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A Guide to Conducting Workforce Analysis
1. Getting Started

Introduction
Every manager needs to conduct workforce analysis, perhaps for succession planning, predicting turnover, estimating budget needs, improving recruitment for specific occupations, determining if there is undesired turnover, analyzing Equal Employment Opportunity (EEO) trends, or for responding to the President’s Management Agenda.  Salary is often a manager’s largest budget line item.  In the civilian government, unlike the military, the tools for predicting turnover, promotions, and future staffing needs are still in their infancy and not widely known.  This handbook is designed to alert a wide range of managers, human resources (HR) specialists, and EEO specialists to the workforce analysis tools available online in VA, show how to use them, and suggest how to analyze the resulting data.  
VA, along with most other agencies, has a legacy HR data system that contains the available workforce data elements.  These systems were designed many years ago, primarily to meet HR needs in tracking transactions, rather than the needs of managers or diversity analysts in tracking complex trends and their impact on specific groups.  
While VA hopes to completely upgrade the entire HR system over time, we developed a way to take a simple data extract from the legacy HR system, enter the needed data into a Statistical Analysis Software (SAS) database and, using standard SAS modules and our own SAS programs, make easily customized summary reports available on demand to a wide range of users.  This has allowed us to make a low-cost jump to a modern, intranet-based system for workforce analysis.  
There is no all-purpose approach to workforce analysis because there are so many possible issues.  There are, however, major topic areas and specific tools for each.  All managers are responsible for succession planning, and all have the duty to promote and ensure there is equal opportunity in the workplace with regard to who gets hired, who gets promoted, and how people are treated in the workplace.  This handbook is organized around these topics.
This handbook does not focus on the requirements of Equal Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715), which VA has automated, except when the required MD-715 tables are also excellent tools for general management purposes.  This handbook does, however, provide guidance on how to analyze workforce data and anomalies (what EEOC calls “triggers”).  For more information and data tools specific to EEO, see VA’s training video How to Write an EEO Report developed by the Office for Diversity Management and Equal Employment Opportunity (DM&EEO), which may be accessed on DM&EEO’s Web site at: <www.va.gov/dmeeo>.    

Access to the Automated System
To start, go to the VHA Support Service Center (VSSC) Intranet site <http://vssc.med.va.gov>.  VSSC provides many types of data at this site.  All of the workforce analysis tools are found under Human Resources.  Click where indicated below by the white arrow, and the Product List screen will appear (shown on the next page).

[image: image61.jpg]



If you are on the VA intranet and cannot gain access to this site, ask your IT Specialist to configure your browser.  Instructions are available by e-mail from the VSSC KLF Help Desk, listed in Outlook.  If you still cannot reach the site, ask your IT Specialist if your facility has established a trust relationship with VSSC.
If the screen requests a password, use your standard password that you enter when starting your PC and your standard user and domain names.  To find these names, press on Control-Alt-Delete and the names will be shown in the pop-up box.  Then press Cancel. 
Selecting a Report
The Product List screen lists all the available reports (many not visible in this screen shot).  To narrow your search, click on one of the filters, such as Workforce Planning, Nature of Action, or Retirements, as noted below by the white arrows.  
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Tables A and B: 1, 2, 3, 4, 5, 6, 8, 9, 11, 13, 14

Selecting Parameters
When you click on a report, the Selection screen appears, shown below.  Click on the desired fiscal year, month, and summary level in step 1.  You may accept the defaults or select more precise parameters in the remaining steps.  All valid options are shown.  Read the Data Definitions to see exactly what is being counted, and view a Sample Report if you are uncertain about the format of the resulting table.  Note that the name of the report is always shown on the first line.
	


	




Onboard Employee Report Top of Form
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STEP 1:      Select Report Parameters
	Select Fiscal Year
	Select Month *
	Select Summary Level
	Summary Level Selections
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2005



2004



2003


	[image: image20.wmf]

DEC



JAN



FEB
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National
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VBA Area



NCA MSN



Station



Duty Station
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000 AFC AUSTIN TX



060 CMOP LEAVENWORTH KS



101 CO WASHINGTON DC



102 SSC TOPEKA KS



104 FSC AUSTIN TX



105 MLAC AUSTIN TX




*Data is snapshot of employees onboard as of last day of month selected.  
  Check here to see stations broken out separately:    [image: image23.wmf]  

STEP 2:   Select Organization/Organizations or leave blank for all:   [image: image24.wmf]



8000-8959 VHA



1101 OFFICE OF SECRETARY



1103 BOARD OF CONTRACT APPEALS



1105 BOARD OF VETERANS APPEALS



 Check here to see Organizations broken out separately:    [image: image25.wmf]  

STEP 3:   Select Occupational Code/Codes or leave blank for all: 
Enter Occupational Code to Find: [image: image26.wmf]

0201


  [image: image27.wmf]



0008 Case Management



0018 Safety and Occupational Health Management



0019 Safety Technician



0020 Community Planning



 Check here to see Occupational Codes broken out separately:    [image: image28.wmf] 


STEP 4:  Select Pay Plan or leave blank for all (multiples allowed):    [image: image29.wmf]



GENERAL SCHEDULE GS/A



MERIT PAY GM/B


Check here to see Pay Plan broken out separately:    [image: image30.wmf]  

STEP 5:  Select Grade or leave blank for all (multiples allowed):      [image: image31.wmf]



0


Check here to see Grade broken out separately:    [image: image32.wmf]

STEP 6:  Select Appointment Type:    [image: image33.wmf]

PERMANENT



TEMPORARY



PERM AND TEMP




STEP 7:  Non-Standard Options:             (Note: The office of DM&EEO recommends using the defaults in Steps 7 and 8.) 

Check here if you would like to EXCLUDE Medical Residents:    [image: image34.wmf]
Check here if you would like to EXCLUDE Manila Residents (CITIZEN=3):    [image: image35.wmf]
Select Pay Status or leave blank for all (multiples allowed):   [image: image36.wmf]



PAY



NON-PAY


Check here to see Pay Status broken out separately:   [image: image37.wmf]

STEP 8:  Select Duty Base or leave blank for all (multiples allowed):   [image: image38.wmf]



FULL TIME



PART TIME


Check here to see Duty Base broken out separately:    [image: image39.wmf]  

STEP 9:  Would You Like to Select Cost Center(s) Parameters?    [image: image40.wmf]

NO



YES

              [image: image41.wmf]

8000 VETERANS HEALTH ADMINISTRATION



8001 UNDER SECRETARY FOR HEALTH



8002 DUS HEALTH OPERATIONS & MGMT



8003 ADCMD FOR CLINICAL PROGRAMS



8004 DACMD FOR HOSPITAL BASED SVCS.


Check here to see Cost Center broken out separately:   [image: image42.wmf]

STEP 10:  Select Veteran Status or leave blank for all (multiples allowed):    [image: image43.wmf]



VET



NON-VET


Check here to see Veteran Status broken out separately:    [image: image44.wmf]

This is a reports system rather than a query system; therefore, users cannot generate new variables or new formats.  However, the large number of available variables and the ability to make nearly any combination of relevant selections gives the system the feel and responsiveness of a query system without requiring any programming knowledge.  This is user-friendly and easy to learn, and the outputs are designed to facilitate workforce analysis.  

In step 2, the user can select the organizational coverage, or leave blank for all (the default).
In step 3, the user can select all occupations (the default), an individual occupation, or (by pressing the alt key) selected occupations, as well as selecting to see the results as a total or (by checking the box) broken out individually.  

In step 4, the user can select all pay plans (the default), GS/GM, SES, blue collar, or Title 38 occupations (the ones preceded by a number), or various combinations.  Again, the results can be shown as a total or, by checking the box, broken out individually. 

In step 5, the user can select all grades (the default), individual grades, or groups of grades, shown as a total or individually.  

In step 6, the user can select the appointment type: permanent, temporary, or both.

In step 7, the user can reverse the standard EEO parameters which differ slightly from the standard COIN PAID parameters, thereby matching the COIN PAID figures exactly.  For EEO purposes, the user should normally accept all the defaults in step 7.
In step 8, the user can select the duty base: full time, part time, or intermittent.  The default is all three.

In step 9, the user can select cost centers to differentiate offices that may use the same occupations, such as doctors in various clinics.  Most EEO work does not need this much detail.

The same selection screen is used for nearly every report, which greatly simplifies the training and makes navigation intuitive.  The default parameters of each report are pre-selected (generally indicated by a blue bar), so that for standard applications the user can simply identify the date and organization and click on Submit.  The resulting table then appears on the screen.  The tables are designed as camera-ready copy which can be copied and pasted directly into a text report.  On the far left of the report screen, the user has options to convert the tabular results to a bar chart or downloaded them to an Excel spreadsheet.  The bar chart can be saved as a picture and inserted into text reports. 

2. Onboard Counts and Trends
Onboard by Race and Gender

The onboard count is the starting point for workforce analysis.  This report shows the representation of employees in the workforce by race, national origin (RNO), and gender, the result of past hires and separations.  

	ONBOARD EMPLOYEES BY RACE AND GENDER AS OF SEP FY2005


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	1,565
	859
	549
	30
	39
	25
	27
	12
	14
	2
	7

	%
	100.01%
	54.89%
	35.08%
	1.92%
	2.49%
	1.60%
	1.73%
	0.77%
	0.89%
	0.13%
	0.45%



STATION SELECTION = ALL 

ORGANIZATION SELECTION = 8000-8959 VHA
OCCUP SERIES SELECTION = 0180 

PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 


DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 

EXCLUDE MEDICAL RESIDENTS 

EXCLUDE CITIZEN=3 

PAY STATUS = PAY 


VETERAN SELECTION = ALL 

Note that the report title and date of the data are always shown on the top line.  The RNO breakout along the top of the table is standard for all but reports on disabilities.  The exact parameters of each report are shown at the bottom of the report.  It is recommended that the user mark the date and pivotal parameters with a yellow highlighter to avoid confusing reports that look much alike.

In this example, the data covers the occupation of psychologist (series 0180, used in many examples in this handbook), all pay plans and grades, permanent employees (excluding temporary), full-time, part-time, and intermittent employees in pay status, but excluding those who are citizens of Manila or medical residents. 
The table above shows that as of the end of FY 2005 there were 1,565 psychologists (occupation series 0180) in permanent (full time, part time, and intermittent) employment status in VHA, excluding medical residents and U.S. citizens in Guam (exclude citizen=3).
By selecting different options on the selection screen, the user can change any of the above variables.  
Five Year Trend
The Five Year Onboard Trend Report is an easy way to determine how stable the staffing pattern is over time.  It provides two tables, one showing the actual onboard count and the other showing percent representation.  
	5 YEAR ONBOARD TREND REPORT - #'s


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic
Male
	Hispanic
Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	SEP 2001 #
	1,494
	881
	481
	30
	31
	26
	14
	12
	9
	6
	2

	SEP 2002 #
	1,483
	867
	486
	28
	31
	25
	15
	12
	10
	5
	2

	SEP 2003 #
	1,499
	858
	509
	30
	34
	23
	17
	11
	9
	3
	3

	SEP 2004 #
	1,531
	851
	525
	30
	36
	27
	24
	13
	14
	3
	7

	SEP 2005 #
	1,565
	859
	549
	30
	39
	25
	27
	12
	14
	2
	7


	5 YEAR ONBOARD TREND REPORT - %'s


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	SEP 2001 %
	100.00%
	58.97%
	32.20%
	2.01%
	2.07%
	1.74%
	0.94%
	0.80%
	0.60%
	0.40%
	0.13%

	SEP 2002 %
	100.00%
	58.46%
	32.77%
	1.89%
	2.09%
	1.69%
	1.01%
	0.81%
	0.67%
	0.34%
	0.13%

	SEP 2003 %
	100.00%
	57.24%
	33.96%
	2.00%
	2.27%
	1.53%
	1.13%
	0.73%
	0.60%
	0.20%
	0.20%

	SEP 2004 %
	100.00%
	55.58%
	34.29%
	1.96%
	2.35%
	1.76%
	1.57%
	0.85%
	0.91%
	0.20%
	0.46%

	SEP 2005 %
	100.01%
	54.89%
	35.08%
	1.92%
	2.49%
	1.60%
	1.73%
	0.77%
	0.89%
	0.13%
	0.45%



STATION SELECTION = ALL 

ORGANIZATION SELECTION = 8000-8959 VHA 
OCCUP SERIES SELECTION = 0180 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 

EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = PAY 





The onboard count for September 2005, is the same figure shown on the Onboard by Race and Gender Report on the previous page.  This report shows that there has been an increase of 71 psychologists in permanent positions in the last five years.  During this period, the representation of White males has declined about five percentage points with small declines in the other groups of men, while the difference has been made up by increases in all groups of women. 
Onboard by Age
	ONBOARD EMPLOYEES BY AGE REPORT AS OF FEB FY2005


	AGE GROUP
	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	21-30
	#
	22
	6
	8
	0
	1
	2
	2
	0
	2
	0
	1

	21-30
	%
	100.00%
	27.27%
	36.36%
	0.00%
	4.55%
	9.09%
	9.09%
	0.00%
	9.09%
	0.00%
	4.55%

	31-40
	#
	268
	105
	118
	3
	12
	5
	11
	5
	6
	0
	3

	31-40
	%
	100.01%
	39.18%
	44.03%
	1.12%
	4.48%
	1.87%
	4.10%
	1.87%
	2.24%
	0.00%
	1.12%

	41-50
	#
	452
	222
	188
	7
	10
	5
	10
	2
	5
	1
	2

	41-50
	%
	100.00%
	49.12%
	41.59%
	1.55%
	2.21%
	1.11%
	2.21%
	0.44%
	1.11%
	0.22%
	0.44%

	51-60
	#
	721
	467
	189
	18
	16
	14
	5
	5
	4
	2
	0

	51-60
	%
	99.99%
	64.77%
	26.21%
	2.50%
	2.22%
	1.94%
	0.69%
	0.69%
	0.55%
	0.28%
	0.00%

	61-70
	#
	214
	152
	44
	6
	3
	4
	0
	3
	0
	0
	2

	61-70
	%
	99.99%
	71.03%
	20.56%
	2.80%
	1.40%
	1.87%
	0.00%
	1.40%
	0.00%
	0.00%
	0.93%

	71+
	#
	17
	11
	4
	0
	1
	1
	0
	0
	0
	0
	0

	71+
	%
	100.00%
	64.71%
	23.53%
	0.00%
	5.88%
	5.88%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%


	AVERAGE AGE


	AVERAGE AGE
	Total Mean
Age
	White Male
	White Female
	Black Male
	Black Female
	Hispanic
Male
	Hispanic
Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	Mean
	50.7
	52.7
	48.1
	53.6
	47.1
	50.8
	42.0
	49.6
	42.2
	54.7
	44.5


	TOTAL


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	1,694
	963
	551
	34
	43
	31
	28
	15
	17
	3
	8

	%
	100.01%
	56.85%
	32.53%
	2.01%
	2.54%
	1.83%
	1.65%
	0.89%
	1.00%
	0.18%
	0.47%


	ONBOARD EMPLOYEES AGES 51-60


	AGE GROUP
	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	51
	#
	58
	30
	21
	2
	3
	0
	1
	0
	1
	0
	0

	51
	%
	99.99%
	51.72%
	36.21%
	3.45%
	5.17%
	0.00%
	1.72%
	0.00%
	1.72%
	0.00%
	0.00%

	52
	#
	79
	48
	26
	1
	2
	1
	1
	0
	0
	0
	0

	52
	%
	100.01%
	60.76%
	32.91%
	1.27%
	2.53%
	1.27%
	1.27%
	0.00%
	0.00%
	0.00%
	0.00%

	53
	#
	91
	43
	36
	2
	5
	2
	0
	2
	1
	0
	0

	53
	%
	100.00%
	47.25%
	39.56%
	2.20%
	5.49%
	2.20%
	0.00%
	2.20%
	1.10%
	0.00%
	0.00%

	54
	#
	63
	42
	15
	0
	1
	2
	2
	0
	1
	0
	0

	54
	%
	100.00%
	66.67%
	23.81%
	0.00%
	1.59%
	3.17%
	3.17%
	0.00%
	1.59%
	0.00%
	0.00%

	55
	#
	75
	46
	20
	3
	3
	1
	0
	2
	0
	0
	0

	55
	%
	100.00%
	61.33%
	26.67%
	4.00%
	4.00%
	1.33%
	0.00%
	2.67%
	0.00%
	0.00%
	0.00%

	56
	#
	66
	50
	12
	2
	0
	1
	0
	0
	0
	0
	0

	56
	%
	100.01%
	75.76%
	18.18%
	3.03%
	0.00%
	1.52%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	57
	#
	77
	54
	18
	2
	0
	2
	0
	1
	0
	0
	0

	57
	%
	100.01%
	70.13%
	23.38%
	2.60%
	0.00%
	2.60%
	0.00%
	1.30%
	0.00%
	0.00%
	0.00%

	58
	#
	77
	62
	8
	1
	1
	2
	1
	0
	0
	2
	0

	58
	%
	100.01%
	80.52%
	10.39%
	1.30%
	1.30%
	2.60%
	1.30%
	0.00%
	0.00%
	2.60%
	0.00%

	59
	#
	65
	41
	16
	3
	1
	3
	0
	0
	1
	0
	0

	59
	%
	100.02%
	63.08%
	24.62%
	4.62%
	1.54%
	4.62%
	0.00%
	0.00%
	1.54%
	0.00%
	0.00%

	60
	#
	70
	51
	17
	2
	0
	0
	0
	0
	0
	0
	0

	60
	%
	100.01%
	72.86%
	24.29%
	2.86%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%


	ONBOARD EMPLOYEES AGES 61-70


	AGE GROUP
	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	61
	#
	58
	43
	11
	1
	1
	1
	0
	0
	0
	0
	1

	61
	%
	99.99%
	74.14%
	18.97%
	1.72%
	1.72%
	1.72%
	0.00%
	0.00%
	0.00%
	0.00%
	1.72%

	62
	#
	39
	29
	7
	2
	1
	0
	0
	0
	0
	0
	0

	62
	%
	100.00%
	74.36%
	17.95%
	5.13%
	2.56%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	63
	#
	35
	23
	6
	1
	1
	2
	0
	1
	0
	0
	1

	63
	%
	100.00%
	65.71%
	17.14%
	2.86%
	2.86%
	5.71%
	0.00%
	2.86%
	0.00%
	0.00%
	2.86%

	64
	#
	20
	15
	4
	1
	0
	0
	0
	0
	0
	0
	0

	64
	%
	100.00%
	75.00%
	20.00%
	5.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	65
	#
	16
	12
	4
	0
	0
	0
	0
	0
	0
	0
	0

	65
	%
	100.00%
	75.00%
	25.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	66
	#
	16
	9
	7
	0
	0
	0
	0
	0
	0
	0
	0

	66
	%
	100.00%
	56.25%
	43.75%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	67
	#
	13
	8
	2
	1
	0
	1
	0
	1
	0
	0
	0

	67
	%
	99.99%
	61.54%
	15.38%
	7.69%
	0.00%
	7.69%
	0.00%
	7.69%
	0.00%
	0.00%
	0.00%

	68
	#
	7
	7
	0
	0
	0
	0
	0
	0
	0
	0
	0

	68
	%
	100.00%
	100.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	69
	#
	5
	3
	1
	0
	0
	0
	0
	1
	0
	0
	0

	69
	%
	100.00%
	60.00%
	20.00%
	0.00%
	0.00%
	0.00%
	0.00%
	20.00%
	0.00%
	0.00%
	0.00%

	70
	#
	5
	3
	2
	0
	0
	0
	0
	0
	0
	0
	0

	70
	%
	100.00%
	60.00%
	40.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%


The most populous decade for total VA permanent positions, is age 51–60, while the average age is 50.7.  Men are older than women of the same RNO group.  Within the retirement decades (51–70), the most populous age is 53.  The count dips again until ages 57–58, and by age 62 begins a sharp drop-off. 
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STATION SELECTION = ALL 

ORGANIZATION SELECTION = ALL 

OCCUP SERIES SELECTION = ALL 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
VETERAN SELECTION = ALL 


EXCLUDES MEDICAL RESIDENTS 
STATUS=PAY 

The Age Report (and most other workforce reports) can be automatically converted to a bar chart, as shown above (all VA permanent positions as of September 2005).  The two tall bars are the Baby Boom generation.  They started in 1946, which means the first of this group is 60 years old at this writing.  Note how few employees remain after age 60.  This suggests that there will soon be a sharp increase in separations. 
During FY 2005, there were more than 17,000 separations from permanent positions in VA.  Of these, there were about 3,000 voluntary retirements from the Civil Service Retirement System (CSRS) and about 2,000 from the Federal Employees Retirement System (FERS).  There were also about 7,000 resignations from FERS but only about 100 from CSRS.  There were about 5,000 other types of separations.  In total, 58 percent of the separations were below age 55, and an additional 23 percent were age 55 to 60, possible undesirable losses. 

The average age of new hires in VA in FY 2005 is 41, and virtually all of these were in the FERS retirement plan.  The average age for separations is 49, with some variation by pay plan.  This means that the average age of separation occurs before reaching retirement age, with the result that most separations are by resignation rather than retirement.  The Voluntary Retirement Projected Losses Report (shown later in this handbook), gives a good estimate of the number of actual voluntary retirements per year.  

Disabilities Reports 

The Targeted Disability Report shows the total onboard staff and breaks out those who reported no disability, those who reported a non-targeted disability, and the total and breakout of targeted disabilities, those identified by EEOC for extra recruitment efforts.
	TARGETED DISABILITY REPORT AS OF SEP FY2005


	Category
	Total
	01,04-05 No Handicap
Reported
	Non-Targeted
	Total Targeted
	16,17 Deaf
	23,25 Blind
	28,32-38 Missing
Extremities
	64-68 Partial
Paralysis
	71-78 Complete
Paralysis
	82 Convulsive
Disorders
	90 Mentally
Retarded
	91 Mental Illness
	92 Distortion
Limb/Spine

	#
	215,566
	195,194
	16,984
	3,388
	350
	420
	203
	339
	148
	496
	317
	1,043
	72

	%
	100.00%
	90.55%
	7.88%
	1.57%
	0.16%
	0.19%
	0.09%
	0.16%
	0.07%
	0.23%
	0.15%
	0.48%
	0.03%


STATION SELECTION = ALL 

ORGANIZATION SELECTION = ALL 

OCCUP SERIES SELECTION = ALL 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 

EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = PAY


This report shows that as of the end of FY 2005, 1.57 percent of the permanent employees VA-wide, counting all occupations, have reported a targeted disability.  This compares very favorably with the 0.99 percent Government average for this period reported by EEOC.

The Disability Change Report shows how this representation has changed over time, allowing the same standard date choices identified in the Diversity Change Report.

	DISABILITY CHANGE REPORT – FROM SEP FY2004 TO SEP FY2005

	

	 Category
	Total
	01,04-06 No Handicap
Reported
	Non-Targeted
	Total Targeted
	16,17 Deaf
	23,25 Blind
	28,32-38 Missing
Extremities
	64-68 Partial
Paralysis
	71-78 Complete
Paralysis
	82 Convulsive
Disorders
	90 Mentally
Retarded
	91 Mental Illness
	92 Distortion
Limb/Spine

	SEP 2004 #
	214,112
	194,183
	16,451
	3,478
	357
	434
	218
	357
	160
	513
	331
	1,036
	72

	SEP 2004 %
	99.99%
	90.69%
	7.68%
	1.62%
	0.17%
	0.20%
	0.10%
	0.17%
	0.07%
	0.24%
	0.15%
	0.48%
	0.03%

	SEP 2005 #
	215,566
	195,194
	16,984
	3,388
	350
	420
	203
	339
	148
	496
	317
	1,043
	72

	SEP 2005 %
	100.00%
	90.55%
	7.88%
	1.57%
	0.16%
	0.19%
	0.09%
	0.16%
	0.07%
	0.23%
	0.15%
	0.48%
	0.03%

	CHANGE #
	1,454
	1,011
	533
	-90
	-7
	-14
	-15
	-18
	-12
	-17
	-14
	7
	0

	CHANGE %
	0.01%
	-0.14%
	0.20%
	-0.05%
	-0.01%
	-0.01%
	-0.01%
	-0.01%
	0.00%
	-0.01%
	0.00%
	0.00%
	0.00%


This table shows VA-wide disability data for all permanent positions from the end of FY 2004 to the end of FY 2005.  There is a slight decline in the proportion of VA employees with targeted disabilities, a trend that has continued for many years.  

Veterans Reports
The Veterans Report shows the veteran status of employees, and the hires and separations of disabled veterans during the selected year.  There is also a Veteran Change Report, which allows the user to select specific start and stop dates to show change over time.  Veterans are included in the count of total hires, but the recruitment methods and appointment authorities may be different, so it is worth breaking out this population when reviewing hires.  

	VETERAN REPORT AS OF SEP FY2005


	Status
	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	Non-Disabled Veteran
	#
	131
	111
	7
	7
	2
	3
	0
	1
	0
	0
	0

	Non-Disabled Veteran
	%
	99.99%
	84.73%
	5.34%
	5.34%
	1.53%
	2.29%
	0.00%
	0.76%
	0.00%
	0.00%
	0.00%

	Disabled Veteran
	#
	28
	15
	8
	1
	1
	1
	0
	1
	0
	1
	0

	Disabled Veteran
	%
	99.99%
	53.57%
	28.57%
	3.57%
	3.57%
	3.57%
	0.00%
	3.57%
	0.00%
	3.57%
	0.00%

	Disabled Veteran % of Onboard
	%
	1.77%
	0.96%
	0.51%
	0.06%
	0.06%
	0.06%
	0.00%
	0.06%
	0.00%
	0.06%
	0.00%

	Total Veteran
	#
	159
	126
	15
	8
	3
	4
	0
	2
	0
	1
	0

	Total Veteran
	%
	100.01%
	79.25%
	9.43%
	5.03%
	1.89%
	2.52%
	0.00%
	1.26%
	0.00%
	0.63%
	0.00%

	Total Veteran % of Onboard
	%
	10.16%
	8.05%
	0.96%
	0.51%
	0.19%
	0.26%
	0.00%
	0.13%
	0.00%
	0.06%
	0.00%

	Non-Veteran
	#
	1,406
	733
	534
	22
	36
	21
	27
	10
	14
	1
	7

	Non-Veteran
	%
	99.99%
	52.13%
	37.98%
	1.56%
	2.56%
	1.49%
	1.92%
	0.71%
	1.00%
	0.07%
	0.50%


	DISABLED VETERANS


	Status
	Category
	Total
	White Male
	White
Female
	Black
Male
	Black
Female
	Hispanic
Male
	Hispanic
Female
	Asian
Male
	Asian
Female
	Amer Indian
Male
	Amer Indian
Female

	Disabled Veteran
	#
	28
	15
	8
	1
	1
	1
	0
	1
	0
	1
	0

	Hires
	#
	1
	0
	0
	0
	1
	0
	0
	0
	0
	0
	0

	Separations
	#
	3
	1
	2
	0
	0
	0
	0
	0
	0
	0
	0


In this case, the VHA psychologists in permanent positions at the end of FY 2005 had 1.77 percent disabled veterans and 10.16 percent total veterans, significantly below the VHA average of 6.85 percent and 25.28 percent, respectively.  

Visual Displays
The Maps Report provides a graphic way to compare representation by region (VISN, Area, MSN)—in this example, for targeted disabilities.  This map’s format is similar to the population maps available at the American FactFinder site provided by the U.S. Census Bureau <http://factfinder.census.gov/home/saff/main.html?_lang=en> to allow an easy visual comparison between the VA onboard and the total population. 
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Bar charts are another useful visual that can be generated from the Onboard by Race and Gender and several other reports.  The example below shows the diversity breakout for the leadership pipeline, GS/GM grades 13-15.
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3. Gains
Hires
The Hires and Separations Report allows the user to get a count by a variety of variables, in this case race and gender.  A different format is needed to accommodate the wide variety of possible parameters.

	Nature of Actions thru SEP FY2005


	RACE
	GENDER
	CNT
	AVG AGE
	MIN AGE
	MAX AGE

	BLACK
	M
	2.00
	44.50
	34
	55

	BLACK
	F
	5.00
	38.80
	30
	53

	HISPANIC
	M
	1.00
	29.00
	29
	29

	HISPANIC
	F
	3.00
	37.67
	35
	41

	WHITE
	M
	40.00
	44.00
	29
	70

	WHITE
	F
	30.00
	39.87
	27
	64

	 
	 
	81.00
	 
	 
	 


You selected the following parameters for this report. If you have questions or problems with this report, please use the SEND EMAIL link in the Table of Contents to send a message to the VSSC KLF Help Desk.  Report= MENU.hr.separat.SCL 

FY= 2005; Calendar Month= 09; Summary Level= NATIONAL; Broken out by station=NO; Facility/VISN(s)=ALL; Broken out by organization=NO; Organization= 8000-8959 VHA; Nature of Action= 1-APPOINTMENTS; Type of Action= N/A; Level of Action= 1; SELECT ALL; Broken out by occupation=NO; Organization= 0180; Appointment Type= PERMANENT; Variables selected= RNO,SEX; Date Report Ran=Wednesday, April 12,2006
This report shows that 81 psychologists were hired in VHA in FY 2005, and shows the age range of the selections.  The Nature of Action Breakout Report (Hires), below, presents the same information in the standard diversity breakout format, and shows the authorities used to make these hires.
	NOA BREAKOUT REPORT (HIRES) - FISCAL YEAR CUMULATIVE THRU SEP FY2005


	NOA Code
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	101 - CAREER-COND APPT
	1
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0

	130E - TRANSFER
	2
	1
	1
	0
	0
	0
	0
	0
	0
	0
	0

	140 - REINS CAREER
	1
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0

	170 - EXC APPT
	76
	36
	29
	2
	5
	1
	3
	0
	0
	0
	0

	171 - EXCEPTED APPOINTMENT NTE
	1
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Total #
	81
	40
	30
	2
	5
	1
	3
	0
	0
	0
	0

	Total %
	100.00% 
	49.38% 
	37.04% 
	2.47% 
	6.17% 
	1.23% 
	3.70% 
	0.00% 
	0.00% 
	0.00% 
	0.00% 


Hires by Age

The Hires and Separations report also allows the user to break out the data by a number of variables, in this case age.  Also available at the VSSC site are ProClarity data cubes which allow still more flexibility, but require somewhat more technical ability to run.  The following chart shows the number of GS/GM career hires into permanent positions through July of FY 2006.   
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The relatively high age of most of the hires suggests that VA is not their first employment, and similarly suggests that most hires are not coming directly from college.  It is straightforward to recruit from colleges because nearly everyone approaching graduation is looking for employment, and they are easily reached by specific academic areas.  It is much more difficult to identify suitable candidates once they are dispersed into the labor force.
Special Hiring Authorities

Special Hiring Authorities are personnel flexibilities that allow noncompetitive hires useful to EEO programs.  VA-wide data for all occupations is shown here to give a picture of the total impact of these authorities.
	NOA BREAKOUT REPORT (AUTHORITY) - FISCAL YEAR CUMULATIVE THRU SEP FY2005


	Appointing Authority
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	Attorney
	36
	9
	18
	1
	3
	1
	3
	0
	1
	0
	0

	Bilingual-Bicultural
	6
	3
	2
	0
	0
	0
	1
	0
	0
	0
	0

	Disabled Vet, Chap. 31 Training
	2
	0
	0
	2
	0
	0
	0
	0
	0
	0
	0

	Federal Career Intern NTE 2 Yrs
	221
	69
	87
	8
	26
	5
	7
	4
	11
	3
	1

	Interagency Transfer
	669
	160
	204
	52
	158
	25
	32
	12
	18
	3
	5

	Luevano/ACWA Outstanding Scholar
	47
	16
	10
	6
	6
	4
	1
	0
	3
	0
	1

	Mental or Physical Disability
	32
	6
	7
	4
	10
	2
	1
	0
	1
	0
	1

	Presidential Mgt Intern/Fellow (PMI)
	3
	0
	1
	1
	0
	1
	0
	0
	0
	0
	0

	Research Scientific/Professional Position
	1
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0

	Student Career Experience (Co-op)
	169
	35
	60
	16
	30
	6
	7
	6
	9
	0
	0

	Veterans Employment Opportunity (VEOA)
	2,130
	904
	208
	593
	167
	150
	22
	53
	8
	22
	3

	Veterans Recruitment Appointment (VRA)
	696
	292
	57
	164
	56
	71
	10
	32
	5
	8
	1

	Total #
	4,012
	1,494
	655
	847
	456
	265
	84
	107
	56
	36
	12

	Total %
	100.00% 
	37.24% 
	16.33% 
	21.11% 
	11.37% 
	6.61% 
	2.09% 
	2.67% 
	1.40% 
	0.90% 
	0.30% 


TOTAL HIRES AS OF SEP FY2005

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	13,386
	3,774
	4,214
	1,617
	1,881
	514
	412
	390
	434
	71
	78

	%
	99.99%
	28.19%
	31.48%
	12.08%
	14.05%
	3.84%
	3.08%
	2.91%
	3.24%
	0.53%
	0.58%


There were roughly 4,000 hires using these authorities during FY 2005, a little less than one-third of the more than 13,000 total hires.   The special hiring authorities have numerous restrictions on their use.  To use these authorities properly, you are strongly encouraged to work closely with an HR staffing specialist who has extensive experience in this area.  For more information, see <http://www.opm.gov/deu/Handbook_2003/DEOH-Section-6.asp>.
The bar graphs on the following page show the six-year trend of hires under two of these authorities.  Note the predominance of Whites and the relative smaller portion of Hispanics compared to other minority groups.  These trends were not readily apparent until the tabular data was presented graphically.
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These bar charts were created in PowerPoint based on the data in Special Hiring Authorities Reports.  The graph shows that the Bilingual-Bicultural authority is primarily used to hire Whites and that the overall use is declining.  The bottom graph shows that the students hired under the Student Career Employment Program (SCEP) tend to be White or Black.

Conversions
Another source of new employees in permanent positions is conversions from temporary to permanent, which are not counted as new hires.  
	NOA BREAKOUT REPORT (CONVERSIONS) - FISCAL YEAR CUMULATIVE THRU SEP FY2004


	NOA Code
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	501C - CONV TO CAREER-COND APPT
	17
	5
	9
	0
	0
	0
	2
	0
	1
	0
	0

	570 - CONV TO EXCEPTED APPOINTMENT
	11
	3
	7
	0
	0
	0
	1
	0
	0
	0
	0

	571 - CONV TO EXCEPTED APPT NTE
	1
	0
	0
	0
	0
	1
	0
	0
	0
	0
	0

	Total #
	29
	8
	16
	0
	0
	1
	3
	0
	1
	0
	0

	Total %
	100.00% 
	27.59% 
	55.17% 
	0.00% 
	0.00% 
	3.45% 
	10.34% 
	0.00% 
	3.45% 
	0.00% 
	0.00% 


In this case, a greater proportion of White men were hired directly, while a somewhat greater proportion of women and minorities were converted from temporary, although the total number of conversions is smaller than the total number of new hires.  (The FY 2004 data is shown because in FY 2005 many medical occupations, including psychologists, were converted to a title 38 “hybrid” authority that allows appointments under title 38 but pay levels under title 5.  This one-time administrative conversion masks the year’s standard conversions from temporary to permanent.)   
Diversity Change
If the user wants to see the trend over a specific period, the Diversity Change Report allows any time period by month end for the current and previous fiscal year and by fiscal year end back to 1995.

	DIVERSITY CHANGE REPORT – FROM SEP FY1995 TO SEP FY2005


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	SEP 1995 #
	1,770
	1,144
	491
	36
	25
	24
	17
	11
	10
	7
	5

	SEP 1995 %
	99.99%
	64.63%
	27.74%
	2.03%
	1.41%
	1.36%
	0.96%
	0.62%
	0.56%
	0.40%
	0.28%

	SEP 2005 #
	1,565
	859
	549
	30
	39
	25
	27
	12
	14
	2
	7

	SEP 2005 %
	100.01%
	54.89%
	35.08%
	1.92%
	2.49%
	1.60%
	1.73%
	0.77%
	0.89%
	0.13%
	0.45%

	CHANGE #
	-205
	-285
	58
	-6
	14
	1
	10
	1
	4
	-5
	2

	CHANGE %
	0.02%
	-9.74%
	7.34%
	-0.11%
	1.08%
	0.24%
	0.77%
	0.15%
	0.33%
	-0.27%
	0.17%



STATION SELECTION = ALL 

ORGANIZATION SELECTION = 8000-8959 VHA 
OCCUP SERIES SELECTION = 0180 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 

EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = PAY 


MINIMUM OCCUPATION SIZE = 0 



This report again shows psychologists in permanent positions in VHA.  Note that the onboard count for September 2005, is the same as in the previous reports.  Over the ten years, there has been a decrease of 205 staff.  Since the Five Year Onboard Trend Report showed a gain, this means that there was a substantial drop between five and ten years ago that is now starting to rebound.  During this process, the representation of White men declined a total of about 10 percentage points.  

Note that the representation is simply factual–additional information is needed to determine how well the VA onboard reflects the relevant civilian labor force (RCLF).  Using the 2000 census and the OPM/EEOC crosswalk of census occupations to OPM occupations, VA has developed reports which compare the VA workforce to the RCLF.  These comparisons are available on a national, regional (VISN, Area, MSN), and local basis.  All VA regional and local facilities have identified the counties from which they recruit, and the RCLF data has been assembled for just those counties.  National representation is always compared to the national RCLF.  
The RCLF Report shows comparisons between selected portions of the VA workforce and the comparable occupations in the RCLF, one occupation at a time, and in total.  The RCLF Change Report combines the occupations into a total, and shows change over time.  The process of combining the occupations and calculating the totals has been reviewed and approved by EEOC and Department of Justice.

New Hires Compared to the RCLF 

As noted above, the Workforce Planning Report allows the user to compare the proportion of new hires by RNO/gender groups in an occupation with the proportion in the RCLF for that occupation.  The Workforce Planning Report can only be run for one occupation at a time.  At the current time, only national-level RCLF data is available, although the report should soon be updated to allow regional and local RCLF comparisons.  

For users interested in all the major occupations, it is generally easier to run the MD-715 Table 7, which shows the number of hires in each major occupation and compares the proportion by RNO/gender to their representation in the RCLF.  The user can specify a national, regional, or local RCLF comparison.  

The following example of this report has been truncated to better fit the page.

Table A7: APPLICANT AND HIRES FOR MAJOR OCCUPATIONS - Permanent Workforce - Distribution by Race/Ethnicity and Sex FY 2005
	3000-3999 VETERANS BENEFITS ADMIN
VBA Area 1

	
	Hispanic or Latino

	
	
	White
	Black or African American
	Asian

	
	male
	female
	male
	female
	male
	female
	male
	female

	0996 Veterans Claims Examining

	Total Received
	#
	***
	***
	***
	***
	***
	***
	***
	***

	Voluntarily Identified
	#
	***
	***
	***
	***
	***
	***
	***
	***

	
	%
	***
	***
	***
	***
	***
	***
	***
	***

	Qualified of those Identified
	#
	***
	***
	***
	***
	***
	***
	***
	***

	
	%
	***
	***
	***
	***
	***
	***
	***
	***

	Selected of those Identified
	#
	1
	1
	23
	19
	5
	8
	0
	2

	
	%
	01.69%
	01.69%
	38.98%
	32.20%
	08.47%
	13.56%
	00.00%
	03.39%

	0996 RCLF
	01.09%
	02.30%
	29.77%
	48.40%
	03.07%
	12.55%
	00.62%
	01.18%


The applicant flow data is not yet available, so much of the table is blank.  The proportion of hires by group and their proportion in the RCLF are available.  In this case, Hispanic women, White women, and Asian men were hired at less than their availability rate.

Under-Representation Change Report

	UREP CHANGE REPORT (TOTALS) - FROM SEP FY2004 TO SEP FY2005


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian Male
	Amer Indian Female

	SEP 2004 #
	1,531
	851
	525
	30
	36
	27
	24
	13
	14
	3
	7

	SEP 2004 %
	100.00%
	55.58%
	34.29%
	1.96%
	2.35%
	1.76%
	1.57%
	0.85%
	0.91%
	0.20%
	0.46%

	SEP 2005 #
	1,565
	859
	549
	30
	39
	25
	27
	12
	14
	2
	7

	SEP 2005 %
	100.01%
	54.89%
	35.08%
	1.92%
	2.49%
	1.60%
	1.73%
	0.77%
	0.89%
	0.13%
	0.45%

	CHANGE #
	34
	8
	24
	0
	3
	-2
	3
	-1
	0
	-1
	0

	CHANGE %
	0.01%
	-0.69%
	0.79%
	-0.04%
	0.14%
	-0.16%
	0.16%
	-0.08%
	-0.02%
	-0.07%
	-0.01%

	RCLF %
	99.88%
	33.04%
	56.42%
	1.09%
	2.43%
	1.21%
	2.68%
	0.58%
	1.28%
	0.26%
	0.38%

	PARITY
	1,563
	517
	883
	17
	38
	19
	42
	9
	20
	4
	6

	NET TRIGGER
	364
	0
	334
	0
	0
	0
	15
	0
	6
	2
	0


	RCLF comparisons are based on 2000 Census National data.
Trigger figures should not be publicized. Trigger calculations are for analytic purposes only, as one data element in the review required by EEOC to determine if there is a barrier to full participation. This information is not, under any circumstances, to be used to establish hiring quotas, to recommend hiring from any specific group, or as the basis for any ultimate hiring decision.


STATION SELECTION = ALL 

ORGANIZATION SELECTION = ALL 
OCCUP SERIES SELECTION = 0180 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 

APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 
EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = PAY 

MINIMUM TRIGGERSIZE = 0 
THRESHHOLD PERCENT = 0.1


Underrepresented groups are shown in red in NET TRIGGER.  Groups that are gaining proportion are shown in green in CHANGE %, groups that are remaining constant (+/- 0.1 percent in this example) are shown in yellow, groups that are declining are shown in red.  Users can set the threshold for the amount of change needed to be shown as real gains or losses.  Red figures over red figures indicate that the group is underrepresented and is still losing ground. 

Note that representation and net change are the net result of hires and separations over decades.  For example, the net change of zero Black men could indicate no turnover or could equally well indicate that over this period 100 Black male psychologists separated and 100 more were hired.   To understand the hires and separations, you need to drill further into the data on recent hires and separations, as illustrated elsewhere in this guide.
Location of Underrepresentation

The RCLF Change Report can also produce a bar chart showing the amount of underrepresentation and the net change during a specified time period for all the regions at once or all the facilities within a single region.  This graphic presentation has made it very clear that, except for White women, underrepresentation is quite localized geographically–only a few regions are underrepresented in any particular group.  This means that the issue is local rather than national–most regions are doing well. 
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Hispanic women are clearly underrepresented in VISNs 12, 16, 17, 18, 21, and 22.  While there is some underrepresentation in other VISNs as well, more review is needed to determine if this may be more appropriately considered random fluctuation rather than a clear trend.  In most of these VISNs, progress is being made. 
4. Grade Parity
Onboard by Grade
In the Onboard by Race and Gender Report, select the GS/GM pay plans in step 4 and grades 13, 14, and 15 in Step 5 to see the leadership pipeline.

	ONBOARD EMPLOYEES BY RACE AND GENDER AS OF SEP FY2005


GRADE=13

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	8,921
	4,028
	2,978
	474
	652
	197
	197
	181
	147
	31
	32

	%
	100.00%
	45.15%
	33.38%
	5.31%
	7.31%
	2.21%
	2.21%
	2.03%
	1.65%
	0.35%
	0.36%


GRADE=14

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	2,938
	1,500
	852
	147
	229
	56
	41
	58
	41
	7
	7

	%
	100.01%
	51.06%
	29.00%
	5.00%
	7.79%
	1.91%
	1.40%
	1.97%
	1.40%
	0.24%
	0.24%


GRADE=15

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	922
	566
	231
	25
	39
	16
	14
	18
	8
	4
	1

	%
	100.00%
	61.39%
	25.05%
	2.71%
	4.23%
	1.74%
	1.52%
	1.95%
	0.87%
	0.43%
	0.11%


	TOTAL


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	12,781
	6,094
	4,061
	646
	920
	269
	252
	257
	196
	42
	40

	%
	99.98%
	47.68%
	31.77%
	5.05%
	7.20%
	2.10%
	1.97%
	2.01%
	1.53%
	0.33%
	0.31%


STATION SELECTION = ALL 

ORGANIZATION SELECTION = ALL 

OCCUP SERIES SELECTION = ALL 
PAY PLAN SELECTION = 1 GENERAL SCHEDULE GS/A , 2 MERIT PAY GM/B 

GRADE SELECTION = 13 , 14 , 15 
APPT TYPE = PERMANENT 

DUTY BASE SELECTION = ALL 

COST CENTER SELECTION = ALL 
EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 


PAY STATUS = PAY 


This report shows that White men are about 45 percent of GS/GM grade 13, 51 percent of grade 14, and 62 percent of grade 15.  Said another way, as the grade goes up, the proportion of women and minorities goes down.  For White women the drop-off is even, about 4 percent with each additional grade.  For Black men and women, there is an abrupt drop after grade 14.  For Asian men, there is little drop-off, while for Asian women the drop after grade 14 is sharp.  
Promotions
The reports on the preceding pages are useful for analyzing the onboard population and the trends in hires and separations, which can change the demographic representation in the workforce.  Promotions are an entirely separate issue and do not directly change the representation, but indirectly have an impact if a bias is perceived in who gets promoted.  

The NOA Breakout Report (Promotions) provides the standard diversity breakout and shows the number of promotions under each authority, such as 702 Promotions and 703 Promotions NTE (Not To Exceed a specific period).  This is useful to see the totals, and can be broken out by grade.  However,  using the figures to compute promotion rates by grade can be misleading because there are fewer promotions at higher grades, and large differences in representation at the higher grades, which can produce misleading impressions about promotion rates.  

A more accurate tool for promotion rates is MD-715 Table 9, Employee Promotions.  The selection screen offers appropriately combined groups of occupations and grades in step 5, including:

· GS/GM grade 13-15

· GS grade 3-12 single grade promotion interval occupations

· GS grade 7,9,11,12 double grade promotion interval occupations

· WG 1 grade 2-12

· Title 38 Nurse grade 2-5

· GS Practical Nurse

· GS Nursing Assistant

The medical occupations within the GS occupations tend to promote from within, because employees outside the occupation generally lack the needed education and experience.  Thus the Selection screen offers the option to include or exclude the 600 series medical occupations:

· All occupations except doctors and nurses

· All occupations except 0600-0699

· Only occupation 0600-699 except doctors and nurses

Under the recent Physicians Pay Act, doctors are generally grade 15, so there is no point in computing promotion rates.  Nurses are treated separately.  
The report on the following page shows the onboard for GS/GM grade 13-15 in VA permanent positions other than doctors and nurses for FY 2005.  The report also shows the number of promotions from grade 12 in 13, grade 13 in 14, and grade 14 in 15.  The report also shows the expected number of promotions, which is computed by multiplying the onboard percent representation by group in the source grade times the total number of promotions from the source grade.  Thus if a group is 10 percent of grade 12, they would generally be expected to be around 10 percent of the promotions to grade 13; if there were 50 promotions, this group would then expect around 5.  This is a rough measure as it does not take into account the time in grade, qualifications, occupation ceilings, number of vacancies by occupation and other variables, assuming that these generally do not vary by RNO/gender.

Table A9: EMPLOYEE PROMOTIONS IN LEADERSHIP PIPELINE - Title 5 GS Grade 13-15 Permanent Workforce - by Race/Ethnicity and Sex FY 2005
Occupations: All occupations except 0600-0699.
	
VA-wide
	TOTAL
EMPLOYEES
	RACE/ETHNICITY

	
	
	Hispanic or Latino
	Non-Hispanic or Latino

	
	
	
	White
	Black or African American
	Asian
	Native Hawaiian Other Pacific Islander
	American Indian or Alaska Native
	Two or more/Other races

	
	All
	male
	female
	male
	female
	male
	female
	male
	female
	male
	female
	male
	female
	male
	female
	male
	female

	GRADE=12 Onboard - Promotions to 13

	ONBOARD
	#
	8,430
	4,287
	4,143
	254
	225
	3,325
	2,899
	504
	850
	159
	127
	0
	0
	44
	39
	1
	3

	
	%
	100.00%
	50.85%
	49.15%
	03.01%
	02.67%
	39.44%
	34.39%
	05.98%
	10.08%
	01.89%
	01.51%
	00.00%
	00.00%
	00.52%
	00.46%
	00.01%
	00.04%

	PROMOTED
	#
	881
	386
	495
	28
	45
	295
	312
	39
	117
	20
	12
	0
	0
	3
	8
	1
	1

	
	%
	99.99%
	43.81%
	56.18%
	03.18%
	05.11%
	33.48%
	35.41%
	04.43%
	13.28%
	02.27%
	01.36%
	00.00%
	00.00%
	00.34%
	00.91%
	00.11%
	00.11%

	EXPECTED
	#
	881
	448
	433
	27
	24
	347
	303
	53
	89
	17
	13
	0
	0
	5
	4
	0
	0

	GRADE=13 Onboard - Promotions to 14

	ONBOARD
	#
	6,878
	4,050
	2,828
	154
	111
	3,321
	2,115
	395
	506
	147
	78
	0
	0
	29
	17
	4
	1

	
	%
	99.99%
	58.88%
	41.11%
	02.24%
	01.61%
	48.28%
	30.75%
	05.74%
	07.36%
	02.14%
	01.13%
	00.00%
	00.00%
	00.42%
	00.25%
	00.06%
	00.01%

	PROMOTED
	#
	412
	227
	185
	8
	11
	185
	122
	25
	48
	8
	3
	0
	0
	1
	1
	0
	0

	
	%
	99.99%
	55.09%
	44.90%
	01.94%
	02.67%
	44.90%
	29.61%
	06.07%
	11.65%
	01.94%
	00.73%
	00.00%
	00.00%
	00.24%
	00.24%
	00.00%
	00.00%

	EXPECTED
	#
	412
	243
	169
	9
	7
	199
	127
	24
	30
	9
	5
	0
	0
	2
	1
	0
	0

	GRADE=14 Onboard - Promotions to 15

	ONBOARD
	#
	2,344
	1,472
	872
	48
	30
	1,266
	637
	109
	170
	43
	29
	0
	0
	5
	6
	1
	0

	
	%
	100.00%
	62.79%
	37.21%
	02.05%
	01.28%
	54.01%
	27.18%
	04.65%
	07.25%
	01.83%
	01.24%
	00.00%
	00.00%
	00.21%
	00.26%
	00.04%
	00.00%

	PROMOTED
	#
	120
	68
	52
	1
	4
	61
	42
	1
	4
	3
	2
	0
	0
	2
	0
	0
	0

	
	%
	99.99%
	56.66%
	43.33%
	00.83%
	03.33%
	50.83%
	35.00%
	00.83%
	03.33%
	02.50%
	01.67%
	00.00%
	00.00%
	01.67%
	00.00%
	00.00%
	00.00%

	EXPECTED
	#
	120
	75
	45
	2
	2
	65
	33
	6
	9
	2
	1
	0
	0
	0
	0
	0
	0

	TOTAL Grade 12-14 Onboard - Promotions to 13,14,15

	ONBOARD
	#
	17,652
	9,809
	7,843
	456
	366
	7,912
	5,651
	1,008
	1,526
	349
	234
	0
	0
	78
	62
	6
	4

	
	%
	99.98%
	55.56%
	44.42%
	02.58%
	02.07%
	44.82%
	32.01%
	05.71%
	08.64%
	01.98%
	01.33%
	00.00%
	00.00%
	00.44%
	00.35%
	00.03%
	00.02%

	PROMOTED
	#
	1,413
	681
	732
	37
	60
	541
	476
	65
	169
	31
	17
	0
	0
	6
	9
	1
	1

	
	%
	100.00%
	48.19%
	51.81%
	02.62%
	04.25%
	38.29%
	33.69%
	04.60%
	11.96%
	02.19%
	01.20%
	00.00%
	00.00%
	00.42%
	00.64%
	00.07%
	00.07%

	EXPECTED
	#
	1,413
	785
	628
	36
	29
	633
	452
	81
	122
	28
	19
	0
	0
	6
	5
	0
	0


The data in the above table is much easier to understand when shown in a bar chart:
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It is clear that promotions within the leadership pipeline are very proportionate to onboard representation.  This suggests that RNO and gender are generally not major factors in promotions.  There are a few specific occupations that appear to have a barrier. Promotions for persons with targeted disabilities appear to fall significantly behind the expected promotion rate.

While race and gender are not appropriate factors in promotion, the amount of experience is an appropriate factor.  White men receive a somewhat lower promotion rate because they are an older population and tend to be topped out in their current position, while Asian women receive a slightly lower promotion rate because they are a younger population here.  Black women, Hispanic men and women, and Asian men have been in this grade range long enough to be working their way up through the senior grades.
One of the EEO issues of greatest concern is that the proportion of White men currently increases as the grade level increases.  The data above shows that the promotion rates are currently generally not biased.  The difference in representation may reflect the very different recruitment pool 35 years ago when this large group of White men was hired.  Our analysis suggests that the predominance of White men in senior grades will subside as the Baby Boom generation retires. 
Career Improvement
Career improvement refers to GS grade 1–9 employees changing occupational series to gain a higher grade ceiling as a means of improving one’s career prospects, such as moving from a clerical to an administrative job.  The move can be a demotion, a lateral, or a promotion – the pivotal issue is the higher grade ceiling of the new occupation.  
Career improvement is somewhat different from upward mobility, which has implications of funded, formal training, and also somewhat different from Career Ladders, which have the implication of movement within a career family (e.g., HR clerk to HR assistant to HR specialist to HR officer).  The smaller occupations are included in the total although not shown in the truncated table below.
	CAREER IMPROVEMENT REPORT - FROM SEP FY2005 TO JUL FY2006


	Occupation
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	0301 Miscellaneous Administration and Program
	331
	44
	147
	23
	80
	11
	12
	2
	7
	1
	4

	0303 Miscellaneous Clerk and Assistant
	620
	80
	234
	61
	161
	26
	25
	16
	11
	1
	4

	0318 Secretary
	147
	4
	88
	5
	33
	1
	7
	1
	2
	1
	4

	0343 Management and Program Analysis
	114
	17
	55
	3
	23
	4
	8
	2
	1
	1
	0

	0503 Financial Clerical and Assistance
	100
	15
	43
	8
	24
	6
	0
	1
	2
	0
	1

	0640 Health Aid and Technician
	168
	23
	54
	20
	45
	8
	13
	3
	1
	1
	0

	0996 Veterans Claims Examining
	168
	39
	47
	15
	35
	9
	7
	4
	4
	4
	3

	Total #
	3,289
	515
	1,265
	305
	751
	138
	161
	47
	59
	19
	25

	Total %
	100.00% 
	15.66% 
	38.46% 
	9.27% 
	22.83% 
	4.20% 
	4.90% 
	1.43% 
	1.79% 
	0.58% 
	0.76% 


	* Figures show the number of GS employees in selected grades up to grade 9 who move into occupations with higher grade potential.


	TOTAL NUMBER OF ONBOARD EMPLOYEES AS OF SEP FY2005


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	89,033
	16,064
	33,120
	8,697
	19,834
	3,121
	3,683
	1,389
	2,169
	292
	652

	%
	100.02%
	18.04%
	37.20%
	9.77%
	22.28%
	3.51%
	4.14%
	1.56%
	2.44%
	0.33%
	0.73%


This table shows that 3.7 percent (89,033 divided into 3,289) of the GS grade 1–9 employees moved into an occupation with better prospects in the first nine months of this FY 2006.  The rate of change varies by Administration.

Awards and Bonuses
The Awards Report provides a count of the various types of award given by fiscal year.  The parameters can be narrowed to look at specific populations and grade ranges. However, without a technical knowledge of awards, it is easy to put together incompatible groups.  The Awards by RNO Report, by contrast, automatically groups together compatible populations and grade ranges, and provides a comparison to the total population eligible for the various awards and bonuses.  The Selection screen offers the option to generate these reports to show the number of awards (below) or the average dollar value.  Generally these are closely correlated.
The dollar value of incentive awards is generally tied to the recipients pay level, with the result that higher grades get larger awards.  This means that the analysis of awards must be broken out by grade level, in this case grades 1–8 for all permanent employees in VA.  Nurses are on a separate grade scale and thus are treated separately.
	AWARDS BY RNO REPORT - AS OF SEP FY2005

	Incentive Awards by RNO - GS/GM/Title 38 Pay Plans Grades 1-8 excluding Nurses and Nurse Anethetists


	NOA Code
	Amount ($)
	Total Awards
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	840 -
	$180
	8
	0
	7
	0
	1
	0
	0
	0
	0
	0
	0

	840 - INDIVIDUAL CASH AWARD
	$342,602
	1,001
	143
	316
	128
	323
	27
	32
	10
	13
	3
	6

	840C - INDIVIDUAL CASH AWARD
	$11,012,433
	26,750
	4,211
	10,103
	2,758
	6,558
	681
	1,065
	385
	666
	89
	231

	840P - INDIVIDUAL CASH AWARD
	$1,235,393
	1,744
	221
	948
	121
	325
	17
	58
	11
	15
	8
	20

	841 - GROUP CASH AWARD
	$8,685,557
	25,589
	4,340
	11,280
	2,196
	5,574
	459
	631
	231
	517
	105
	256

	842 - INDIV SUGGESTION/INVENTION AWD
	$35,479
	145
	32
	67
	5
	29
	3
	5
	1
	1
	0
	2

	843 - GROUP SUGGESTION/INVENTION AWD
	$3,751
	13
	4
	7
	0
	1
	0
	0
	0
	1
	0
	0

	Total #
	$21,315,395
	55,250
	8,951
	22,728
	5,208
	12,811
	1,187
	1,791
	638
	1,213
	205
	515

	Total %
	$21,315,395
	100.00% 
	16.20% 
	41.14% 
	9.43% 
	23.19% 
	2.15% 
	3.24% 
	1.15% 
	2.20% 
	0.37% 
	0.93% 


	Onboard Employees - GS/GM/Title 38 Pay Plans Grades 1-8 excluding Nurses and Nurse Anethetists


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	#
	78,332
	13,329
	28,768
	7,875
	18,499
	2,816
	3,300
	1,130
	1,777
	248
	583

	%
	100.00%
	17.02%
	36.73%
	10.05%
	23.62%
	3.59%
	4.21%
	1.44%
	2.27%
	0.32%
	0.74%


As highlighted above, White men were 17.02 percent of the permanent employees in grades 1–8 and received 16.20 percent of the incentive awards.  White women are 36.73 percent and received 41.14 percent, while Hispanic women are 4.21 percent and received 3.24 percent.  Further analysis is needed to determine if these differences are significant, and what drives the differences. 
Additional tables for grades 9–15, SES, and nurses, as well as time-off awards, are not shown here.  However, they work in the same manner as the table shown above.  Incentive awards are given by supervisors to reward excellent work, and are somewhat subjective because of the range of philosophies among supervisors.  The differences among philosophies, however, are not expected to vary by the RNO/gender of the recipients.  If a group is 10 percent of the eligible population, they are expected to be about 10 percent of the recipients.  Note that the awards are not given by quota, so random fluctuations are expected.  A variation of a percentage point or two is usually not significant.  
Unlike incentive awards, bonuses are generally given for the convenience of VA and are more automatic in very narrow personnel circumstances.  For this reason, there is not the expectation that they will be as closely proportionate to the generally eligible population as is the case for incentive awards.  
	Bonuses/Other than Incentive Awards by RNO - GS/GM/Title 38 Pay Plans Grades 9-15


	NOA Code
	Amount ($)
	Total Awards
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	815 - RECRUITMENT BONUS
	$4,695,505
	443
	190
	116
	30
	16
	16
	11
	36
	26
	2
	0

	816 - RELOCATION BONUS
	$2,554,826
	226
	102
	60
	11
	13
	10
	9
	9
	11
	0
	1

	825 - SEPARATION INCENTIVE
	$725,083
	30
	13
	13
	1
	3
	0
	0
	0
	0
	0
	0

	845 - TRAVEL SAVINGS INCENTIVE
	$254,501
	118
	55
	48
	3
	7
	1
	1
	1
	2
	0
	0

	848 - REFERRAL BONUS
	$24,963
	51
	16
	22
	3
	3
	2
	1
	0
	4
	0
	0

	Total #
	$8,254,878
	868
	376
	259
	48
	42
	29
	22
	46
	43
	2
	1

	Total %
	$8,254,878
	100.00% 
	43.32% 
	29.84% 
	5.53% 
	4.84% 
	3.34% 
	2.53% 
	5.30% 
	4.95% 
	0.23% 
	0.12% 


	Onboard Employees - GS/GM/Title 38 Pay Plans Grades 9-15


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	#
	72,947
	28,099
	24,715
	3,878
	5,902
	2,164
	2,016
	2,912
	2,713
	251
	279

	%
	100.00%
	38.52%
	33.88%
	5.32%
	8.09%
	2.97%
	2.76%
	3.99%
	3.72%
	0.34%
	0.38%


STATION SELECTION = ALL 

ORGANIZATION SELECTION = ALL 
OCCUP SERIES SELECTION = ALL 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 

APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 
EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = ALL


In this case, White men were 38.52 percent of the onboard while they received 43.32 percent of the bonuses; White women were 33.88 percent of the onboard and received 29.84 percent of the bonuses; Black women were 8.09 percent of the onboard but received 4.84% of the bonuses.  As above, further analysis is needed to determine if these differences are significant, and what drives the differences.  A good starting point for this analysis would be age.  White men tend to be an older population at this point, which correlates with higher grades and more travel, and perhaps with relocation or separation bonuses. 

5. Succession Planning and Recruitment

Workforce Planning 

	WORKFORCE PLANNING GUIDE - FROM SEP FY2004 TO SEP FY2005


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	SEP 2004 #
	1,531
	851
	525
	30
	36
	27
	24
	13
	14
	3
	7

	SEP 2005 #
	1,565
	859
	549
	30
	39
	25
	27
	12
	14
	2
	7

	CHANGE #
	34
	8
	24
	0
	3
	-2
	3
	-1
	0
	-1
	0

	SEP 2005 %
	100.01%
	54.89%
	35.08%
	1.92%
	2.49%
	1.60%
	1.73%
	0.77%
	0.89%
	0.13%
	0.45%

	RCLF %
	99.98%
	36.61%
	51.63%
	2.62%
	3.75%
	1.45%
	2.01%
	0.51%
	0.90%
	0.16%
	0.30%

	PARITY
	1,565
	573
	808
	41
	59
	23
	31
	8
	14
	3
	5

	TRIGGER
	295
	0
	259
	11
	20
	0
	4
	0
	0
	1
	0

	HIRES
	81
	40
	30
	2
	5
	1
	3
	0
	0
	0
	0

	HIRES %
	99.99%
	49.38%
	37.04%
	2.47%
	6.17%
	1.23%
	3.70%
	0.00%
	0.00%
	0.00%
	0.00%

	SEPARATIONS
	81
	43
	29
	3
	3
	2
	0
	1
	0
	0
	0

	SEP %
	99.99%
	53.09%
	35.80%
	3.70%
	3.70%
	2.47%
	0.00%
	1.23%
	0.00%
	0.00%
	0.00%

	R/E SEP2005
	412
	288
	97
	12
	5
	4
	1
	3
	1
	0
	0

	R/E SEP2010
	392
	242
	113
	7
	9
	9
	6
	2
	2
	1
	1



TRIGGER figures should not be publicized. TRIGGER calculations are for analytic purposes only, as one data element in the review required by EEOC to determine if there is a barrier to full participation. This information is not, under any circumstances, to be used to establish hiring quotas or as the basis for any ultimate hiring decision. 

STATION SELECTION = ALL 

ORGANIZATION SELECTION = 8000-8959 VHA 
OCCUP SERIES SELECTION = 0180 
APPT TYPE = PERMANENT 

DUTY BASE SELECTION = ALL 

COST CENTER SELECTION = ALL 
EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 


PAY STATUS = PAY



The Workforce Planning Report offers a quick overview of the staffing trends for an occupation.  In this example, VA hired 81 psychologists during FY 2005, 81 separated, and a number converted from temporary to permanent.  The net result was an increase of 34 psychologists, including 32 Whites.  About a quarter of the psychologists are currently retirement eligible (R/E), and another quarter will become eligible in the next five years.  Compared to the RCLF for psychologists, VA has significant underrepresentation of White women, and additional underrepresentation of Black men and women and of Hispanic women.  Almost 50 percent of the hires were White men, a group that is presently 55 percent of the VA occupation, well above their nearly 37 percent representation in the RCLF.

Succession Planning 
	SUCCESSION PLANNING GUIDE - SEP FY2004


Occupation Code=0180 Psychology GRADE=12

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	150
	76
	47
	3
	5
	3
	9
	3
	4
	0
	0

	%
	100.00%
	50.67%
	31.33%
	2.00%
	3.33%
	2.00%
	6.00%
	2.00%
	2.67%
	0.00%
	0.00%

	Hires
	12
	3
	5
	0
	2
	0
	1
	0
	1
	0
	0

	Separations
	15
	13
	1
	0
	0
	1
	0
	0
	0
	0
	0

	R/E SEP2004
	55
	40
	7
	3
	1
	2
	0
	2
	0
	0
	0

	R/E SEP2009
	27
	16
	8
	0
	0
	0
	1
	0
	2
	0
	0


Occupation Code=0180 Psychology GRADE=13

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	1,364
	769
	461
	30
	33
	22
	17
	12
	11
	3
	5

	%
	100.01%
	56.38%
	33.80%
	2.20%
	2.42%
	1.61%
	1.25%
	0.88%
	0.81%
	0.22%
	0.37%

	Hires
	47
	20
	18
	0
	0
	1
	2
	1
	3
	0
	2

	Separations
	65
	38
	24
	1
	0
	1
	0
	0
	1
	0
	0

	R/E SEP2004
	379
	259
	94
	9
	5
	6
	0
	4
	1
	1
	0

	R/E SEP2009
	331
	204
	89
	11
	8
	7
	5
	2
	2
	1
	1


Occupation Code=0180 Psychology GRADE=14

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	95
	68
	19
	2
	2
	2
	0
	0
	1
	0
	1

	%
	100.01%
	71.58%
	20.00%
	2.11%
	2.11%
	2.11%
	0.00%
	0.00%
	1.05%
	0.00%
	1.05%

	Hires
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Separations
	8
	7
	1
	0
	0
	0
	0
	0
	0
	0
	0

	R/E SEP2004
	46
	34
	7
	2
	0
	1
	0
	0
	1
	0
	1

	R/E SEP2009
	33
	22
	8
	0
	2
	1
	0
	0
	0
	0
	0


Occupation Code=0180 Psychology GRADE=15

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	38
	30
	7
	0
	0
	1
	0
	0
	0
	0
	0

	%
	100.00%
	78.95%
	18.42%
	0.00%
	0.00%
	2.63%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	Hires
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Separations
	3
	3
	0
	0
	0
	0
	0
	0
	0
	0
	0

	R/E SEP2004
	21
	18
	3
	0
	0
	0
	0
	0
	0
	0
	0

	R/E SEP2009
	11
	7
	3
	0
	0
	1
	0
	0
	0
	0
	0


	TOTAL

	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	1,677
	952
	547
	35
	40
	31
	28
	15
	17
	3
	8

	%
	100.01%
	56.77%
	32.62%
	2.09%
	2.39%
	1.85%
	1.67%
	0.89%
	1.01%
	0.18%
	0.48%

	Hires
	75
	29
	28
	0
	2
	3
	4
	1
	5
	0
	3

	Separations
	95
	63
	28
	1
	0
	2
	0
	0
	1
	0
	0

	R/E

 SEP2004
	501
	351
	111
	14
	6
	9
	0
	6
	2
	1
	1

	R/E 

SEP2009
	404
	249
	110
	11
	10
	9
	6
	2
	4
	1
	1


The Succession Planning Guide shows that there is only one minority psychologist (2.6 percent) at the grade 15 level.  The retirement eligibility data suggests turnover among Whites is imminent, while the lack of hires suggests positions are filled from within (verified by the Promotions report below).  Minorities are also a small proportion (8 percent) of grade 14 and a somewhat larger portion (10 percent) of grade 13.  There are numerous hires from the outside at grade 13 and, among the minorities, few are near retirement eligibility.  This suggests that targeted recruitment at the grade 13 level combined with management training for those interested in promotions is likely to increase the proportion of minorities reaching grade 14 and ultimately eligible for grade 15.  In the last 10 years, the proportion of women and minority psychologists in grades 13-15 has increased by 10 percentage points, well above the VHA average.

The format of this succession planning report allows a quick insight into the promotion dynamics of this occupation, and suggests a nondiscriminatory approach for reaching full utilization of minorities at the senior levels.  This report also provides the foundation for succession planning, which should be sensitive to RNO/gender and disabilities issues as well as total numbers.

Separations

	NOA BREAKOUT REPORT (SEPARATIONS) - FISCAL YEAR CUMULATIVE THRU SEP FY2005


	NOA Code
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	300 - RET MAND
	1
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0

	301 - RET DISAB
	1,234
	363
	362
	206
	171
	52
	30
	19
	16
	10
	5

	302 - RET
	2
	0
	1
	1
	0
	0
	0
	0
	0
	0
	0

	302H - RETIREMENT-VOLUNTARY
	5,105
	1,763
	1,765
	395
	614
	153
	105
	92
	180
	19
	19

	303C - RETIREMENT - SPECIAL OPTION
	941
	305
	335
	101
	110
	36
	18
	12
	15
	6
	3

	304A - RETIREMENT-ILIA
	5
	3
	1
	1
	0
	0
	0
	0
	0
	0
	0

	312A - RESIGNATION-ILIA
	31
	13
	5
	6
	3
	1
	2
	0
	1
	0
	0

	317 - RESIG
	7,527
	1,838
	2,907
	689
	1,041
	222
	281
	159
	295
	42
	53

	317B - RESIG DISPL
	1
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0

	330 - REMOVAL
	795
	180
	165
	211
	169
	27
	17
	6
	5
	7
	8

	350 - DEATH
	451
	158
	106
	79
	68
	18
	4
	5
	9
	1
	3

	351A - TERMINATION-SPONSOR RELOCATION
	1
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0

	352 - TERMINATION
	3
	2
	1
	0
	0
	0
	0
	0
	0
	0
	0

	352G - TERMINATION-APPOINTMENT IN
	875
	229
	246
	89
	167
	35
	46
	24
	16
	8
	14

	353A - SEPARATION - MILITARY
	9
	3
	1
	0
	0
	2
	2
	1
	0
	0
	0

	355C - TERMINATION-EXPIRATION OF APPT
	54
	19
	18
	6
	6
	1
	2
	1
	1
	0
	0

	357 - REMOVAL
	3
	0
	2
	0
	0
	1
	0
	0
	0
	0
	0

	357A - TERMINATION
	197
	54
	72
	10
	32
	7
	8
	2
	9
	1
	1

	385 - TERM DURING PROB/TRIAL
	2
	0
	0
	1
	0
	0
	1
	0
	0
	0
	0

	385A - DISCHARGE-TRIAL PERIOD
	1
	0
	1
	0
	0
	0
	0
	0
	0
	0
	0

	385B - TERMINATION/DURING PROB/TRIAL
	878
	190
	176
	270
	158
	36
	16
	7
	12
	5
	8

	Total #
	18,116
	5,121
	6,166
	2,065
	2,539
	591
	532
	328
	559
	99
	114

	Total %
	100.00% 
	28.27% 
	34.04% 
	11.40% 
	14.02% 
	3.26% 
	2.94% 
	1.81% 
	3.09% 
	0.55% 
	0.63% 


	TOTAL NUMBER OF ONBOARD EMPLOYEES AS OF SEP FY2005


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	216,864
	56,713
	77,347
	20,327
	32,668
	7,190
	7,594
	4,884
	8,173
	795
	1,139

	%
	100.01%
	26.15%
	35.67%
	9.37%
	15.06%
	3.32%
	3.50%
	2.25%
	3.77%
	0.37%
	0.53%


STATION SELECTION = ALL 

ORGANIZATION SELECTION = ALL 

OCCUP SERIES SELECTION = ALL 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 

EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = ALL
In VA-wide total separations in FY 2005, White men separated slightly above the rate of their onboard representation, probably because they have a higher average age.  Depending on retirement plan, the average age of retirement is 58–59 for Wage Grade employees, 59–60 for GS/GM employees, 60–61 for Nurses, and 63–64 for Doctors.  The differences by retirement plan are negligible.  
Under the Civil Service Retirement System (CSRS), mid-career resignations were considered an indicator of severe employee dissatisfaction, because they would receive little retirement annuity.  However, the two underlying assumptions in this conclusion have changed in recent years.  
1. The Federal Employee Retirement System (FERS) was designed to be “portable” (the employee can take it to private industry).  This feature essentially eliminated any penalty for mid-career separations.  

2. The average age of new hires into the Government has increased from first employment to mid-career.  The average age of new hires under FERS into VA permanent career positions was 41; the highest age was 82.  Thus many new employees will reach retirement age before reaching a significant threshold for retirement eligibility and choose to resign.  There were about 3,000 retirements from FERS (average age 60) compared with about 7,000 resignations (average age 41; highest was 70).  
While average retirement age shows little difference by retirement plan, there are large differences in VA’s FY 2005 average age of resignation: GS employees resigned at average age 53 under CSRS while at 40 under FERS; nurses at 54 under CSRS while at 42 under FERS; wage grade employees 53 under CSRS while at 44 under FERS.  This difference may be influenced by the older average age of CSRS employees.  Whatever the influences, as FERS employees replace CSRS employees, the necessary amount of recruitment and processing will greatly increase.      
About 10 percent of the separations are various types of terminations.  There are substantial differences in these rates, as shown on the next page.

Removals
The Nature of Action Breakout Report (Removals) shows the number of removals compared to the number of employees in non-probationary positions, and the number of terminations during probationary period compared to the number of employees in probationary positions.
	NOA BREAKOUT REPORT (REMOVALS) - FISCAL YEAR CUMULATIVE THRU JUL FY2006


	NOA Code
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	330 - REMOVAL
	693
	120
	144
	199
	146
	28
	24
	8
	7
	2
	5

	357A - TERMINATION
	193
	46
	61
	21
	45
	3
	8
	2
	4
	2
	1

	Total #
	886
	166
	205
	220
	191
	31
	32
	10
	11
	4
	6

	Total %
	100.00% 
	18.74% 
	23.14% 
	24.83% 
	21.56% 
	3.50% 
	3.61% 
	1.13% 
	1.24% 
	0.45% 
	0.68% 


	TOTAL NUMBER OF NON-PROBATIONARY ONBOARD EMPLOYEES AS OF JUL FY2006


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	203,056
	52,816
	72,211
	19,103
	30,915
	6,788
	7,155
	4,535
	7,623
	754
	1,074

	%
	99.98%
	26.01%
	35.56%
	9.41%
	15.22%
	3.34%
	3.52%
	2.23%
	3.75%
	0.37%
	0.53%


	NOA BREAKOUT REPORT (REMOVALS) - FISCAL YEAR CUMULATIVE THRU JUL FY2006


	NOA Code
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Indian Male
	Indian Female

	385 - TERM DURING PROB/TRIAL
	6
	1
	0
	3
	0
	1
	1
	0
	0
	0
	0

	385B - TERMINATION/DURING PROB/TRIAL
	629
	134
	121
	197
	119
	17
	12
	8
	7
	5
	3

	Total #
	635
	135
	121
	200
	119
	18
	13
	8
	7
	5
	3

	Total %
	100.00% 
	21.26% 
	19.06% 
	31.50% 
	18.74% 
	2.83% 
	2.05% 
	1.26% 
	1.10% 
	0.79% 
	0.47% 


	TOTAL NUMBER OF PROBATIONARY ONBOARD EMPLOYEES AS OF JUL FY2006


	Category
	Total
	White Male
	White Female
	Black Male
	Black Female
	Hispanic Male
	Hispanic Female
	Asian Male
	Asian Female
	Amer Indian
Male
	Amer Indian
Female

	#
	16,760
	4,054
	5,964
	1,495
	2,356
	563
	654
	501
	846
	80
	150

	%
	100.00%
	24.19%
	35.58%
	8.92%
	14.06%
	3.36%
	3.90%
	2.99%
	5.05%
	0.48%
	0.89%


Note that the proportion of Blacks separated is well above their proportion of the onboard.  This does not suggest that the terminations were not meritorious, only that this is a trend that bears watching.  All things being equal, the expectation is that the proportion of removals would be very close to the onboard proportion.

Voluntary Retirement Projection

	VOLUNTARY RETIREMENT PROJECTED LOSSES


	ONBOARD EMPLOYEES FY05
	RETIRE ELIGIBLE FY06
	PROJECTED RETIREMENTS FY06
	RETIRE ELIGIBLE FY07
	PROJECTED RETIREMENTS FY07
	RETIRE ELIGIBLE FY08
	PROJECTED RETIREMENTS FY08
	RETIRE ELIGIBLE FY09

	1,565
	318
	52
	342
	59
	338
	57
	348


	Note: The logic for this report was established by the VA Workforce Projection Team. Please see the Data 

	Definitions for the logic behind this report. Please keep in mind that these are not actual numbers but

	rather predicted numbers.



STATION SELECTION = ALL 

ORGANIZATION SELECTION = 8000-8959 VHA 
OCCUP SERIES SELECTION = 0180 
PAY PLAN SELECTION = ALL 
GRADE SELECTION = ALL 


APPT TYPE = PERMANENT 
DUTY BASE SELECTION = ALL 
COST CENTER SELECTION = ALL 

EXCLUDE MEDICAL RESIDENTS 
EXCLUDE CITIZEN=3 

PAY STATUS = PAY 


This report shows the total number of psychologists in VHA in the first column, the number that are retirement eligible in the coming year, and the calculation of the number that will actually take a voluntary retirement, based on the rates at which permanent employees retired last year by age and retirement plan, called the “retirement factor.”  These retirements are then subtracted out, the remaining employees are mathematically aged one year, the number of those eligible to retire is recalculated, the retirement factor is applied to this new population, and the projected retirements are again subtracted out.  This process is repeated to project out seven years.  (The table has been truncated in this example so that it fits this page layout.)  The important points are that this is a projection of how many will actually take voluntary retirement by year, and that this is only a projection.  
VA is working on a projection of total turnover, not just the voluntary retirement shown above.  In general, turnover correlates strongly with age.  Most employees retire or resign before age 62.  In the CSRS retirement plan, almost all separations are retirements.  In the FERS retirement plan, most of the separations are resignations.  This is generally a younger population, so there are more early-career resignations.  And those who enter as a second career often reach the age of separation before reaching the necessary years for retirement.  Also, FERS was designed to be “portable” so that employees could move back and forth between the public and private sectors.  With so many neutral reasons for resignation, this type of separation can no longer be used as an indicator of dissatisfaction. 
There are a number of other important variables in how satisfied employees are on the job.  The best indicator is employee survey data, also available on the same Product List screen as the workforce reports noted above, although ProClarity software is required.  The number and nature of EEO complaints can also provide insight into workplace issues.  These topics are beyond the scope of this handbook.

Plans

VA has most of the tools needed for insightful workforce analysis and tracking anomalies in the data back to their source.  The next steps are to determine if there is indeed a problem and, if so, to develop a plan to correct the identified problem.  But a plan is only as good as its implementation.  A common problem of plans to correct workforce problems is a lack of coordination of the plan with the HR staff and the selecting officials.  Thus the critical element is not so much the technical competency of the plan but the coordination of its implementation.    

Many personnel offices have been decimated in recent years and do not have the staff to offer targeted recruitment.  While it is the selecting official’s responsibility to ensure that sufficient recruitment is conducted, it is not realistic to expect each such official to be skilled in recruitment and able to conduct a national effort.  It is often possible, however, to develop the necessary level of effort by combining small contributions from many offices.  Thus it is important that the coordination occur not only at the facility level, but at the regional and national levels as well. 

As a practical matter, a sufficient level of coordination is often not forthcoming until the chain of command demands results.  At this point, field managers become motivated to ensure that the necessary coordination takes place.

One of the most critical steps in securing support from the chain of command is the routine production of accurate, understandable analysis of the trends in who is hired, who is promoted, and how their satisfaction in the work place.  This analysis has to be carefully tailored to the needs and interests of the agency—the mandated reports to OPM and EEOC may not accomplish this.  The conclusion is that the VSSC workforce data, if well analyzed and presented, can generate management support, rather than passively waiting for the support to be forthcoming.  If there is a problem in getting the necessary support, it should be reported as a program deficiency in the Facility Self Assessment, part of the EEO Report.
The EEO plans are available on the VSSC Intranet site under the MD-715 filter.  The final EEO reports are available on the DM&EEO Web site (see page 40 of this handbook), along with many other studies on specific topics.  
The approach to workforce analysis and the tools described in this handbook can provide great insight into the workforce trends and a solid foundation for targeted recruitment.  
At no point, however, should race, ethnicity, or gender be a factor in selections or promotions.  
Even if some candidates on a Best Qualified list are from an underrepresented group, the manager should make the selection on the sole basis of merit.  Similarly, employees have no legal basis to claim that they “should” have been selected for a promotion because their group is underrepresented at the grade level of the posted vacancy.
6. Help and Technical Matters
· If you cannot access the VSSC Web site, see page 2 of this handbook.
· If the screen requests your password, see page 2.

· If you can access VSSC, but cannot find the workforce tools, see pages 2-3.

· If you cannot find a specific report on the alphabetical list of available reports, you may need to select a different category of reports as shown on page 3.

· For help in navigating the selection screens, see pages 4-6.
· If you click on Submit but nothing happens, look at the bottom of the screen for a message such as “Error on Screen” when you click Submit again.
· If you need reports with privacy data such as names, contact WIST (Workforce Information Systems Team).

· If data from a local source conflicts with what is in the workforce analysis reports, check the posting date of recent HR transactions.  The data in the workforce reports is drawn from an extract of the official personnel records in Austin, Texas, and has been certified by WIST as identical to the COIN PAID reports.   
· If you have technical problems, send an e-mail to the VSSC KLF Help Desk, which is listed in Outlook.

· If you need assistance in interpreting reports, contact Michael Dole at (202) 501-1975 or <michael.dole@va.gov>.
· If you need Government-wide data, visit the Web site of the U.S. Office of Personnel Management at <http://www.opm.gov/Statistics_Information_Instructions/ >. 
· If you need data about the U.S. population, use the Fact Finder provided by the U.S. Bureau of Census at <http://factfinder.census.gov/home/saff/main.html?_lang=en>.

The HR reports on the VSSC Web site are a series of Web-based applications.  There are two main data sources that feed these reports.  The first is the employee file, which is a monthly snapshot of an employee’s record as of the last day of each month.  The second is the nature of action file, which is a cumulative file of all actions for all employees for a given fiscal year.  The software used in running these Web-based applications is SAS.  The SAS modules used in running these reports are: Base SAS, SAS/Graph, SAS/FSP, SAS/AF, SAS/Connect, and SAS/IntrNet.  These reports are run on an HP 64-bit Itanium II - 4 processor server and the results are returned via the Web browser or via e-mail.  The Informatics group within the VSSC supports these applications.  For questions please send an e-mail to the VSSC KLF Help Desk at <http://vssc.med.va.gov/FAQ/HD_request.asp> and select “Human Resources” as the report area.

DM&EEO Web Site:  www.va.gov/dmeeo
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The VA DM&EEO Web site holds a wealth of reference information.  

Click on the NewsLink icon to sign up for our free weekly news update sent out by e-mail.  DM&EEO has partnership agreements with dozens of news organizations, and culls their stories for those of interest to the EEO community.  NewsLink provides the headline for each story and a one- or two-sentence summary.  You can click on the headline to be connected to the full story. 
For more information about workforce analysis, contact Mike Dole at (202) 501-1975 or <michael.dole@va.gov>. 
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