For example, I'wm working very hard on increased
opportunities for our black emplovees and an
personally spending a considirable amount of time on
that subject. 1'd like to se: women represent a
larger percentage of our senior grades and, of course,
I want to be sure that age is not & discriminating
factor for appraisals and promotions. These are just
a few of the things ({'l1l mention.

But 1 do believs, as you mentioned, Mr.

Chairman, that these and other EEC problems are best

NEAL R. CGROSS
1323 Rhode Island Avenue, N.W,
wWashington, L.C. 20005
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8
'87 through '89 showed thet wmale engineers and
physical scientists over age 50 received substantially
lower ratings than those under 560, We've prepared
several slides to illustrate these points.

May we have slide CAD-]l, please?

(8lide) This chart shows trends .r
perfoermance appraeaisals over & seven year period for
non~supervisory staff, The horizontal axis shows
fiscal years '8B3 to 'B9 and the vertical axis shows
average appraisal scores for various groups. You can
clearly see the inflation 1in performance appraisals
that has occurred since FY ’'83, The highest line
graph shows average scores for white employees. The
line marked with asterisks shows the average score for
all non-supervisory staff.

The next two lines show average scores for
men over age 50, That's a!l non-supervisory men and
non-whites, Year after year, these scores are
significantly less than the staff average. The lowest
line graph shows male physical scientists over age 50
the lowest rated group we have found.

(S$lide) May we have the second slide,
please”?

This chart again shows the average staff

scores, that's the top line, and scores from male

NEAL R. GROSS
1323 Rhode Island Avenue, N.W,.
wWashington, D.C. 20005
(202) 234-4433
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MR, WHARTON: Mr. Cheirmen, Commissioners,
good morning.

The AAAC appraciates the opportunity to
meet with you today and discuss some of our concerns
regarding affirmative action. I will focus my
presentation this morning on three major areas, our
preliminary review of the 1989 performance appraisal
data, our review of the NRC rotational essignment
policy, and our reevaluation of the employee
suggestion survey results,

Qur preliminary assessment of the 19889
performance appraisal ratings indic:ates the percentage
of outstanding performance appraisel ratings remain
virtually wunchanged for white males in grades 13
through 15, white females in grades 1 through 8 and 9
through 12, and black females in grades 1 through 8.
Several groups received lower ratings in 1989 compared
to 1988, both 1in average ratings and outstandings.
However, group populations remain about the same. The
employee groups for which the trend is wmarkedly
downward are all minorities, black males in grades 1
through 8 end 13 through 15, black females in grades 9
through 12 and Asian males in grades 13 through 15,

Our concerns are that white males in

grades 13 through 15, age 45 and older, continue to

NEAL R. GROSS
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through June 30th, 1980.

Our preliminary review of this datea
indicates en spparent contrast in individual
perticipation hased on gender, ethnicity and grade
level, White males in grades 12 through SES
participate in approximately 60 percent of all
rotations. White females experience a fairly even
distribution in grades 6 through SES and they
accounted for approximately 24 percent of all
rotations. In contrast, minority male employees
experienced limited participation and only in grades
13 and above. There were three black males that
patticipated, six Asian males and four Hispanic males.

The AAAC believes that for the rotationel
assignment policy to effectively fulfill 1ts purpose
it should reflect more diversity among its
participants.

Employee suggestion results. Puring the
last EEO briefing, we reported results of our employee
suggestion survey analysis and recommendations to
eddress some of those concerns. We received a
response that indicated that since attrition is low,
morale is perceived as good end that no further action
is warranted regarding career and promotional

opportunicies. After reviewing this regponse, we

NEAL R. GROSS
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government employees throughout all levels of
government, We appreciate the opportunity to address
the Commission today.

The NRC Chapter of Blacks in Government
has participated in these semi-annual briefings since
November 1984, At this briefing, we have two issues
to present.

Firset we'd like to call attention to
recent significant progress regarding equal employm=nt
opportunity for black employees at NRC. The progress
was demonstrated through a historical meeting that the
Executive Director of Operations held with black
emplovees on November 14, 1890 in which he assured
black employees that he is committed tec provide an
environment at NRC where employees have an equal
opportunity to succeed, limited only by their talents,
capabilities and drive. Mr. Taylor, in making a
commitment to provide an environment where employees
have an equel opportunity to succeed challenged black
erployees to do the best in current jobs, Lo be
prepared to do what it takes to get the job done, and
to seek out the tough end challenging assignments.

The NRC Chapter of Blecks in Government
appleud Mr. Taylor’'s stated commitmert to equal

opportunity at NRC, including his commitment to
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We believe that the representation of
black employees at the Commission level is important
for two reasons. One, it will help demonstrate to
black employeee that there are no artificial levels
that limit our level of advancement. Two, 1t can
better demonstrate through first and second level
manager/supervisors that the NRC is committed to equal
employment opportunities that result in diversity at
all levels of work.

We sincerely believe that black employees
who meet the qualifications to work on Commissioner's
staffs are present at NRC.

In closing, I'd like to say that we look
forward to continued progress in improving equal
employment opportunity at NRC and to our continuing to
have the opportunity to participate in the EEO
briefings.

This concludes my remarks.

MR. KERR: Thank you, Sam.

We'll now go to Melanie Miller with the
Federal Women's Program Advisory Committee.

MS. MILLER: Thank you.

Good morning, Mr. Chairman and
Commissioners. My name is Melanie Miller and I am the

Chairperson for the Federal Women's Program Advisory

NEAL R. GROSS
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Committee here at NRC, recently elected to this
position this past November. The Committee is pleased
to have this opportunity to speak vwith you.

First, I would lile to advise you of a
mejor initiative which FWPAT is undertaking. We are
in the process of implementing & plan to identify
issues that affect women which are important to NRC
staff and managers. We believe this information is
essential to plan and prioritize FWPAC's activities
for the remainder of fiscal year 1981 and into future
years, We anticipate collecting this information
through discussions and direct survey of employees and
managers. This information will <hen serve as a
foundation for future FWPAC objectives and strategies
to ensure that we are truly addressing those issues
important to our co~workers at the Agency.

We consider this survey to be our highest
priority and are devoting considerable effort to it.
We anticipate completion by March or April 1881 and
will report progress on this initiative during our
next opvortunity to brief the Commission.

This past May when the Committee addressed
you, we conveyed our concern regarding the under
representation of women in Senior Executive Service

positions, We would like to reemphasize our concern

NEAL R. GROSS
1323 Rhode Island Avenue, N.W.
Washington, D.C. 20005
(202) 234-4433
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in this regard and provide some constructive
suggestions.

In fiscal years 'B9 and '90, 80 initial
SES appointments have been made, 28 of them by
competitive selection. Of these 2B positions, one or
more women applied for 1€ of them end women were
identified as best qualified candidates in s8ix.
However, in no case was a woman selected. The women
identified as best qualified for these six positions
represented 16 percent of the pool of best qualified
candidates. Statistically, at least one of these
positions should have gone to a woman appliceant. But
as I've mentioned, this did not occur,

We recognize that the Agency as a whole is
doing an admirable job in attracting a good number of
qualified entry level women. However, while enhancing
the pool of qualified women for future SES positions,
this increase in the percentage of women in non-
clerical pousitions emphasizes the gap between the
percentage of women in the work force and the
percentag. of women in SES positions. FWPAC believes
it 18 now time to concentrate on increasing the number
of women in SES positions by setting reslistic annual
goals. We believe that NRC's annual goal should be

set to ultimately achieve a representation of women in

NEAL R. GPOSS
1323 Rhode Island Avenue, N.W.
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SES that 1is equivalent to the percentage of non-
clerical women employees at the NRC.

We are aware of the recent performance
appraisals done by the Office of Personnel and commend
personnel for & thorough analysi: ¢the results of
which were provided to all employees. We note that a
higher incidence of women receive outstanding
performance appraisal evaluatioans than their male
counterparts. This information would tend to support
¢ur thesis that technically qualified, competent women
are currently available 1n this Agency for selection
to SES positions and we are disappointed that this
fact is not reflected in SES appointmants,

FWPAC believes there ar. specific actions
that can be teken to enhance car:er development and
recognition of qualified women aid reach what 1 am
sure is a common goal of increasing the number of
women in SES. First, we unders.and that OP plans to
create a position devoted spe:ifically (o address
carecer development for woewmen and minorities. We
applaud this move and would encourage the
establishment of this position as soon as possible.
This position could then become the focal point for
further initiatives, ircluding promoting women's

opportunities for obtaining rotational assignments

NEAL R. GROSS
1323 Rhode Island Avenue, N.W,
Washington, D.C. 20005
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do so at the exclusion of the interests of other
groups. A balance of interest needs to be achieved.

In closing, 1 think it is worthwhile to
point out some information contained in a fall 1880
special issue of Time magazine entitled, "Women: The
Road Ahead." According to an article in the Changing
American Work Force, "The U.S., ie about to undergo the
most wrenching shifts in'the composition and quality
of the work force in more than a half century.
American is facing a deepening shortage of skilled
labor in the decades Just ahead. During the next ten
vears, the U.8. population and labor force will expand
more slowly than at any other time since the 1930s.
While the labor force will grow slowly, two-thirds of
the increase will be women starting or returning to
work., Most startling, only 9.3 percent of the new
workers will represent white, non-Hispanic, U.S. born
men and over the next several years women will make up
the majority of new skilled and educated workers."

We believe that our suggestions, including
utilizing the OP position to women's best adventage,
encouraging career-enhancing rotational assignments,
emphasizing IDP development for women, and selecting
women or minorities to 50 percent of the SES positions

for which women are best gqualified candidates will

NEAL R. GROSS
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Washington, D.C. 20005
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counselors, the NTU president, the directors of
several offices, including NRR, NMSS, OP, and SDBU/CR,
and with several of the NRC's physically disabled
employees, The committee focused on perceptions of
EEO rether than EEO statistics. 1 would like to share
some insights from these meetings with you along with
the committee's recommendations concerning some of
these insightis,

First, 1 want to discuss some of the
insights from the committee's meeting with several of
the NRC's EEO counselors. The counselors are often
the first to hear employees' perceived EEO-related
concerns, In this regard, the counselors have unigque
perspectives on employee perceptions that are not
communicated bLy EE0 statistics. Overall, the
counselors are of the view that the EEO numbers do not
convey that the EEO at the NRC is constant rather than
improving. In one year, an experienced counselor is
contacted by as many as 40 to 50 employees raising
perceived EEO concerns. Most contacts concern age
discrimination. Slightly fewer contacts concern
discrimination on the basis of race and sex,
Discrimination concerning & handicap is seldom raised.

Although counselors volunteer themselves

to be information gatherers, advisors and mediators

NEAL R. GROSS
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EEO-related generic concerns need to be prioritized
for resolution relative to their net value in terms of
feasibility, practicality, benefits. costs, schedules,
available resources and with other important wmatters
will not be addressed.

Next, 1 want to diecuss some of the more
important insights from the committee's meeting with
several enployees having sight or mobility
disabilities, The employees were very complimentary
of the NRC's recruitment, support and accommodations
concerning the physically disabled. A few existing
impediments of safety or access nature were identified
to the committee, Overall, the employees were
comfortable with NRC's safety precautions for the
physically disabled in One White Flint North.

b safety concern raised is the impediment
of a disabled person’'s ingress and egress due to
obstacles such as boxes in aisles. An impediment to
access is the NRC's lack of specially equipped shuttle
transportation for mobility disabled persons,
especially those in a wheelchair. The Commission mey
want to further consider and evaluate these concerns.
The Committee with further pursue identification of
EEO-related concerns in this ares in the near future.

Based on the insights obtained by the
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Committee in the areas 1've previously described, the
committee has the following six recommendations for
EEO enhancement,

Number one, the committee recommends that
nanagers, employees and counselors as units should
receive EEO training to facilitate communications,
increase awareness and understand what EEO 18,
including its legal description in processes and the
informal and formal interactions between managers,
employees and counselors.

Number two, the committee recommends that
counselor contacts and their nature, together with
counselor perspectives and recommendations, should be
provided routinely to the Commission and its managers
as an integral part of meetings and deliberations
pertaining to EEOQ,

Number three, the committee recommends
that managers, employees and counselors as units meet
routinely to discuss EEO-related generic concerns.

Number four, the ccumittee recommends that
semi-annual EEO Commission briefings be publicized in
an EEO announcement to all employees, inviting them tc
raise EEO-related concerns to one or all of the EEO
committees for possible discussion at the briefing. I

am pleased to report that this recommendation was
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MR. KERR: Thank you, Welt,

We'll now hear from Jim Thomas.

MR. THOMAS: I'd like to start off by
thanking the Commission for inviting me to participate
in this EEO briefing.

The focus of the Union in EEQO matters is
somewhat different from the presentations you’'ve heard
thus far this morning. Our role in the process has
been primariiy over the past 12 years representing
employees who wish to file an EEO complaint. One of
the main cencerns that we've developed over the years
is basically a concern of the lack of response of
management at the end of the process whenever a
complaint is settled. We have a perception that there
is no follow-up training regarding the manager who was
found to have committed an EEO violation. We think
that's something that the Commission needs to address.

The second concern I'd like to bring to
your attention is the lack of information that seems
to be flowing to upper management regarding your EEO
posture, Basically, your sole source of information,
from what 1 can determine, 18 data regarding EEO
complaints have been filed and briefings such as the
one Mr. Bird will give this morning regarding the

statistical changes in the make-up of the Agency that
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Qur perception right now in the area of
age discrimination is there's a large number of EEO
complaints that are oitting out there waiting to
happen, Statistics are there to prove a complaint
right now and this would allow management in an early
process to address that and possibly provide some
training to these managers before taey get involved in
an EEQ complaint,

Thank you.

CHAIRMAN CARR: Thank you.

MKk. KERR: Thank you, Jim,.

Mr. Chéirnan. 1'd like to now take you
through the briefing charts which reflect changes in
the Agency's EEO status through the end of last fiscal
year.

(Slide) Our first chart, as in the past
briefings, the increases for minorities and women on
staff continue. Over the period, women went from 1022
to 1063, an increase of 3.9 percent. Total
wminorities, which groups blacks, Asians, Hispenics and
native Americans, reflects an increase of 3.8 percent.

(Slide) As chart number 2 depicts, from
'89 (hrough 'S80, both women minorities increased in
grades GG-11 and above. Women increased by 10.5

percent and minorities by six percent.
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(Slide) Contrast this with the chart
number 3, which shows a decline continues for non-
minority mwales of 11 and ebove, a loss of 14 males
from 'BY9 through '90.
(Slide) Go to chart 4,

The next series of charts starting with

number 4 show what is happening with the SES feeder

population. There was & nominal increase in men over
the period, from 1639 to 1646, the total increase
being a GG-14.

(Slide) Compare this with the numbers on
chart &§ and we see that there was an increase in women
at GG-13 through 15, from 257 to 293, &n increase of
12.3 percent,.

(8lide) The next series of charts,
beginning with number 6, reflects increases for all
et'.ic groups et 13 through 15 except native
Americans. Black empleyees went from 105 to 113, an
increase of 7.1 percent,

(S8lide) The increases on chart 7 and 8
were & nominal 5.1 percent and 4 percent respectively.

(8lide) As I have indiceted, the numbers
remain the same on chart 9 for native Americans.

(8lide) 1'd like to now direct your

attention to Chart 10, which shows the make-up of our
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SES. During the brief period since the last briefing,
we had an incresse of one black and one Hispanic in
the SES. Women presently make up 1.3 percent of the
SES and minorities 7.6 percent.

(81ide) Chart number 11 shows the Agency
complaint activity, During FY '80, our 2B EEO
counselors conducted 71 informal counseling w«ssions.
As attributed to our counselors' competence and the
cooperation of Agency management, only six formal
complaints came forward in FY '90.

(€lide) As you will recall from the last
briefing, we discussed a large number of complaints
resolved by the Agency. As & result, chart number 12
shows that there are only eight complaints which are
currently active.

(Slide) As @& result of the last briefing,
we were asked to give a separate breakdown of the EEO
status of the regional offices. To put that
information 1in perspective, we have on this chart,
chart number 13, segmented the population of the total
Agency, Women r~urrentiy make up 34 percent of the
Agency pepulation and minorities 19 percent.

($lide) "Chart 14 is Jjust for our
Headquarters population and it shows a larger

percentage of women and minorities, 37 percent and 21
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percent respectively,

(Slide) The next five charts, as
requested, show a breakout of the regional offices.
They range from 26 percent to 31 percent for women and
from ten percent to 22 percent for minorities. A
with Headquarters, the regional office located in a
large metropolitan area his the highest percentage of
minorities.

I'1l now turn to Paul Bird who will
respond to Personnel EEO-related issues.

Paul?

MR. BIRD: Thank ,o Bill.

The Commission asked in May of this year
that we present and discuss certain aspects of NRC
attrition and the NRC Executive Potential Program at
the next EEO briefing. I'm now prepared to do thet.

(S§lide) If 1 could have the first chart,
please,

As you can see, this chart 1is of NRC
attrition compared with government-wide data, Our
full-time attrition has been below government-wide
aettrition for five consecul.ve years. We would expect
that this pattern would continue into the next decade.

(8lide) Could I have the next chart,

please?
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More specifically, the Commission asked
for a comparison of the NRC attrition rate by age
group with that of other technical agencies,
particularly with respect to employees in the age 20
to 29 age bracket, Te respond to the Commission's
specific question, we compared our attrition rate with
three other technical agencies, DOE, NASA and NIST.
We found that a substantially higher percentage of NRC
steff in the 20 to 29 age group left NRC as compared
to NASA. NIST, DOE and NPC all had a relatively high
attrition rate ‘n the 20 to 29 age group.

NASA and NIST had lower attrition than DOE
and NRC in the 30 to 50 age groups and NRC had a
comparatively lower attrition rate in the 80 to 59 age
group.

In the 20 to 29 age group, it's important
to note that only about 35 percent of NRC's total
attrition n both fiscal '89 and fiscal '90 was made
up of professional employees, Approximately 65
percent of that attrition in the age 20 to 29 bracket
was non-professional.

COMMISSIONER ROGERS: Excuse me. Could
you say that again? That's an important point.

MR. BIRD: Yes, it's an important point, 1

agree. About 35 percent of the attrition in the 20 to
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So far, only two of the five employee
groupes represented, that ie blacks and whites, have
graduated from the program. Of the total number of
promotions resulting from participation from fiscal
'88 through '980, all five were white,

(8lide) Could 1 have the next chart,
please?

COMMISSIONER ROGERS: Just on that, the
numbers selected for the program, .'as that essentially
the same as the number of greaduates?

ME. BIRD: 1It's essentially .he same. As
1 understand it, there were some that did not complete
the program and there are some that would complete it
that have not vyet finished. So, the selections
included tlose that were selected but who have not
graduated.

In the next chart, we show the same
comparison bv gender. The total number of applicants
during fiscal year '8B to '80 was 144, of this 99 were
men and 45 were women, Women applied for this program
at epproximately twice their representative rate in
the NRC eligible populatien, as you can see by the
chart,

(Slide) Could I have the last chart,

please?
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Of the total population of greduates,
wom:n represented about 53 percent and nave received
about 60 percent of the subsequent promotions from
this program.

There were several other Commission issues
resulting from the last briefing. Each of these has
been responded to previously.

This concludes my portion of the briefing
and 1 would be happy to respond to any questions you
may have,

MR . TAYLOR: That concludes the
information from the staff, sir.

CHAIRMAN CARR: Any questions,
Commissioner Remick?”

COMMISSIONER REMICK: First question, do
we have any idea why the large loss in the 20 to 2C
age group? Are there any obvious reasons?

MR, BIRD: Well, I think, again in talking
with some of the other agencies, there is relatively
high turnover in the clerical/secretarial field.
They, in the course of the last few years, have been
able to shop between private sector employers and
government employers and basically there's been a lot
of movement in that particular category,. For

professionals in that category, engineers made up
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about half of the loss rate in there. We have not hed
time to really analyze why they left, Again, if
you're looking at those particular numbers, the
percentages are driven by smell numbers of people
leaving.

We will look et why we tend to be losing
more in that category than others. Again, we haven't
had time to do that at this particular time, but we
will perticularly be focused on the professional
groups, We seem to be consistent with the non-
professionals leaving in that age bracket,

COMMISSIONER REMICK: Several of jyou have
referred to, and primarily Melanie, the nare "most
qualified" individuals. 1 must admit I'm nct familiar
with that terminology. How is that determined”

MR. BIRD: Well, 1 can respond to that,
In postings and responses to postings for vacencies,
we generally will get & large fraction of the
population applying. We then will rate and rank those
applicants and come up with what we refer to as & best
qualified list. Thase are basically three groupings
of epplicants, A, B end C, if you will, with the A
group representing those best qualified That would
mean that all the selection ectors were responded to

favorably by those applicants,
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COMMISSIONER REMICK: That is done by OFP”?

MR. BIRD: That's generally done by a
selection panel made up of program officials.

COMMISSIONER REMICK: Including from the
area where they'l]l be --

MR. BIRD: Yes, sir.

COMMISSIONER REMICK: “« recruiting the
people or employing them?

ME. BIRD: Yes, yes. Generally, it would
be, again, made up of ejual or higher graded empioyees
from the program areas having the particular vecancy.

COMMISSIONER  REMICK: So it's not
necessarily one individual selected, its anybody that
seems to weet those criteria” Then they're considered
beset qualified?

ME., BIRD: Yes. The best qualified group
would be those that were locked to have the
essentinl -~ meet the essential selection criteria for
that particular Jjob.

CHATRMAN CARR: And the three groups are
not qualified, qualified and best qualified then?

MR, BIRD. Well, no. The three groupings
would all -- essentially the A, B and C groupingse
wonld be basically qualified -~

CHAIRMAN CARR: All qualified”?
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MR. BIRD: == with some demarkation
between those gqualifications made. There would be
another group that would be not qualified for the
positions &nd we evaluate that and generally they do
not get lookeu ut by the rating panels.

COMMISSIONER REMICK: How do you handle
subjective things, or maybe they're not in the
criteria”? Leadership ability or communications
nbility, are these type of things sometimes in the
criteria?

MR. BIRD: Yes, they are. Communications,
for example, may well be one of the selection factors,
It's again, as you said, it's & subjective factor,
1t'se sometimes hard to measure, This 18 generally
done ttrough references and things of that nature, In
talking to previous supervisors and others, we try to
make some distinction with regard to communication
skills. $o, there is a mix of objective and
subjective factors,

COMMISSIONER REMICK: Do you generally
find that selection is from the category called best
qualified or ~-

MR. BIRD: Yes.

COMMISSIONER REMICK: It is.

That's all.
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CHAIRMAN CARK: Commissioner Curtiss”?

COMMISSIONER CURTISS: 1 don't have any
questions, but let me Jjust make & comment., I thought
the presentetions generally reported 8 number of
positive developments., Sometimes the developments in
this ares aren't as perceptible as 1 think we'd like
to see, 1've been here now, I guess, through four or
five of these Dbriefings end 1 think they're very
helpful for me. 1 also thought there were a number of
helpful suggestions that were nude by the
participants.

Jim, I'm plessed to see that the EDO's
office is teking the kind of initiative that it is
with Personnel and working with the groups. 1 think 1
detect that sentiment coming through meny of the
presentations,

The sreas, 1 guess, where I'm particularly
plessed to see the emphasis, and 1 guess 1'd encourage
all of you to continue it, are on the focus on the
feeder populations, the 1DPs and the career
development programs. ] guess my sensee is that we're
entering a three year period here now, for & reason
1'11 explain in & minute, where @& lot of the
activities thet you've got underway are going to be

critical over this period of time.

NEAL R. GROSS
1323 Rhode lsland Avenue, N.W,
Washington, D.C. 20005
(202) 234-4433




e S———

47

The reason, of course, 18 that now that
the pay raise is passed and with people focusing on
high three and all of that that goes into it, we may
well see at the end of the three year period a
substantial outflux of people who wmight have left
January lst if the pey reaise had not been enacted.
But there may be a ‘gnificant emount of turncver in
the older more senior positions within the Agency.

I do think that’'s going to Le something
that we need to focus on from & personnel standpoint,
We'll lose, 1 think, & lot of good people as & result
of that.

But, Peul, 1 guess my impression is that
there will be some turnover as a result of that when
we reach that period and maybe a peak at that point,

1f that happens, it does seem to me that
the next three year period =-- and you may want to
speak to this -- but it seems to me the next three
year period in terms of having an oprortunity for
career development and rotations and IDFe and a lot of
the things that 1 think meny of you spoke ebout will
be especially important in terms of focusing the
attention of the Agency on developing the skills and
expertise in the feeder population, not just for the

benefit of addressing the glass ceiling that some of
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with a higher pay sceale, that it may be that at the
end of three vears after that's been in place we nay
see an accelerated retirement and at age groups that
you might not have expected it before. 1 don't know.

CHAIYMAN CARR: By then we'll have ancther
pay raise.

COMMISSIONER ROGERS: Oh, well, fine.
Don't count on it,

But 1 think that's a big "if" out there
that I think ie worthy of some very careful attention
and surveying to see how serious that problem might be
and to try to get ready for it, not being caught
anymore by surprise than we cen avoid,

MR. BIRD: Our consideration prior to the
pay raise going into effect was that if it did, we
would except attrition, particularly in the SES, to
approximately double in about three years, that wost
of the people that are in the SES might stay for that
period,

COMMISSIONER ROGERS: Well, it's important
that people think about what the implications of that
really would be on our individual programs, Not just
in raw numbers, but how will programs be affected by
that or could they be affected by that? 1 think some

real analysis is called for there by the munagers that
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might be involved,

Just & guestion on some of the numbers and
stetistics that I'm always a little worried about the
posnible effects of small numbers and fluctuations in
them, On the Committee on Age Discrimination’s
report, the performence appraisals data that are
there, some of the groups, particulerly the ~-- well,
that show large fTluctuetions, page 4, the CAD
atatement, the NRC performance appraisals non-
spupervisory, 1 notice that there was a big fluctuation
in the black men appraisal ratings there between 18987
and 1989, up and down.

I think it would be useful to look at what
the stetistical uncertainties would be, assuming some
kind of @& mnormal distribution on those ratings,
because once you start to get down to numbers like 100
or so in the population group, you expect to have
fluctuations of the order of ten percent.

§0, at any rate, without trying to be a
statistician on this, 1 think that the expected
fluctuations in any of these average numbers, what
they might be Dbased Jjust on the statistical
uncertainties should be considered in these numbers.
I think I've raised that question before about some of

these things and I think it 1s -- it's hard to put
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numbers . The other -~ in the affirmative action
graphs or tables in that section, there was n table
for black males, females, various grade levels, The
point was wmade, ! think, on the basis of those
numbers, that there's been & decline from 'BB to '89,

MR. WHARTON: It's 'BS to '90,

COMMISSIONER ROGERS: Oh, from '88 to '80.

MR. WHARTON: Right,

COMMISSIONER ROGERS: And they're not on
these tables?

MR. WHARTON: Well, for most of them there
was an increase for 'BB ard there was a decrease -- if
you look where the arrows -~

COMMISSIONER ROGERS: Yes.

MR. WHARTON: The arrows are the increase.

COMMISSIONER ROGERS: Yes.

MR. WHARTON: From 'B7 to 'BB it went up.
From 'BB to '89 -~ well, for the 'B3 performance
appraisal period, it went down =~

COMMISSIONER ROGERS: Yes,

MR. WHARTON: ~~ for these particular
groups,

COMMISSIONER ROGERS: [Right.

MR. WHARTON: And it went down markedly--

COMMISSIONER RCGERS: 1In '907
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MR. WHARTON: -~ in larger numbers than it
did for the remainder of the population, Several
group experienced & decrease, but these were the
groups that experienced the Jlargest or the most
significant decrease,

COMMISSIONER ROGERS: Well, there are only
three years shown here and one could ask the question
equally well, why did they go up from 'B7 to 'BE? 1In
other words, there's a big increase in these numbers,
for some groups & very large increase from 'B7 to 'B88,
and & similar decrease from '8B8B to '8BY, In looking at
these numbers, 1 would raise the question, what
happened in 'B8B as well as what happened from 'BB to
'BY9, because we're only looking at three vears and
there are two questions you can ask., Why did they go
up from 'B7 to '887 Why did they go dow)y from '8B to
'8? Or what happened in '8B because t'e 'BE numbers
seem to be somewhat out of line,

ME. WHARTON: Well, not ia comparison to
the rest of the population.

COMMISSIONER ROGERS: Well, we're only
looking at three years.

MR. WHARTON: Right, and that was -~

COMMISSIONER KROGERS: And 1 think there

are some questions to ask here, Rather than just look
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at what happened from 'BH to 'BS9, 1 think one ought to
look at what seems to be different about '8R,

MR. TAYLOR: You might see that 1l you had
more years of accumulated data.

COMMISSTONER ROGERS: Yes.

CHATRMAN CARR: 1 can tell you part of
what happened from 'B8 to '69 is 1 gave a strong
lecture to the SES group on accurcte marking because
if you mark everybody great, vyou're penalizing the
good people. That may have had sowe effect. 1 would
like to think it did, but I'm not sure it did,

COMMISSIONER ROGERS: Well, 1 think
there's clearly an effect between 'BB and 'BY,

CHATRMAN CARR: There's some effect. 1
would agree with you,. 1* Jlocks like 'BB was the
aberration, it looks like, for ihe whole population,

COMM]1SSTONER ROGERS: Out of this group,
yves. So, 1 think if you just focus on one period from
'8B8 to 'BY9, it looks like these people went down., But
if you'd look at the three numbers, 1'd say they look
like they staved about the same becsuse 'BB looks like
a fluctuation in some way.

So, 1 think that we have to be careful
about the statistics on these, but also we have to

look at underlying things that may be going on such as
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perhaps & reevaluation of how we're marking people,
everybody. Seo, that might be in effect here,

I think these meeliugs ave vetry useful and
give us an opportunity to see people that are
concerned with the different areas and to hear from
them, I've found the briefings very usefu'’ to me in
giving me some additicnal insights, But 1 do think
that on particularly dealing with statistics involving
small numbers that there are fiuctuations there, 1'd
like to see that reflected in the data in some way,
that we don't ignore what the expected fluctuation
would be assuming Just some kind of @& rensonable
distribution of evaluations.

Thank you.

CHATRMAN CARR: Well, I've got a couple of
questions. One mnlso for you, Ray.

1 would encourage you to get more of the
minorities to apply for the rotational assignments,
You can see the femules applied in greater numbers
than their proportion, by about two to one. And you
don't have the same kind of spplications for
minorities and I think that would be -~ if you don't
apply, it's pretty hard to get rotated., 8o, I think
the onus 18 on the people to apply if they really want

a rotational assignment., It might help that,
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MR. WHARTON: We had & meeting with Office
of Fersonnel discussing the entire rotationa)l
assignment policy. Our position wes prior to the
peeting that maybe a little more wight need to be done
to make the entire population of emplovees a little
better mcquainted with -~

CHAIRMAN CARR: Publicize the progrem a
little better.

MK . WHARTON: ~= how you go wabout
establishing who 18 the person responsible, As =
result, 1 believe they issued @& bulletin, & vellow
sheet and also o pamphlet,

CHALRMAN CARKN: But 1 would agree with
you, If the results of & rotational assignment turn
out to be promotions, more people will apply.

MRE. WHARTON: That's probably true.

CHAIRMAN CARR: But certainly one way
Lo ==

MR . TAYLOR: That comes in  in the
individual development too. That's & negotiation
between the supervisor and the employee,

CHAIRMAN CARR: You've got an intriguing
suggestion at the bottom of the page there where you
say, "We request the specific bases for the conclusion

that the mormle at the NRC is perceived to be good."
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question.
CHATRMAN  CARR: i've got one other
question, Talking about the EEO counselors that

talked to 40 to 50, and 1 guess it has to do with the
same chart where you show #ix complaints were filed
and 56 or 60 or sowmething thet didn't ever come to o
complaint issue., Are most of those compleaints raised
es a result of no promotien in one case or 1 guess the
other one would be poor marke?” Js that what -~ 1 am
looking for the root cause. What generates the
complaint? Is it sexun! haressment, is i1t -- you know
vou've got some down there that ssys sex, race,
whatever, But what is the primary driver? Do they
feel picked on because they app.ied for promotien and
they didn't get 1t, their marks were lower than
somebody else” Which things drive those?

MR, SCHWINK: There were a spectrum of
conments that the counselors raised as the perceived
basis. The number of contacts represent not only
formal EFO counseling sessions, but a phone call
contact -~

CHATRMAN CARR: Sure.

MR, SCHWINK: == with someone sayving they
were treated unfairly in & spectrum of things. One

would be the selection, "1 didn't get the job"
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perspective.

CHATRMAN CARR: Yes.

MR, SCHWINK: The other one was, "I didn't
make the A candidate list."

CHAIRMAN CARK: But still to do with o
promotional opportunity.

MR, SCHWINK: And then slong the lines of,
"1 didn't get the window seats that 1 should have had.
I didn't get the window office 1 should have had. 1
didn't get the leave 1 should have had. Mine wasn't
granted because of Joe being favored above me for some
reason.” There were & spectrum of ressons but they
principally dealt with how they were being treated
both inside and outside of the selection process,

CHAIRMAN CARR: So one of the basic
problems 18 communications?

ME. SCHWINK: Yes.

CHAIRMAN CARR: 1t's always been a
practice of wmine if you give somebody less than a
perfe t mark, you have to be able to substentiate what
it is he's got to do to solve that difference. In
other words, if you don't have something wrong with
him, the guy's doing his work, then you can’'t do less

than mark him rfect.

MR. SCHWINK: Or don't rate him as an A
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candidate. Don't rete his appraisal as an outstanding
appraisal and then not select him for Jjobs when he's
clearly, according to his appraisal, the outstanding
candidatre.

CHAIRMAN CARR: People can't be expected
to do better if the don't know where their
shortcomings are.

ME. SCHWINK: Correct.

CHATRMAN CARR: 8o, 1 guess it does boil
down to communications between the supervisor and the
empl.vee ag to what ~~ do they find out which section
they're in, A, B, or C, Paul, after these selections
are made, »r is that a rumor mill?

‘R, BIRD: Well, they would not know the
A, B and C outcome necessarily unless they were asked,
They would know that they were not selected for the
Job by notification and if they enguired they would
know where they were rated in that regard.

CHAIRMAN CARR: Who would tell them that?

MR, BIRD: We would., My office would.

CHAIRMAN CARR: Okay. But that might not
be their supervisor or their board or whoever?”

MR, BIRD: That's cerrect. Generally, the
selecting official will know the candidate groups tnat

he's selecting from. So, that information |is
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certainly available through the supervisors and !
would expect in weny cases it can be obtained there
faitrly readily. But if everything else didn't succeed
in that cowmunication, we would have that information.

CHAIRMAN CARR: Anybody else want to
comment on this issue while 1'm exploring it”

M. KERK: Yes, 1 would. I'd like to
comment on that.

1 would say about half of our counselor
contacts are concerning lack of promotions or lack of
selection, but the other half are something to do with
preferential treatment, 8o, vyou're right on target
thet it's & mixed bag really. Part of it 1s based
upon, "1 was not selected for e perticular Jjob or
promotion," and the other half is, "Somebody got
something that ['m not getting."

CHAIRMAN CARR: Yes. So 1t boils down to
if you don't get your leave and you're whizezed off, at
least your bose ought to explain to you why so that
you understand why he didn't give it to yeu or
whatever.,

MR, KERR: Certainly.

MR, SCHWINK: Another perspective is that
employees aren't really clear of whether something is

an EEO mutter or whether it's another matter, The
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all of us can improve on no matter where we fit in the
agency, 1e¢ communications both down and up and
sidewnye. It's very important,

ME, COLEMAN: Mr, Chairman”

CHATRMAN CARR: Yes,

ME., COLEMAN: Walt mentioned earlier and
it hes Dbeen noted by EEC counselors that the
underlying renson for a large number of the informal
compluints hes been perceived age discrimination. Our
committee is certainly aware of the probleme when you
try to statistically ansalyce groups with small numbers
of people. 1'd point out once agein that two groups
of relatively lerge numbers of people, all non-
supervisory men over age 50 and all non-supervisory
non~whites, that these two group for seven years have
consintently on average been appraised lower than the
Agency average for non-supcrvisory people as well as
for the average for the whites,

CHATRMAN CARR: Let me explore the non-
supervisory ~- go over with we what kind of positions
non~supervisory positions are,

MR. COLEMAN: This 1s wll staff, anyone
who I8 not a supervisor or SES.

CHAIRMAN CARR: Well, but isn’'t the normal

progression in the Agency through a supervisory level?
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ME. COLEMAN: This 18 how we're handling
it,

CHAIRMAN CARR: 1 guess 1've talked to the
EDO, Jim Teylor, aebout this. This 1s the first
organization 1've been associated with where there is
not & lot of career planning, if you understand the
term. There's ne wav that when you come in you can
say, "Here's *here 1 am where 1 stert and there's
where 1 want to go and these are the steps that 1've
got to go through to get there.” 1 have zero feel for
what the normal promotion rate is, we'll say, from a
GG-3 to a GG-165, How many years does that take if
you're the hottest runner in the Agency versus how
many years doeg 1t take if you're the slowest runner
in the Agency, but you still run?

You should be able to -- many of these
things 1 worry about, should you make this promotion
every three years, every ten years, every five years?
Is the perceptior really, "He got it before 1 got it"?
That starts & lot of the complaints. "We started in
the Agency at the same time. He's here and I'm here."

S0, we've talked about some career
planning guide, outline, which hopefully we can get
put out that will take disciplines and say, "Here's

the path that you should preceed through if you expect
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be that lstitude to get an outstending performance
appraisal for doing a sound Job et essentinlly what we
eall a full performance level. That is & -~ for =
professional employee, there is 8 career progression
that occurs up to & certain grade level,

CHAIRMAN CARR: Let we ask that question
different. Do we have sowe GS5-1858 who aren't
supervisory”

ME. BIKD: Yes.

MK. TAYLOR: Some don't want te be.

COMMISSTIONER ROGERS: Suppose that they
don't ever want to be supervisory, but they want to
continue doing what they're doing. Can they maintain
& high performance rating”

MK. BIRD: Yes.

MR, TAYLOR: VYes. We have many.

COMMISSITIONER ROGERS: Because, you Know,
there is @& tendency to feel that if you aren't
promoted you're not doing the job to get promoted and
therefore vou're not doing & good job., And 1 wonder
whether there's the possibility that some of the older
people in the Agency who may not have an interest in
being promoted to edditional supervisory positions
might possibly be, if they'd been in that same rank

for & long time, regarded as not moving and therefore
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not being qualified for a high rating in the work they

do. I think it's an issue that one has to deal with,
CHATRMAN CARR: Let me make sure |
understand this. Somebody can come in, we'll say, at

@ GS5-7 and be promoted in place all the way up to a
GS8-16 uand still do the same work he's been doing?

ME. TAYLOR: No,

ME. BIRD: No. They come in ae & -~ @
professional enployee might come in as & grade 7, for
example, and advance, potentially could esdvance every
year -- there ie & time in ¢ gqde regquirement -- but
potentially could advance every year up to the grade
18. Generally, at that level there would be =@
competitive action wherein --

CHAIRMAN CARK: Without supervising
anvbody?

MR, BIRD: Correct.

CHATRMAN CARR: And he competes for a Jjob
that's non-supervisory?

MR. BIRD: That's correct,

CHAIRMAN CARR: Learn something every day.

COMMISSTONER ROGERS: Well, I'm glad to
hear that, because I think that's one of the issues
that we have to deal with in a highly technical

organization with people who really want to do a
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technical Jjob but don't want to do & wanagerial Jjob.

ME. TAYLOR: We have those,

CHATRMAN CARK: How do you train the young
guys .

ME. TAYLOR: Well, you mention the career
path. Normally there are & couple of peths, and
that's whet you'll see waen we do what you suggested
across some of the offices. We're trying a coujle of
them out now, you know. Starting st the low level,
how do you work your way up? You do make a choice,
Some people prefer not to take on  supervisory
responsibilities,

CHATRMAN CARR: But 1've got this G§-15
who's been in the Agency for 30 years and knows more
about the subject than snvbody else and 1 can't give
this young fellow te him to train because he's non-
supervisory”

MR. BIRD: Well, certeinly the senior
technical expert could provide guidance to the
individual @although he mway not supervise that
individual. There's no bar against that. They work
on teams together. They are assembled for many
different reasons other then supervigion.

CHATRMAN CARR: It's & lot easier to get

his attention if you write his fitness report,
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our future. 1'd like to know what those training
opportunities are for people who sre at the top of
their positions technically.

CHATRMAN CARR: Let me ask you, what is
the grade of the senior non-supervisory guy in the
Agency? What is he” What level would they get to?

MR. BIRD: Generally they would be at a 15
level, but there are those who are in strictly
technical non-supervisory Jobs in what we call the old
super-grade band, 16, 17, and 18, They are there,
because they are rather expert in their particular
technical field.

CHAIRMAN CARR: But 1 would wajer you're
not getting age discrimination complaints from that
group of people. Am 1 wrong?

MR. BIRD: There's some pay parallel there
thet can be drawn.

MR. COLEMAN: 1 don't Kknow, s8ir. The
datebase we use is sanitized, contains no names or
sociel security numbers.

CHAIRMAN CARK: Okay. Any other questions
or comments?

COMMISSIONER CURTISS: I Jjust had =&
comment , I know when I came to the Agency in 1978+~

T

it’s been an interesting discussion because ! compared
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what the situation was when I went to work for the old
ELD. You used to start out at a GS-11. In a year,
vou'd move to a 12; a year, you'd move to a 13, year
and a half, 14; and two years, 15, And there eare
certain positive aspects of that in terms of -~

CHAIRMAN CARR: Well, lawyers are on fast
tracks.

COMMISSTIONER CURTISS: Yes, well, 1 don't
know about that. 1 should say they slowed the track
down, and maybe it's this competition for ld4s and 106s
that has as its antecedent that problem. You
certainly had i g'od deal of predictability when you
went through. VYou knew if you staved there two, three
and a half, five and a half years, vou'd be at a GS-
16. The lawyers tended to be -- and meybe the other
disciplines as well ~- there tended to be a lot of
top~heaviness within the and maybe as a function of
that kind of very visible and very concrete
advencement .

1 certainly commend the work that Jim and
vou and the Chairman are doing in terms of career
development and career planning, and I tried to allude
to that when we were talking about IDPs and rotations
and this very critical period because 1 do think it's

mportant for people to know how to get from where
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they are now to where they want to be in terms of
that. But, i1t was an interesting discussion.

One other point 1 guess 1'd also
emphasize. When I first came to the Agency and worked
here for a couple years in the late '70s and early
'80s, the kinds of programs that existed at the time
in terms of career development, rotation and so forth,
have taken, 1 think, a quanturm leap in the last ten or
11 years. It's difficult to see, 1 think, in the six
month periode that we have these briefings, but if one
looks back over time there has been significant
development over the last, say, dozen or so yvears that
I personally have seen. It's not quite at perceptible
every six months, but a lot of progress has been made.

MR, TAYLOR: Well, you're going to see--
one of your upcoming briefings is by the Technical
Training Center. You're going to see how that place
has changed. If you go bick five or more years, that
place is dramatically diffesrent and you'll see it at
thie next briefing.

COMMISSIONER CURTISS: Good.

MR. TAYLOR: We're also concerned about
training in some of the -- as you know, some of our
efforts of looking et specific post-graduate training

in the technical epecialties is very important to us
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and that's part of this fellowship approach. 8o,
we're very conscious of stoking the technica. and
other training aspects that are necessary to support
the Agency in the future, particularly with all the
people who are in the training pipeline, That's &
very important part of what we're trying to do. Some
of them may, therefore, get to be an Agency specialist
at the 15 level in & particular discipline, and of
course they are the ones that work in seismology and
so forth, geology.

1t's very important in the Agency that we
have those tarset;. There are a lot of those
positions that -- and there aren't that many people in
the field, so you really have tc¢ train to keep that
expertise in the Agency. That's part of what we're
looking at. wWe have quite & few people working on
that whole training subject right now, so you'll see
more on that.

COMMISSIONER CURTISS: Good.

CHAIRMAN CARR: Well, it's very tough in
an agency like this where you don't have an up or out
policy. VYou'll have stagnation. You can't help that.

Can you dig out of your database the
average age of the employees?

MR. BIRD: Yes. 1It's gone down.
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sdditional contacts between managers, counselors and
employees te discuss EEO concerns.

Finally, 1 would urge the staff to devote
greater attention to planning for and recognizing the
experience gained by enployees involved in
developmental programs and rotational assignments to
insure that the employee and the Agency obtain the
maximum benefits from these programs.

Any other comments?

If not, we stand adjourned.

(Whereupon, at 11:40 a.m., the above-

entitled matter was adjourned.)
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NUMBER OF MINORITIES AND WOMEN
PERMANENT FULL TIME STAFF
FY-1986 THRU FY-1990
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DISTRIBUTION OF ASIANS
IN GRADES 13 - 15 (PFT)
FY-1986 THRU FY-1990
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ACTIVE DISCRIMINATION COMPLAINTS
BY COMPLAINT BASIS
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TOTAL NRC EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

White Males 1794

. Hisp. Females 15

Agian Males 122
, Native Am. Males 4

N

\\i Black Maies 113

™=
A

—-1 Asian Females 24

White Females 753

Native Am. Female 1

Bilack Females 270 Hispanic Males 34

DATA AS OF SEPTEMEBER 30, 1990



HEADQUARTERS EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

White Males 1139

Native Am. Female 1

DATA AS OF SEPTEMBER 30, 1990

Asian Females 16
& ‘\ Black Males 89
\\ Native Am. Males 3

Asian Males 98

= HisD. Females 12
| Black Females 210

enanic Maies 14

White Females 551




REGION | EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

White Maies 180 «2. Black Females 8
4 2 Hispanic remale i

\ Asian Males 8

7% Hispanic Males 4
s - R R
SIS Black Males 8

White Females 59

Asian Females 2

DATA AS OF SEPTEMBER 30, 1990



REGION Il EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

Asian Males 4
, Native A Male 1

White Males 159

Hispanic Males 3
DATA AS OF SEPTEMBER 30, 1990



REGION Iil EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

White Males 163

~Asian Males 5
R Black Males &
///4 Hispanic Males 4
: | Asian Females 2

" White Females 53

Black Females 10

DATA AS OF SEPTEMBER 30, 19990




REGION IV EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

White Males 88

T4 \;»-‘% Asian Males 2
S )@é@ Black Females 2
TS .,4’555‘31"

White Females 43

Hispanic Female 1

DATA AS OF SEPTEMBER 30, 1990




REGION V EMPLOYEES (PFT)
BY ETHNICITY AND GENDER

White Males 85 Asiar Females 2

2 Hispanic Male 1
ey Black Males 2

SR

Asgian Males 4

T T

SRSEAE .} Black Femaies 2

White Females 21

Hispanic Femaie 1

DATA AS OF SEPTEMBER 30, 1990



COMPARISON OF ATTRITION
GOVERNMENT WIDE VS. NRC
FY-1986 THRU FY-1990
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PFT ATTRITION
NRC VS. SELECTED AGENCIES
BY AGE GROUP FOR FY-1990
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|
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I B = =
60

| 20-29 | 30-39 | 40-49 | 50-59 +  AVG ATTR

MeuP>PD ZQwdumDed=~D>

| f % f
poE B3] mu% | 78% | 47% | 66% | 279% | 7.9%
NasA B 53% | 37% | 2% | 75% | 238% | 57%

|

st [ 1] 123% | 47% | 23% | 53% | 262% | 65%
NRC BB 1165% | 75% | 47% | 48% | 236% | 78%

DATA AS OF 9/30/90



EMPLOYEE ATTRITION BY
AGE AND ETHNIC GROUP
FOR FY-1990
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EXECUTIVE POTENTIAL PROGRAM
APPLICANTS BY ETHNICITY

NATIVE AMER 4 0% ASIAN 6 4%
p 18 B¢ BLACK 113 6% BlIL ACK 11 8%
i i/&!"] }A gr 3, >3

HISPANIC 11

WHITE 1679 87% WHITE 126 889

FLIGIBLF POPULATION APPLICANTS
{(GG13-15)

FY 1988 FY 1390 DATA

« Percent may not total due to rounding



EXECUTIVE POTENTIAL PROGRAM
GRADUATES BY ETHNICITY

WHITE 100%

WHITE 93%
14
GRADUATES SUBSEQUENT
PROMOTION

£y 1988 FY 1990 DATA




EXECUTIVE POTENTIAL PROGRAM
APPLICANTS BY GENDER

MALE 69%
g9

15%

FEMALE

e
293

MALE 85% FEMALF 31%
1646 A5
ELIGIBLE POPULATION APPL!CANTS

(GG 13-15)

FY 1988 FY 1990 DATA



EXECUTIVE POTENTIAL PROGRAM
GRADUATES BY GENDER

MALE 47%

‘

§ 3

MALE 40%
2

FEMALE 60%
FEMALE 53% 3
8
GRADUATES SUBSEQUENT
PROMOTIONS

FY 1988 - FY 1990 DATA
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In summary, the AAMC believes that these concerns affect the entire NRC workforce
and if adequately addressed will increase productivity, enhance e@mployee moral,
and ensure fair treatment to the benefit of all agency exployees.



