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Awareness, Understanding, Action

NATIONAL OCEANIC AND ATMOSPHERIC
ADMINISTRATION
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Awareness, Understanding, Action

Who Are We?
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Science, Service, and Stewardship

N
@ “vgmh

@
Weather

Watches, warnings, floods, hurricanes,
weather Radia...

Ocean
Coral reefs, tides, currentzs, buovs, marine
sanctuaties, estuaries, diving, zpills

Satellites
Real-time irmagery, environmental,
geostationary and palar zatellites

Fisheries
Frotecting rmarine rmarmrnals, sea turtles,
habitats, statistics, economics,
enforcerment

Climate
El Mifia 2 La Mifia, glabal warmiing, draught,
climate prediction, archived weather data,
paleaclimatalogy

Research
Ervironmerntal labs, air quality, atrnospheric
praceszes, climate and
hurman interactions

OUR challenge and OUR pride ....

Coasts

Coastal services, products, Great Lakes,
coastal zone management

Charting & Navigation
Mautical % navigational chartz, mapping,
rermote senszing, safe navigation

Focus on the weather, ocean, satellites, fisheries, climate, research,
coasts, charting.....working with science and the environment

'NOAA
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VISION - An informed society that uses a comprehensive understanding of the role of the oceans, coasts, and
atmosphere in the global ecosystem to make the best social and economic decisions.

MISSION - To understand and predict changes in the Ez environment and conserve and manage coastal and
marine resources to meet our Nation’s economic, social, and environmental needs.
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<+ 13,000 Employees
+ Fleld Based Scientific Agency

+ Research & Data Collection on Oceans, Atmosphere,
Space & the Sun

< Environmental Stewardship
<+ Protection of Ocean & Coastal Resources

< 6 Major Business Units
Weather, Fish, Oceans & Coasts, Research, Satellites,
Marine & Aviation (uniformed service), Administration

<+ Union & Non-Union
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Awareness, Understanding, Action

DIVERSITY AT NOAA
A Little History...
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gton Jost

@he ashin

When Work-Force Diversity Lags; Department Is Accused of Pervasive
Pattern of Racial Bias; [FINAL Edition]
Feter Befr. The Washington Post (pre-1997 Fulltext). Washington, D.C.; Jun 9, 1994, pg. a.25

Colurmn Mame:  THE FEDERAL PAGE; INSIDE: COMMERCE
section: A SECTION

ISSHASEN: 01905286

Text Word Count B41

Abstract (Article Summary)

Employees fram Commerce and several other agencies held a protest near [Ronald H. Brown]'s
office on May 2B, Organized by the Montgomery County, Md. |, chapter of the NAACP, the protest
focused on Commerce's Equal Employment Office, which handles warkplace discrimination
complaints.

"“WWe are very dissatisfied with EED process. We want a special review board to resalve all cases
pending moare than 180 days. There are ...
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Awareness, Understanding, Action

<+ Late Commerce Secretary Ron Brown mandated formation of
diversity councils to address inequities

<+ NOAA Deputy Under Secretary led the exploration of this
challenge leading to a discussion of the difference between EEO
and Diversity

<+ 1996 hired Diversity Manager to advise and lead the effort

<+ Goal to define diversity, demonstrate why it mattered for our
future, demonstrate how it could impact equity and inclusion,
and apply it

+ Understood it as a Change strateqy — 10-15 years to take hold

Munugmg DIVEI"EI .
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Awareness, Understanding, Action

<+ Office of Civil Rights

<Workforce and cultural diversity

<+ Office of Diversity

<+Managing diversity and understanding
differences
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Awareness, Understanding, Action

OUR STRUCTURE

HOAA Diversity Council
Chair —NOAA EXEC; Advisor - Diversity Manager
Members: Execs/CFO/GC/HMAO
Unions/HR/OC Riat-large members

HOAA Office of Diversity
Director (HOAA Diversity Manager)

Diversity *Diversity *SFA *METI Cadre
Liaisons Consultants Coordinators

{ * Report to Llalsons
a8 partof natwork)

SFA Local
Coordinators




Awareness, Understanding, Action

NOAA's Diversity Vision Statement

MNOAA is committed to a workplace inwhich all people are respected as individuals
and are valued for their contributions to accomplishing NOAA's mission. Ve
will foster an inclusive, supportive, open, challenging and innowvative worlk
ervironment to enable employees to be positive, creative and reach their full potential.
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Awareness, Understanding, Action

Diversity Strategy Premises:

<Inclusion
<“Supportive Behaviors
<Supportive Systems, Policies and Practices

<At the Personal, Interpersonal, Group and
Organizational levels

These premises, if successfully achieved, prepare an
organizational culture supportive of current diverse employees fwﬁ" Y,
and welcoming to prospective diverse employees c
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Awareness, Understanding, Action

Components
Outcomes

How will we know It Is successful?
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NOAA Diversity Strategy - Components

ADVOCACY o
DIAGNOSTIC

PLANNING

IMPLEMENTATION

FEEDBACK &
CONTINUOUS
IMPROVEMENT

Roosevelt Thomas - American
Institute for Managing Diversity

- . [ . --I -"'h- 4
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Awareness, Understanding, Action

The Divessity Climate

Outcomes affected by Diversity Climate

Individual Level

Factors

Identity Structures;
Prejudice; Stereotyping;
Personality

Group/Inter group
Factors

Cultural Differences;
ethnocentrism; inter group
Conflict — isms- inclusion

Organizational Level Factors
Culture and Acculturation;
process

Structural Integration;
Informal Integration; bias in
HR Systems

—

Individual Career
Outcomes

Affective Outcomes
Job/career job satisfaction;
organizational identification;
job involvement.

Achievement Outcomes
Job Performance; Ratings;
Compensation; Promotion/
Horizontal Mobility Rates

4
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Organizational
Effectiveness/Outcomes

First Level

Attendance, turnover,
productivity, work

quality, recruiting
success, creativity,
innovation, problem
solving, workgroup
Cohesiveness,complaints,
grievances, EEO statistics,
and communication.

Second Level
achievement of
formal organizational

go als. Taylor Cox, Cultural Diversity in

Organizations




THE BUSINESS CASE

What percentage of your potential do you use on the job?

How many employees do we loose because of the work
environment?

—

o
n% i
J
b

25% ;
1002
The percentage unused, divided by your salary is organizational loss.

We want an environment where present and potential employees want
to work -- we lose the competitive edge!




Awareness, Understanding, Action

DIVERSITY INITIATIVE CHALLENGES
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Awareness, Understanding, Action

4+ Design a careful strategy as the genesis of “diversity” is EEO —maintain
that relationship while emphasizing that it is a “culture change strategy”
benefiting all employees

< Convincing leadership of its business case -- its critical link to the
bottom line (For NOAA - the bottom line focus is on the seas and skies -
“....50 how does it relate to the fish?”)

< Strategically and effectively deal with core diversity dimensions

<+ Ensure the process/tools (for NOAA SFA) are not confused with the
strategy

< Care taken to prevent the perception of managing diversity as an “HR
Initiative”
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Awareness, Understanding, Action

<+ Reporting levels — must be at the top of the organization in order for
the initiative to be successful

< Diversity Manager should be at same level as other senior managers

< If not an executive, consider and plan for the risks of serving as an
internal consultant for change versus use of external consultants. Get
executive champion/mentor

<+ When measures are not clearly profit driven — obtain buy in to focus
on profit loss in attrition, leave use, complaints, grievances etc.

<+ Ensure adequate resources protected, separate and distinct from
other initiatives

4 e
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Awareness, Understanding, Action

Best practice that has been most
successful/innovative

Managing Diver;;il'y_-"!'ml_:n WerTd of Difirgnte
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Best Practice #1

Use of existing and acceptable organizational development tools designed to
enhance organizational effectiveness while concurrently infusing managing
diversity interventions. Through this process we are able to infuse our
premises of inclusion, and supportive systems, policies, practices and

behaviors through experiential learning into the NOAA culture:

< Organizational Development

=+ Systems/Proces Analysis and Organizational Assessment Tools
= Schein

=+ Senge

= Learning Communities

= Kolb Experiential Learning Model — real behaviors assumptions
uncovered

<+ Change Agents: Administrators, Liaisons, Consultants, MBTI Cadre
Members, Facilitation Cadre

Munugmg Dlversﬂy ?ﬂ WerTe o il
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Awareness, Understanding, Action

Example of Best Practice #1 — Kolb Model of
Experiential Learning

Kolb’s model asserts that learning should really be approached as a
continuous spiral and that the learning cycle can begin at any one of four
points: (1) a person carrying out a particular action and then seeing the effect
of the action in this situation; (2) understanding these effects in the particular
Instance so that if the same action was taken in the same circumstance it
would be possible to anticipate what would follow from the action; (3)
understanding the general principle under which a particular instance falls;
and (4) applying experiential learning through a new circumstance within the

range of generalization.

5 N e
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Example of Best
Practice #1 - All of
Senge’s Five
Disciplines align
with managing
diversity strategy:

ETeam learning
B Systems
thinking
EPersonal
Mastery

B Shared Vision
EMental Models

Ladder of Inference

| take actions based on. beliefs

| adopt beliefs
| draw conclusions

| ake assumptionslbased on
The meariings | added

L.add Meanings (cultural and
personal

| select”data” from what |
observe

Observable “data” and experiences
(as a videotape might capture

The reflexive loop
(our beliefs affect
what data we select
next time



Awareness, Understanding, Action

Dimensions: Overall Satisfaction... Leadership... Supervision... Customer Focus... Communication... Employee Involvement... Teamwork...Training/Career
Development.... Innovation... Organizational Measures... Use of Resources... Work Environment... Rewards/Recognition ...Fairness/Treatment... EEO

Example of Best Practice #1 — Survey, Feedback Action (SFA)

Organizational culture elements that contribute to a productive and inclusive work environment,
and therefore success of any organization are

LEADERSHIP and TEAMWORK...

SFA asks for employee perceptions around related dimensions to help create and sustain a
workplace supportive of all employees and NOAA'’s mission.

In NOAA... and any other organization, success is rooted in how we treat those responsible for
carrying out the mission. Our 15 dimensions begin to peel back the onion to reveal barriers to
effective leadership and teamwork — whether rooted in behaviors, systems, policies or practices.

Dimensions: Overall Satisfaction... Leadership... Supervision... Customer Focus... Communication... Employee Involvement... Teamwork...Training/Career
Development.... Innovation... Organizational Measures... Use of Resources... Work Environment... Rewards/Recognition ...Fairness/Treatment... EEO

T —
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Best Practice #2

Use of Understanding Differences Interventions
<+ Using “Self as Instrument” to change

+ Demonstrating that all human beings experience difference and through
learning interventions real learning/change occurs

+ Use of experiential and continuous learning instead of traditional education
Innoculations

+ Use of diverse learning communities

+ Began with interventions all employees could connect with laying the
groundwork/protective environment for....

<+ The more difficult diversity questions — core diversity dimensions

unuging Diversity

= -
-
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Example Best Practice #2

< Enlisting mainstream employees in highly regarded positions as change
agents thereby infusing values and interventions into the fundamental
business/day to day lives — our change agents

<+ Facilitator Cadre
<+ MBTI Cadre

<+ Consultants

< Council

< Network Members
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Example Best Practice #2

4 Use of Understanding Differences tools available to:

+ workgroups,
+ employees,
=+ family members, significant others and children -

<+ Premise: if employees could see the impact and value of the learning in their
personal lives, they could better accept the learning at work and be more prepared
to deal with more difficult questions of core diversity dimensions

Managing Divér_;ity_.-"




Examples Best Practice #2

Some Understanding Differences Tools

Myers-Briggs Type Indicator (MBTI)
Murphy-Meisgeier Type Indicator for Children (MMTIC)
The Strength Deployment Inventory (SDI)
The Apter Motivational Style Profile (AMSP)
The Apter Change Agent Profile (ACAP)
FIRO-B

Thomas Kilmann Conflict Model

DISC

The ISM’s

T-groups

Change Agent Training

-+ FEEEEEEE

- e
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Awareness, Understanding, Action

NOAA Understanding Differences Dimensions

ORCGANIZATIONAL
Clerical/Professional Real Work/People Work
Weather Business/Everyone Else Administrative/Scientific
Technical/Professional Admin. Staff/Everyone Else
Funding Training Resources Wade Grade/GS
Contractor/Permanent Political/Non-Political ager
GS/Payband/WG
Contract/C.S. (Gov't) Employees Producet/Non-Producer Yy
Scientist/Non-Scientist

Corps/Civilian
Weather/Weather
Military/Non-Military

CULTURAL
Scientist/Technician

Education:
Degree/Non-Degree

Previous Employment
Meterology/Oceanography

Mgt./Non-Mgt. Outside NOAA
Program/Services Club Member: Scientific/Tech. Degree .
(Elks/Ducks) Marital  Parental Age Bias:
Different Missions o tatus Status Meterologist/Hydrologist/
Field of Degree Ph.D/Nop-Ph.D Gender Thl.lekl.glon o Use of Leave peeanographer/Climatologist
Region/Region Inking  Ethnicity )
IDP's for Prof. lanquage  style Team Player: Science Research/
DPs for Prot./ Penn St./ Sexual Orientation "2 (Gender & Race) Science Money/
None for Admin. Support Staff Age science Management
U of Wash. Sandwich Generation: Outside Hobbies d
Elder & Children Penn St./Okla. U. Union/Non-
Union

Geographic Location
Demo Project/

Line Offices: olati G b
Wet/Dry ;.?rjelcz’g r:e-;g’?;alﬁn: Culture Sensitivity (Pacific Regio
Line/staff ¢ of Livi Gender/Race/Ethnic components Non-Demo Profect
Research Scientist/ < o' -ving to certain occupations NOAA/Commerce
Operational Scientist Physical A
o~ ysical Appearance 2 blshed, Not Latest
) Administration/ ublishe Technolo
Basic Research/ Opetations Non-Published £)
Applied Research
. . State Employee/ . ) shift Work
NOAA Dimensions public/Private Federal Employee POlicy/Regulations
Lack of Electronic Communication Ship/Land

identified by NOAA
employess Fleld/Ha Labs/Field

_"-!-
I'y Pk & w:-r.l.-:lﬂrt:rlr rqul:t

[
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Best Practice #3

< Innovative Education through Experiential
Learning

- . ] . --I _-"'h- X
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Example Best Practice #3

<+ Innovative Education

<+ All NOAA diversity experiential learning opportunities mirror Diversity
Premises and are structured as such:

< Personal
< Interpersonal/Group
<+ Organizational

Munugmg Dlversﬂy vl af D rfrgrie
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Example Best Practice #3

<+ Innovative Education

<+ Monthly Series: Learning about scope of diversity
< Dealing with people who drive you crazy
<+ Why white males hate diversity
<+ etc

_"'5-
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Example Best Practice #3

<+ Innovative Education

<+ Partnered with the Howard University School of Continuing Education to
develop, Developing a Multi-Lingual Ear, a course that helps NOAA
employees develop and use listening skills and techniques essential for
communicating more effectively with colleagues and customers whose native

language is not English.

Munugmg Dlversﬂy




Example Best Practice #3

<Innovative Education

<+ In 1998, NOAA’s Change Agent Course received the Trainer’'s Conference
Distinguished Service Award for content and design for its week-long,
Intensive diversity management change agent course, which includes
process analysis, systems diagnosis, conflict resolution, cross-cultural
communications, conflict resolution, and understanding and managing
change. The objective of the course is to provide participants with the skills,
knowledge, tools, and techniques to effectively become agents for change in
diversity management structured at the personal, interpersonal/group and
organizational levels.

5 N e
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 Avareness, Understanding, Action
Example Best Practice #3

+ |[nnovative Education

4+ NOAA'’s Diversity Summit---NOAA has sponsored two Diversity Summits for
its employees. This is a one week residential learning experience for
employees at all levels: executives, managers and employees from every
grade level. Drawing these diverse employees together is a passion for, and
an interest in this work.

+ Participants engage in a variety of experiential learning tracks and cross-
functional, small group learning communities.

4+ Several hundred NOAA employees from all occupations, regions, line offices,
and staff offices have the opportunity to learn and network and take a variety
of week-long courses, including a diversity change agent course, which is
required for all NOAA diversity consultants; group process consultation; the
ISMS, Diversity Facilitation Skills, and the Myers-Briggs Type Indicator
Qualifying Workshop. The courses offered at the conference follow Kolb’s
model for experiential Iearning and NTL’s t-group process.

Mnﬂﬂgmg DIVEI'SI
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 Avareness, Understanding, Action
Example Best Practice #3

<+ Innovative Education

<+ The SFA workgroup meetings model experiential learning by enabling
employees at the same point in time to practice the NOAA diversity premises
in real time:

< inclusion,
< supportive behaviors,
< supportive systems, policies and practices

with the help of an experienced objective facilitator.

Munugmg Dlversﬂy

NOAA




Awareness, Understanding, Action

Example — Best Practice #1
SURVEY, FEEDBACK, ACTION (SFA)

Change from the top down and
bottom up

Muﬂmgmg Dlversﬂ'y Mz o W f 0 tfefenes
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NOAA Diversity Strategy — Components

INTEGRATION OF TOOLS
ADVOCACY Q *The Diagnostic Phase:
*DIAGNOSTIC *Sample Survey

*Education: Kolb’s Model of

Experiential Learning - tool
*Focus Group

PLANNING Interviews_ _
*SFA Tool provides a «Leadership Interviews
laboratory for experiential IMPLEMENTATION *Review of Grievances
learning and understanding and Complaints
differences FEEDBACK & *Review of Systems,

Policies and Practices
(values, behaviors,
roots, unwritten rules)

CONTINUOUS
IMPROVEMENT

sLearning occurs
throughout each phase of
SFA process from
administration to end

Roosevelt Thomas - American
Institute for Managing Diversity

Munugmg Dlversﬂy
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Example — SFA

4+ Through SFA we used an accepted organizational assessment tool which could
positively impact all areas of the organization culture as well as infuse our managing
diversity interventions

“[nitially implemented as part of the organizational assessment phase of managing
diversity strategy

+Enabled NOAA to practice all components of diversity strategy throughout the
organization at approximately the same time

+Care taken that the tool does not get mistaken for the strategy!!

unuging Div:ér;itjr 5




Awareness, Understanding, Action

The SFA process is designed to measure the perception of employees on
NOAA'’s organizational culture in a standard survey, covering a range of
dimensions on the quality of an employee’s work life. The contractor-
administered survey includes questions about
NOAA's reward and recognition processes; team work; communication; training
and career development; fairness and treatment of employees; supervision;
customer focus; work environment; employee involvement; innovation; EEO;
overall satisfaction; additional experiences; leadership; communication; and

organizational measures.

Munugmg Dw:érsity




Awareness, Understanding, Action

The meetings serve as an experiential learning laboratory of NOAA'’s diversity
premises: inclusion; supportive systems, policies and practices; and
supportive behaviors at the personal, interpersonal, and group levels.

NOAA'’s diversity initiatives use accepted understanding differences and
organizational development “tools” and enlist mainstream employees
(scientists, non-scientists, majority groups, and subordinate groups) as
change agents, thereby infusing diversity management values and
interventions into NOAA’s fundamental business.

NOAA'’s in-house facilitators are educated in managing diversity,
understanding differences, and experiential learning and serve as neutral
third- parties assisting workgroups, identifying issues, ensuring inclusion of
all voices, and achieving agreement during the feedback and action planning
meetings..

Mhﬂ%}ging D-iversi-l'y |
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Awareness, Understanding, Action

+ Best Practices 2 & 3
are practiced in the SFA “tool”

Muﬂmgmq Dlversﬂ'y Mz o W f 0 tfefenes
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Awareness, Understanding, Action

SFA—A Managing Diversity Best Practice

*  Provides opportunity for employees to make their views known in unfiltered, confidential way
«  Demonstrates management interest in employees' views

«  Provides platform for managers/supervisors to dialog with employees about matters of mutual
relevance and interest

«  Enhances problem-solving at local levels

«  Creates opportunities for linkage analyses using already-existing NOAA metrics

« Facilitation Goals: to guide group to creation of a supportive and inclusive work environment
« Feedback: revelations, aha’s, perceptive data to link to objective results

»  Helps meet managing diversity goals through experential learning and the creation of a
workplace that supports current and prospective employees regardless of their diversity
dimensions

«  Promotes inclusion of all voices

«  On-line focus groups

« Lystserve

« Understanding differences tools

«  Team learning

«  System approach

«  Empowerment

« Educate at all levels and in many fora: facilitators future leaders
Education at all levels: personal interersonal group, organizational

Munugmg Dlversﬂy Mk o WorTd of O1f
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Awareness, Understanding, Action

NOAA partners extensively with members of the National Training Laboratories
(NTL). By partnering with NTL, experiential learning is maximized through the T-
Group process, an intense, small-group learning experience developed and refined

by NTL focused on human behavior and the practice of diversity premises.

NTL members are experts in the field of human interaction and promote the NTL
mission to advance the field of applied behavioral science, eliminate oppression,
and foster core values by:
+Training in the theory and practice of group dynamics,

organizational change and societal change
+Learning from these experiences

+Sharing the results of the learning, and
+Engaging in inquiry and knowledge building

Munugmg Dlversf
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Awareness, Understanding, Action

The facilitated meeting, through experiential learning, models and
practices behaviors present in model organizations

-- How many facilitators or consultants have you experienced that
have driven their own agendas in meetings, excluded non-dominant
groups with their own biases unchecked?? — NOAA facilitator training
enables facilitators to become aware of and exposes this tendency
thereby helping NOAA and every group the facilitator interacts with

Our facilitators are used in general meetings throughout NOAA

"
-I"-
&
o
L &
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Awareness, Understanding, Action

SFA Facilitators-- one of the critical keys to success

Managing Diver;;il'y_-"!'ml_:n WerTd of Difirgnte
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Awareness, Understanding, Action

Our facilitators learning to use these interventional tools —
facilitators who are the future leaders of NOAA:

MBTI, Thomas Kilmann Conflict Model. FIRO-B and other tools
Facilitation skills

Understanding differences and conflict interventions

Core Principles for Collaborative Negotiation

SFA Feedback Tips (from the SFA Toolkit)

Ice Breakers

Decision/Feedback Tools: Fishbowl, brainstorming, brainwriting, force field analysis, tracking cause
and effect, fishbone, johari window triads, buzz groups and role playing

SFA Action Planning

Team Facilitation

Munugmg Dlversﬂy_.-"
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Awareness, Understanding, Action

<+Practice inclusion: all voices are heard using tools such as consensus voting, brainwriting
<+Understanding differences which lead to misunderstood conflict: identified through tools such as Myers
Briggs Type Indicator — FIRO-B

<+Develops skills in facilitators that enable them to be future leaders modeling healthy behaviors and
sensitive to unhealthy work environments

+Empowers workgroups to identify practices they have the power to change - and change them; and
elevates those they do not have power to change

<+More than a staff meeting, in the facilitated meeting facilitator strives for equal voice and vote and
identifies and attempts to balance power toward improvement - no more weight to management or
dominant group - a challenge

<+Uncovers barriers in systems, policies and practices - - why do we do things one way — “because we
have always done them this way!”

<+EXxposes internal bias

<+The role and objective of the facilitator makes the SFA more than just a survey -- but a tool to promote
change from bottom up and top down.

+The facilitator also works with groups on elevated issues in determining what is the issue and who can
address and act upon it. The facilitator ensures that all ideas are recognized -- and different ideas are heard
and vetted.

< The facilitator also champions the use and maximization of problem solving tools

Mnﬂﬂgmg DIVEI'SI




Awareness, Understanding, Action

Performance Linkage Analysis...One NOAA Line Office
Demonstrates the link to the bottom line!!!

THE BUSINESS CASE... RETURNING TO THE QUESTION:

What percentage of the full potential of employees is used on the job?
How many employees do we loose because of the work environment?
Can we make the business case for that which is apparent — that If you treat

employees as if they make a difference to the organization, they will make a
difference to the organization.

N

75%
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Awareness, Understanding, Action

Performance Linkage Analysis...One NOAA Line Office
Demonstrates the link to the bottom line!!!

« Tornado Prediction, and other NWS analyses

«  Workgroup manager directed efforts at improvement from 1998
feedback yielded higher scores in 2002 and enhanced mission
accomplishment

* Internal customer satisfaction measures

Mo more credit will be given
for predicting rain... It's
time to start building

the Ark!

Managing Diver;;il'y_-"!'ml_:n WerTd of Difirgnte
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Awareness, Understanding, Action

Performance Linkage Analysis...One NOAA Line Office
Demonstrates the link to the bottom line!!!

< Our SFA contractor, Sirota Consulting, was founded in 1972 and has conducted
thousands of attitude surveys for organizations around the world.

<+ The NOAA study was entitled, “Linking Diversity with Performance in NOAA’s
National Weather Service” that reviewed tornado warning statistics for each National
Weather Service (NWS) forecast office.

< According to the study, a tornado warning is arguably the most challenging of all
products issued by NWS forecasters, requiring staff who can work together well as a
team under very stressful conditions.

<+ The study’s hypothesis was that NWS offices that score high in tornado warning
verification statistics would also score high in NOAA’s SFA results, compared with
offices with poor tornado warning verification statistics.

Mhﬂ%}ging D-iversi-l'y |
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Awareness, Understanding, Action

Performance Linkage Analysis...One NOAA Line Office
Demonstrates the link to the bottom line!!!

The study examined SFA survey results for the top-10 and bottom-10 forecast
offices for tornado warning verification statistics and compared the results for
statistically significant differences.

NOAA and the contractor statistically controlled for several variables thought to
affect tornado warning performance accuracy—employee tenure, education level,
number of employees at each site, geography, and the number of tornado events.

Results from the tornado study indicated that forecast office SFA survey results in
supervision and fairness are positively correlated (i.e., were statistically significant)
with performance (i.e., tornado warning skill).

A managing diversity tool — the SFA - alerted one manager that change was needed
along the dimensions. This change in behavior resulted in improved organizational
environment for the employees of that manager contributing to improved warnings.
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Discussion Questions:
What did It solve?
How did we know it was a problem?

What were the expected outcomes?
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How as it implemented?
What resources were required?
What did you need to make it successful?

Was organization prepared how did you communicate
train people?

Impacts/Resulting Outcomes?
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InterAction

Diversity Conference
October 4-5, 2004

Ensuring Effectiveness through Inclusion
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Washington Post Washington Post June 9, 1994 Column: THE FEDERAL PAGE; INSIDE: COMMERCE WHEN WORK-FORCE DIVERSITY LAGS
DEPARTMENT IS ACCUSED OF PERVASIVE PATTERN OF RACIAL BIAS Author: Peter Behr; Washington Post Staff Writer Edition: FINAL Section: A
SECTION Page: a25

With its widely varied missions -- from weather forecasting to census taking and high-tech research -- the Commerce Department is
arguably the most diverse agency of government. That is not true of its work force, department administrators have acknowledged A
group of black career employees at the department has accused Commerce of a Iongstandlng pervasive pattern of racial bias in pay and
promotion. The employees' allegations include a "conspicuous absence” of African Americans in mid-level and senior career positions; the
lack of effective career development programs for minority employees; and a "plantation mentality" that punishes those who file
discrimination complaints, according to a Nov. 4 letter from four department members to Commerce Secretary Ronald H. Brown. Blacks
make up 18 percent of Commerce's 33,000 employees but less than 7 percent of its professional staff, according to the group, the
Commerce Committee for African American Concerns. Commerce ranks 38th out of 58 federal agencies in percentage of black
professional employees and 47th in percentage of females in professional positions, said the group, which filed Freedom of Information
Act requests to compile information on Commerce's work force. A senior aide to Brown called the complaints "legitimate.” Commerce "has
been negligent on issues of diversity for a long time," said the aide, who asked not to be identified. The statistics are "shocking," the aide
said. Brown, who has met several times with the group's leaders, has ordered a review of the department's equal opportunity policies and
its handling of diversity issues. He will receive the first status report from the review next Wednesday and is determined to implement any
reforms that are required, aides said. "Diversity is the key to the future success of the Department of Commerce,” Brown said in a
February statement to Commerce employees. But the secretary's response has not been swift enough to satisfy some of the department's
critics. Employees from Commerce and several other agencies held a protest near Brown's office on May 26. Organized by the
Montgomery County, Md., chapter of the NAACP, the protest focused on Commerce's Equal Employment Office, which handles
workplace discrimination complaints. "The Commerce EEO office is mockery," said one sign carried by a demonstrator. "We are very
dissatisfied with EEO process. We want a special review board to resolve all cases pending more than 180 days. There are a bunch of
them," said Gregory Wims, president of the Montgomery NAACP chapter, who is heading a campaign against discrimination in
government agencies. Wims said the effort has prompted improvements at the Washington Navy Yard, the Interior Department and the
National Institutes of Health. Now, he said, the group is turning to the Commerce Department. "We know that Secretary Brown himself
wants to end discrimination at Commerce," said Wims. But he guestioned whether the review team Brown appointed will produce the
necessary reforms because the African American employees who lodged the complaint have not been given key positions in the review.
Brown "has selected people {to make the review} who don't identify with the NAACP. We represent employees who are suffering and
have complaints," Wims said. They should be included in the review, he said. Most importantly, the Commerce protesters want to see
action taken on their personal complaints, said Wims. The group is calling for an independent investigation of managers "who are
responsible for creating and perpetuating discrimination within the agency," according to a May 9 letter four Commerce employees wrote
to Brown. The secretary's aides said the department will begin to initiate a comprehensive diversity program in July. They acknowledge
that it may be easier to prevent future abuses by reforming Commerce's practices than to resolve charges of past discrimination. But the
strength of Brown's response is likely to be judged on both counts, his aides said Caption: Commerce Secretary Ronald H. Brown has
ordered a review of equal opportunity policies.LOGO PHOTO Copyright 1994 The Washington Post




