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MANAGING DIVERSITY OF SENIOR LEADER-
SHIP IN THE FEDERAL WORKFORCE AND
POSTAL SERVICE

THURSDAY, APRIL 3, 2008

SUBCOMMITTEE ON FEDERAL WORKFORCE, POSTAL SERV-
ICE, AND THE DISTRICT OF COLUMBIA, COMMITTEE ON
OVERSIGHT AND GOVERNMENT REFORM, HOUSE OF
REPRESENTATIVES, JOINT WITH THE SUBOMMITTEE ON
OVERSIGHT OF GOVERNMENT MANAGEMENT, THE FED-
ERAL WORKFORCE, AND THE DISTRICT OF COLUMBIA,
COMMITTEE ON HOMELAND SECURITY AND GOVERN-
MENTAL AFFAIRS, U.S. SENATE,

Washington, DC.

The subcommittees met, pursuant to notice, at 2 p.m. in room
2154, Rayburn House Office Building, Hon. Danny K. Davis (chair-
man of the House Subcommittee on Federal Workforce, Postal
Service, and the District of Columbia) presiding.

Present from the House Committee on Oversight and Govern-
ment Reform, Subcommittee on Federal Workforce, Postal Service,
and the District of Columbia: Representatives Davis of Illinois,
Cummings, Kucinich, Clay, Norton, and Marchant.

Present from the Senate Committee on Homeland Security and
Governmental Affairs, Subcommittee on Oversight of Government
Management, the Federal Workforce, and the District of Columbia:
Senators Akaka and Carper.

Also present: Representative Charles Gonzalez.

Staff present from the House Committee on Oversight and Gov-
ernment Reform and the Subcommittee on Federal Workforce,
Postal Service, and the District of Columbia: Tania Shand, staff di-
rector; Lori Hayman, counsel; William Miles, professional staff
member; Marcus A. Williams, clerk; Earley Green, chief clerk,
Committee on Oversight and Government Reform; Jim Moore, mi-
nority counsel; and Alex Cooper, minority professional staff mem-
ber.

Mr. Davis oF ILLINOIS. The subcommittees will come to order.

Welcome, Ranking Member Marchant, Senator Akaka, Mr.
Chairman and members of both subcommittees, hearing witnesses,
and all of those in attendance, welcome to the House Subcommittee
on the Federal Workforce, Postal Service, and the District of Co-
lumbia and the Senate Subcommittee on Oversight of Government
Management, the Federal Workforce, and the District of Columbia
joint hearing on managing diversity of senior leadership, Postal
Service and the District of Columbia.
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The purpose of the hearing is to continue the subcommittee’s
oversight of diversity at the highest levels of the Federal Govern-
ment and the U.S. Postal Service.

Hearing no objection, the Chair will ask unanimous consent to
allow Representative Charles Gonzalez to give an opening state-
ment and ask questions. And also the ranking member and the
subcommittee members will each have 5 minutes to make opening
statements, and all Members will have 3 days to submit state-
ments for the record.

Hearing no objection, it is certainly indeed a pleasure to be
joined with Senator Akaka and his staff and any other Members
of the Senate who come over to this side of the Capitol and jointly
participate with us.

I will begin with an opening statement.

Senator Akaka, Ranking Member Marchant, members of the sub-
committee, and hearing witnesses, welcome to the subcommittee’s
hearing on managing diversity of senior leadership in the Federal
work force and Postal Service.

I would also like to welcome Representative Charles Gonzalez,
Second Vice Chair of the Hispanic Congressional Caucus. I ask
unanimous consent that Representative Gonzalez be permitted to
give an opening statement and ask questions during the hearing.

Hearing no objection, so is the order.

He has worked tirelessly to ensure that Hispanics are included
in the diversification of the Federal work force.

Today’s hearing is to examine H.R. 3774 and its Senate compan-
i(}n, S. 2148, the Senior Executive Service Diversity Assurance Act
of 2007.

H.R. 3774 is the culmination of several Government Accountabil-
ity Office [GAOQO], reports I have requested on diversity in the Sen-
ior Executive Service [SES], and three previous hearings I have
held or requested on the subject.

GAO is expected to testify that, while doing research for the most
recent diversity report, a report that I and Senator Akaka re-
quested, it found that between 2000 and 2007 there was a decrease
in African American men in the SES. I believe that H.R. 3774 is
the first step in tackling several of the issues that have come to
light regarding the lack of diversity in the SES. It should be en-
acted as soon as possible to prevent any further deterioration of mi-
norities in the Senior Executive Service.

The subcommittee has taken its first steps in researching diver-
sity issues in postal-related agencies. Today the postal community
and GAO will testify as to how diverse the senior levels of postal
management are or not, and why. When its research is complete,
the subcommittee will determine whether legislative action is nec-
essary to address diversity in the postal work force.

The Department of Homeland Security [DHS], has been asked to
testify because last month the Committee on Homeland Security
issued a report entitled, “The Department of Homeland Security:
Minority and Gender Diversity in the Workforce and Career Senior
Executive Service.” The report stated that DHS had lower propor-
tions of racial minorities, Hispanics, and women in its overall work
force than there are in the overall executive branch work force, but
the DHS career SES was even less diverse than the overall DHS
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work force, suggesting that relatively few members of minority
groups and woman rise in the DHS career SES leadership ranks.
Diversity in the Federal and postal work forces is a priority for
me and for this subcommittee. When agencies are called upon, they
should be prepared to come before this subcommittee and testify on
its diversity numbers and objectives.
[The prepared statement of Hon. Danny K. Davis follows:]
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STATEMENT OF CHAIRMAN DANNY K. DAVIS AT THE
JOINT HEARING
SUBCOMMITTEE ON FEDERAL WORKFORCE, POSTAL SERVICE,
AND THE DISTRICT OF COLUMBIA
AND
SENATE SUBCOMMITTEE ON OVERSIGHT OF GOVERNMENT MANAGEMENT,
THE FEDERAL WORKFORCE AND THE DISTRICT OF COLUMBIA

HEARING ON “MANAGING DIVERSITY OF SENIOR LEADERSHIP
IN THE FEDERAL WORKFORCE AND POSTAL SERVICE”

Thursday, April 3, 2008

Senator Akaka, Ranking Member Marchant, members of the Subcommittee and hearing
witnesses, welcome to the Subcommittee's hearing on Managing Diversity of Senior Leadership
in the Federal Workforce and Postal Service. [ would also like to welcome Representative
Charles Gonzalez, 2" Vice Chair of the Hispanic Congressional Caucus. I ask unanimous
consent that Rep. Gonzalez be permitted to give an opening statement and ask questions during
the hearing. He has worked tirelessly to ensure that Hispanics are included in the diversification
of the federal workforce.

Today’s hearing is to examine H.R. 3774 and its Senate companion, S. 2148, the “Senior
Executive Service Diversity Assurance Act of 2007.” H.R. 3774 is the culmination of several
Government Accountability Office (GAO) reports I have requested on diversity in the Senior
Executive Service (SES) and three previous hearings I have held or requested on the subject.

GAOQ is expected to testify that while doing research for the most recent diversity report I
and Senator Akaka requested, it found that between 2000 and 2007 there was a decrease in
African American men in the SES. I believe H.R. 3774 is the first step in tackling several of the
issues that have come to light regarding the lack of diversity in the SES. It should be enacted as
soon as possible to prevent any further deterioration of minorities in the SES.

The Subcommittee is taking its first steps in researching diversity issues in Postal
Service related agencies. Today, the postal community and GAO will testify as to how diverse
the senior levels of postal management are or are not and why. When its research is complete,
the Subcommittee will determine whether legislative action is necessary to address diversity in

the Postal workforce.
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The Department on Homeland Security (DHS) has been asked to testify because, last
month, the Committee on Homeland Security issued a report entitled, “The Department of
Homeland Security: Minority and Gender Diversity in the Workforce and Career Senior
Executive Service,” The report stated that, “DHS had lower proportions of racial minorities,
Hispanics, and women in its overall workforce than there are in the overall Executive Branch
workforce. But the DHS career SES was even less diverse than the overall DHS workforce,
suggesting that relatively few members of minority groups of women rise into the DHS career
SES leadership ranks.”

Diversity in the federal and postal workforces is a priority for me and this Subcommittee.
When agencies are called upon they should be prepared to come before this Subcommittee and
testify on its diversity numbers and objectives.

Thank you.
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Mr. Davis orF ILLINOIS. Now I will go to Ranking Member
Marchant.

Mr. MARCHANT. Thank you, Mr. Chairman, for holding the hear-
ing today, Managing Diversity of Senior Leadership in the Federal
Workforce and Postal Service. I commend your efforts to improve
the operations of the Federal Government, as well as your vigorous
promotion of increased diversity in the workplace. I look forward
to this and continued discussions of how we can make the Federal
Government a better place to work.

Obviously, the American business landscape is changing much
faster than Federal agencies. In a sense, this creates a giant lab-
oratory for policymakers to observe and learn what is working in
the private sector and what might not be best for the Government
setting. If done correctly, this oversight process can improve the
workings of the Federal Government and make it an even better
place to work. However, implementing policy changes without full
consideration of the consequences, both intended and unintended,
could end up adding additional bureaucracy to a system already be-
leaguered by low application numbers and relatively uncompetitive
compensation packages.

Thank you again, Mr. Chairman, for giving us a chance to study
this issue. I look forward to the testimony from our witnesses be-
fore the subcommittee.

I hope we can all work together to determine the best ways to
reach our diversity goals, while avoiding creating a bureaucratic
morass where everyone is unsatisfied.

[The prepared statement of Hon. Kenny Marchant follows:]



7

Opening Statement
April 3, 2008
Kenny Marchant, Ranking Member
Subcommittee on Federal Workforce, Postal Service
And District of Columbia
Hearing: “Managing Diversity of Senior Leadership in the
Federal Workforce and Postal Service”

Thank you, Mr. Chairman, for holding this hearing today on,
“Managing Diversity of Senior Leadership in the Federal
Workforce and Postal Service.” 1 commend your efforts to
improve the operations of the federal government as well as your
vigorous promotion of increased diversity in the workplace. I
look forward to this and continued discussions of how we can

make the federal government a better place to work

Obviously the American business landscape is changing much
faster than federal agencies. In a sense this creates a giant
laboratory for policymakers to observe and learn what is working
in the private sector and what might not be the best for a
government setting. If done correctly, this oversight process can

improve the workings of the federal government and make it an
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even better place to work. However, implementing policy changes
without full consideration of the consequences - both intended and
unintended - could end up adding additional bureaucracy to a
system already beleaguered by low application numbers and

relatively uncompetitive compensation packages.

Thank you again, Mr. Chairman, for giving us the chance to study
this issue and I look forward to the testimony from our witnesses
before the subcommittee. I hope that we can all work together to
determine the best ways to reach our diversity goals while avoiding

creating a bureaucratic morass where everyone is unsatisfied.



9

Mr. MARCHANT. Mr. Chairman, I need to offer my apologies to
the witnesses and you today. The largest city in my district has de-
cided that this afternoon they are going to visit me, so shortly I
will have to excuse myself and go and take care of some of my con-
stituents. My apologies for that, Mr. Chairman.

Mr. Davis oF ILLINOIS. How large is that city?

Mr. MARCHANT. It is Dallas.

Mr. DAvis oF ILLiNOIS. That is a pretty large city. Well, thank
you very much, Mr. Marchant. We certainly understand, and we
certainly want to thank you for your statement and hope to have
you with us as long as you can stay.

It is now my pleasure to yield for an opening statement to the
distinguished Senator from Hawaii, Senator Akaka.

Senator AKAKA. Thank you very much, Mr. Chairman. It is great
to be here with you, and always great working with you, Chairman
Davis. I want to thank you for leading this joint hearing on diver-
sity in the Senior Executive Service, and I want to commend you
f(})lr your leadership in this area, not only now but in years before
this.

I am pleased to partner with Chairman Davis, both on this hear-
ing and in legislation to improve diversity in the senior ranks of
the Federal Government.

I also want to thank him for joining me even yesterday to intro-
duce a resolution honoring all public servants during Public Service
Recognition Week this year.

Diversity of race, gender, heritage, and experience provides any
organization with a valuable range of perspectives and ideas that
can improve effectiveness. That is our belief.

When an agency is developing new policies and initiatives, a di-
verse work force helps ensure a cultural understanding that can
lead to new creative directions or avert unintended problems before
they arise. Unfortunately, the number of minorities and women in
the SES across the Federal Government has not reflected the diver-
sityhofl' the Nation, nor the diversity of the Federal work force as
a whole.

In 2003, the Government Accountability Office evaluated data
from 2000 on diversity in the SES. At that time, the report showed
67 percent of senior executives were White males, 19 percent were
White females, and about 14 percent were minority males and fe-
males. According to GAQO’s testimony last year, using 2006 data
there were small improvements made in the overall representation
of women and minorities over the past 6 years, but gains were in-
consistent among the 25 Federal agencies analyzed, and offset by
losses of women and minorities at 9 of those agencies.

The door to diversity seems to be narrowing, even as American
work force becomes more diverse. And Federal retirements con-
tinue to increase. That is what we are facing today.

In its 2003 report GAO speculated that 55 percent of the SES
would retire and diversity of the SES would improve, given the di-
versity of the talent pool. The Office of Personnel Management, in
its response to GAOQO, insisted that increasing diversity in the senior
ranks was a top priority, but OPM’s own numbers prove it wrong.

While 63 percent of the SESers retired since 2000, the potential
gains estimated by GAO and OPM to improve diversity have not
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been made. We need to examine why more minorities and women
are not becoming part of the SES and how to improve that short-
fall.

With an estimated 90 percent of Federal executives eligible to re-
tire in the next 10 years, agencies must take this opportunity for
agencies to bring in a new group of diverse and talented leaders.

One way that Congressman Davis and I propose we address this
issue is through the enactment of the Senior Executive Diversity
Assurance Act. Our legislation would create a panel of diverse em-
ployees responsible for reviewing candidates for merit appoint-
ments and passing them along for review. Too many executive can-
didates are accepted into the SES without a woman or minority
ever looking at the available pool of applicants.

Our bill requires that diversity be incorporated into the process
of review, but not in the standards of the review. The standards
are high for entry into the SES, and we need to continue to ensure
that the merit system principles are supported in the process of
candidate review. However, diversity is not at odds with merit sys-
tem principles, and we believe that our legislation supports merit
principles, while promoting diversity.

Furthermore, our legislation re-establishes the Senior Executive
Resource Office, which was dissolved by OPM’s reorganization in
the year 2003. This office would be responsible for ensuring diver-
sity within the SES through strategic partnerships, mentorship
programs, and more stringent reporting requirements. New cul-
tures bring new ideas, and in our Civil Service, America’s work
force, in that work force we need leadership that reflects those var-
ied cultures and backgrounds.

I want to thank our witnesses for being here today to discuss this
official and critical issue, and I look forward to hearing your
thoughts on improving diversity in the senior leadership of the
Federal Government.

Thank you very much, Mr. Chairman.

[The prepared statement of Senator Daniel K. Akaka follows:]
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Statement of Senator Daniel K. Akaka
Subcommittee on Oversight of Government Management, the Federal
Workforce, and the District of Columbia
Committee on Homeland Security and Governmental Affairs

“Ensuring Diversity at Senior Levels of the Federal Government and the
U.S. Postal Service”

Aprit 3, 2008

I want to thank Chairman Davis for leading this joint hearing on
diversity in the senior executive service (SES) and his leadership in this
area. | am pleased to partner with him both on this hearing and in
legislation to improve diversity in the senior ranks of the federal
government. | also want to thank him for joining me yesterday to introduce
a resolution honoring all public servants during Public Service Recognition

Week this year.

Diversity of race, gender, heritage, and experience provides any
organization with a valuable range of perspectives and ideas that can
improve its effectiveness. When an agency is developing new policies and
initiatives, a diverse workforce helps ensure a cultural understanding that
can lead to new, creative directions or avert unintended problems before

they arise.
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Unfortunately the number of minorities and women in the SES across
the federal government has not reflected the diversity of the Nation nor the
diversity of the federal workforce as a whole. In 2003 the Government
Accountability Office evaluated data from 2000 on diversity in the SES. At
the time, the report showed 67 percent of senior executives were white
males; 19 percent were white females; and about 14 percent were minority
males and females. According to GAO's testimony last year, using 2006
data, there were small improvements made in the overall representation of
women and minorities over the past six years, but gains were inconsistent
among the 25 federal agencies analyzed and offset by losses of women

and minorities at nine agencies.

The door to diversity seems to be narrowing even as the American
workforce becomes more diverse and federal retirements continue to

increase.

In its 2003 report, GAO speculated that 55 percent of the SES would
retire and diversity of the SES would improve given the diversity of the

talent pool. The Office of Personnel Management (OPM) in its response to
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GAO insisted that increasing diversity in the senior ranks was a top priority,

but OPM'’s own numbers prove it wrong.

While 63 percent of the SES has retired since 2000, the potential
gains estimated by GAQ and OPM to improve diversity have not been
made. We need to examine why more minorities and women are not
becoming part of the SES and how to improve the shortfall. With an
estimated 90 percent of federal executives eligible to retire in the next ten
years agencies must take this opportunity for agencies to bring in a new

group of diverse and talented leaders.

One way that Congressman Davis and | propose we address this
issue is through enactment of the Senior Executive Diversity Assurance
Act. Qur legislation would create a panel of diverse employees responsible
for reviewing candidates for merit appointments and passing them along for
further review. Too many executive candidates are accepted into the SES
without a woman or minority ever looking at the available pool of
applicants. OQur bill requires that diversity be incorporated in to the process

of review, but not in the standards of the review.
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The standards are high for entry into the SES, and we need to
continue to ensure that the Merit System Principles are supported in the
process of candidate review. However, diversity is not at odds with merit
system principles, and we believe that our legisiation supports merit

principles while promoting diversity.

Furthermore, our legislation reestablishes the Senior Executive
Resource Office, which was dissolved by OPM'’s reorganization in 2003.
This Office would be responsible for ensuring diversity within the SES
through strategic partnerships, mentorship programs, and more stringent

reporting requirements.

New cultures bring new ideas, and in our civil service -- America’s
workforce -- we need leadership that reflects those varied cultures and

backgrounds.

| want to thank our witnesses for being here today to discuss this
critical issue and | look forward to hearing your thoughts on improving

diversity in the senior leadership of the Federal government.
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Mr. Davis oF ILLINOIS. Thank you very much, Senator Akaka.

Delegate Norton.

Ms. NORTON. Thank you very much, Mr. Chairman. I think all
of us are indebted to you and Senator Akaka for your leadership
on moving forward to do something about what has become a
chronic problem in the SES. We talk a lot about it. We hear back
from various administrations that they are working very hard to do
something about it, but with matters of this kind, unless the kind
of action your Diversity Assurance Act takes, you are not going to
see, in my judgment and in my experience, what you are expecting.

Mr. Chairman and Senator Akaka, as we look at a country that
is becoming more and more diverse, with some States already ma-
jority minority States, we are seeing a Senior Executive Service
that is less and less diverse. The tiny incremental change really
means that it is going down; that as retirements come, replace-
ments are being made from the same pool of people who already
occupy the Senior Executive Service. It is stunningly at odds with
what we see in certain sections of the private sector, for example.

What Chairman Davis said about Black men actually being re-
duced is just the tip of the iceberg. I think we can predict that
without some definitive action you are going to see this kind of re-
duction throughout, for two reasons: one, minority applicants today
do not have the same incentive either to work for or stay in the
Federal Government that they had in my generation and in my
parents’ generation. The private sector is out there looking for
them, reaching for them, giving them the kind of benefits and pay
that, frankly, we do not give them.

Second, we should be focusing on two things: recruitment, to be
sure, beginning at the levels where people can move up, and reten-
tion. Yes, there is every incentive to get out of the Federal work
force now. You have been in the work force, you have received all
the benefits and training of the Federal work force, you look at the
private sector and it does seem to me that economically there is
every incentive to leave early retirement, certainly for retirement,
itself.

I have a special interest and concern, frankly, for newer minority
entrants to the work force like Hispanics. It does seem to me one
would have to make a very special effort when we see what is the
fastest-growing minority population in our country, a population
that may not be as accustomed to looking to the Federal sector as
a place for employment, where a very special effort needs to reach
out to draw them in and to encourage them to move up so that
they, in fact, become a larger part of the SES.

I have a very special, very special concern about African Ameri-
cans who have a very, very long history of work in the Federal sec-
tor, who were able to work in the Federal sector, frankly, when
they couldn’t work anywhere else, albeit in the bowels of the Fed-
eral sector, and then have found themselves for a long time stuck.
And now, although they are long-term employees going back for
decades, even when, if I may say so, Mr. Chairman, as a native
Washingtonian, when Black people couldn’t even eat lunch in the
cafeterias of Federal agencies, still there were Federal employees
working in the lower levels. Long history of work in the Federal
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Government. So there would be very special disappointment to see
that the Senior Executive Service looks the way it looks today.

I recognize the bill that you and Chairman Akaka have put in,
particularly with its requirement that there be a woman and a per-
son of color on panels, may seem to be radical. All I can say is,
after years and years of jawboning the issue, I am grateful that you
are willing to take the leadership on doing something about it. The
courts have said that it, in fact, is legal and Constitutional and in
keeping with merit system principles.

If I may offer a legal opinion as the former Chair of the EOC,
I regard it as an action that would withstand and has withstood
court scrutiny because it is an action to correct a disparity that the
Federal Government cannot explain, cannot justify. It will dis-
appear and the courts will make it disappear at such point when,
in fact, the system corrected itself. That is the way this kind of af-
firmative remedy works.

Unless the administration has something to offer the two chairs
that will assure that we get some movement on this issue, as we
have not gotten for decades, then it seems to me this is the only
recourse before us, and we all should be grateful to you for having
the guts to move forward with the provisions in the bill.

Thank you, Mr. Chairman.

Mr. Davis oF ILLINOIS. Thank you very much, Delegate Norton.

We will now go to Representative Kucinich.

Mr. KucINICH. Thank you, Mr. Chairman. And to my good friend,
Congressman Davis, and to my good friend, Senator Akaka, thank
you very much for holding this hearing.

When you look through the table on the GAO report which
charts the comparisons of various demographic profiles year to year
at various supervisory levels in the departments of the Federal
Government, it makes it clear that the work of this committee is
well taken in causing these statistics to be reviewed, because they
tell a very important story of the progress or lack thereof when it
comes to various individuals who have committed themselves to
serve the people of the United States of America.

When we understand, as we do today on this commemoration day
of Dr. Martin Luther King, that true equality means equality of op-
portunity within organizations once you become a member of that
organization, studying these figures becomes very important to give
this committee and this Congress an opportunity to develop policy
guidelines so that the diversity which the people of the United
States have a right to expect in their Government since our first
motto, e pluribus unum, out of many we are one, ought to be re-
flected in the Government, but we also ought to see how it is re-
flected in the highest-ranking positions within the Civil Service.

This is an important hearing, and I thank my colleagues from
the House and the Senate for your leadership in this. Thank you.

Mr. DAvis ofF ILLiNOIS. Thank you very much, Representative
Kucinich.

Now it is my pleasure to yield to Representative Charles Gon-
zalez.

Yes, Senator Akaka?

Senator AKAKA. I just received word that we are going to have
votes in the Senate, and I just want to apologize for leaving, but
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I want to again commend your leadership on this issue and tell you
and all of our witnesses here that I look forward to working with
all of you to improve the diversity of the senior levels of the Fed-
eral Government.

Thank you for all that you are doing, Mr. Chairman.

Mr. Davis oF ILLINOIS. Thank you very much, Senator. We know
that when the Senate votes, good things are happening, so we un-
derstand. Thank you.

Mr. GoNzALEZ. Thank you very much, Mr. Davis and Senator
Akaka and members of the subcommittee. Thank you for allowing
me to participate in today’s hearing. On behalf of the Congressional
Hispanic Caucus, I appreciate your efforts to address the under-
representation of minorities at the executive level in the Federal
work force.

The legislation that both of you have introduced, H.R. 3774 on
the House side, the Senior Executive Service Diversity Assurance
Act, is a step in the right direction to address the severe problem
of under-representation of minorities at the Senior Executive Serv-
ice level.

I support this legislation because it will do one thing that a num-
ber of Hispanic employee groups have requested for a number of
years: it will introduce accountability into the process of hiring and
promoting candidates for senior positions in the Federal Govern-
ment.

Let us look at the numbers. I know that we have gone over
these, but they bear repeating. In the pathway positions for SES,
the GS-13 to GS-15, Hispanic hiring has dropped by 2.8 percent.
The latest OPM report cites the reduction from 5.8 percent to 3.2
percent of Latinos in management positions entering the SES. The
majority of Hispanic hires in the Federal work force are con-
centrated at the GS—1 through GS-8 categories.

Now, we received a great deal of information about the outreach
conducted by agencies in Hispanic and other minority communities,
and the guidance OPM has provided to help recruit for those var-
ious positions. Yet, there is very little in the way of data that tells
us about the effectiveness of those outreach efforts.

The current agency initiative process of moving along candidates
has failed to produce the results we should be seeing. Despite the
outreach and Federal requirements, agencies just haven’t been up
to the task of promoting diversity in the senior ranks in a way that
is convincing. The results of their efforts thus far speak volumes
to that point.

Members of our communities can no longer wait for agencies to
wake up to the fact that they have to consider diversity in their
succession planning. The bottom line is they have not done a good
job of this, despite the requirement to do so; therefore, something
different is in order.

It is no mystery. The Federal Government will begin to see a
mass exodus of employees due to retirements in the coming decade.
This provides an incredible opportunity for OPM to work with the
agencies to develop the future work force. Agencies, by themselves,
cannot and will not do it and, frankly, will not succeed, at least
when it deals with considering diversity in that equation; therefore,
it is up to OPM to demonstrate leadership.
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This legislation puts the responsible of promoting diversity with
the agency that recruits the candidates for public service, the Office
of Personnel Management. It will require a hands-on approach,
genuine engagement, and active direction, and not the mere
issuance of passive directives to do the right thing, which are rare-
ly enforced. It is a first step in providing OPM with the tools it will
need to affect the problem and requiring that once and for all they
get engaged. However, this will not stop here, for we will tackle the
issue at the agency level and bring more accountability to the proc-
ess so we develop a work force that actually looks like America.

When Congress passes this legislation, which I believe they will,
and it becomes law, I know that the Members here today and many
of my colleagues who support this issue will be eagerly looking for
results; therefore, expectations are, indeed, high for OPM to
produce notable and positive outcomes.

Again, I want to thank Chairman Davis and Senator Akaka and
members of this subcommittee for allowing me to participate today
and, of course, for the introduction of this important legislation.

I yield back, Mr. Chairman.

[The prepared statement of Hon. Charles A. Gonzalez follows:]
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Talking Points for Hon. Charles A Gonzalez
Hearing “Managing Diversity in the Senior Leadership of the Federal Workforce
and Postal Service”
Subcommittee on Federal Workforce, Postal Service and the District of Columbia
Thursday, April 3, 2008, 2:00p.m.

e Chairman Davis, Senator Akaka, Members of the Subcommittee,
thank you for allowing me to participate in today’s hearing. On
behalf of the Congressional Hispanic Caucus, I appreciate your
efforts to address the under-representation of minorities at the
executive level in the federal workforce a priority this year.

o The legislation you have introduced, H.R. 3774, the Senior
Executive Service Diversity Assurance Act, is a step in the right
direction to address the severe problem of under-representation of
minorities in the Senior Executive Service.

e [ support this legislation because it will do one thing that a number
of Hispanic employee groups have requested for a number of years
— it will introduce accountability into the process of hiring and
promoting candidates for senior positions in the federal
government.

o Let us just Jook at the numbers: In the pathway positions for SES,
the GS 13 - 15, Hispanic hiring has dropped by 2.8 percent. The
latest OPM report cites a reduction from 5.8% to 3.2% of Latinos
in management positions entering the SES. The majority of
Hispanic hires in the federal workforce are concentrated in the GS
1- 8 categories.

e We receive a great deal of information about the outreach
conducted by agencies in Hispanic and other minority
communities, and the guidance OPM has provided to help recruit
for various positions, yet there is very little in the way of data that
tells us about the effectiveness of those outreach programs.
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And, the current agency initiated process of moving along
candidates has failed to produce the results we should be seeing.
Despite the outreach and federal requirements, agencies just
haven’t been up to the task of promoting diversity in the senior
ranks in a way that is convincing — the results of their efforts thus
far speak volumes to that point.

Members of our communities can no longer wait for agencies to
“wake up” to the fact that they have to consider diversity in their
succession planning. Bottom line: they have not done a good job
of this despite the requirement to do so; therefore, something
different is in order.

It is no mystery the Federal government will begin to see a mass
exodus of employees due to retirements in the coming decade; this
provides an incredible opportunity for OPM to work with the
agencies to develop the future workforce. Agencies, by
themselves cannot do, and frankly, will not do it - at least when it
deals with considering diversity in that equation. Therefore, it is up
to OPM to demonstrate leadership.

This legislation puts the responsibility — of promoting diversity—
with the agency that recruits the candidates for public service, the
Office of Personnel and Management. It will require a hands-on
approach, genuine engagement and active direction, and not the
mere issuance of passive directives to do the right thing, which are
rarely enforced.

It is a first step in providing OPM with the tools it will need to
affect this problem and requiring that once and for all that they
“get engaged”. However, this will not stop here, for we will tackle
this issue at the agency level and bring more accountability to the
process so we develop a workforce that looks like America.
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e When Congress passes this legislation and it becomes law, I know
that the members here today, and many of my colleagues who
support this issue will be eagerly looking for results. Therefore,
expectations are high for OPM to produce notable and positive
outcomes.

e Thank you again, Chairman Davis, Senator Akaka and members of
the Committee for allowing me to participate in today’s hearing.
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Mr. DAvis ofF ILLINOIS. Thank you very much, Representative
Gonzalez.

We have been joined and I would yield to Representative Clay
from Missouri.

Mr. CLAY. Mr. Chairman, in the interest of time I will forego an
opening statement and wait and anticipate the testimony from the
five panels.

Mr. DAvis ofF ILLINOIS. Thank you very much, Representative
Clay.

I would yield to Representative Cummings from Maryland.

Mr. CUMMINGS. Mr. Chairman, I first of all thank you for calling
the hearing. Considering the fact that we have Members that have
to gﬁt home, I will submit a written statement. Thank you very
much.

[The prepared statement of Hon. Elijah E. Cummings follows:]
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CONGRESSMAN ELIJAH E. CUMMINGS OF MARYLAND
OPENING STATEMENT

“MANAGING DIVERSITY OF SENIOR LEADERSHIP IN THE
FEDERAL WORKFORCE AND POSTAL SERVICE”

COMMITTEE ON OVERSIGHT AND GOVERNMENT REFORM
SUBCOMMITTEE ON FEDERAL WORKFORCE, POSTAL SERVICE
AND THE DISTRICT OF COLUMBIA

THURSDAY, APRIL 03, 2008

Mr. Chairman,

Thank you for holding this vitally important hearing to
examine diversity at senior levels of the federal government
and the U.S. Postal Service.

I appreciate your efforts to forge this comprehensive,
ongoing investigation into establishing diversity in our
government’s highest ranks.

As you know, Mr. Chairman, we aim to craft a federal
workforce that will serve as a national model for both
public and private employers to follow.

Further, we do so now under particularly unique
circumstances.

Over the next ten years, ninety percent of the 6,000 career
Senior Executive Service employees will be eligible to
retire.
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This presents a challenge, but it presents an opportunity as
well.

With the SES set to completely turn over in the next
decade, we have the chance to fully achieve diversity goals.

The legislation we are considering today, H.R. 3774, the
“Senior Executive Service Diversity Assurance Act of
2007,” will make great strides in achieving that end.

Specifically, the bill levels the playing field by re-
establishing a central office to oversee hiring decisions, and
creating in each agency a new, three-person hiring panel
consisting of at least one woman and one minority.

I also look forward to learning more about how the
individual agencies, and the Office of Personnel
Management as the chief oversight agency, are pursing
their own programs to improve diversity.

We simply must seize this opportunity, and I appreciate the
Chairman’s efforts—and the Administration’s efforts—to
do so.

I look forward to the testimonies of today’s witnesses and I

yield back the remainder of my time.

ELIJAH E. CUMMINGS
Member of Congress
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Mr. Davis oF ILLINOIS. Thank you, Representative Cummings.

We will now go to our first panel. Let me introduce the panel.

Ms. Nancy Kichak is the Associate Director of the Strategic
Human Resources Policy Division at the Office of Personnel Man-
agement. She leads the design, development, and implementation
of innovative, flexible, merit-based human resource policies.

We welcome you, Ms. Kichak.

Ms. Susan LaChance is the vice president of employee develop-
ment and diversity at the U.S. Postal Service. Ms. LaChance re-
ports to the chief human resources officer and executive vice presi-
dent and is responsible for employee and leadership development,
succession planning, equal employment opportunity, and diversity
initiatives.

Ladies, as you know, it is procedure of our committee to swear
in witnesses. If you would, stand and raise your right hands.

[Witnesses sworn.]

Mr. Davis oF ILLINOIS. The record will show that the witnesses
answered in the affirmative.

Ms. Kichak, thank you so much. We will begin with you.

STATEMENTS OF NANCY KICHAK, ASSOCIATE DIRECTOR,
STRATEGIC HUMAN RESOURCES POLICY DIVISION, OFFICE
OF PERSONNEL MANAGEMENT; AND SUSAN LACHANCE,
VICE PRESIDENT OF EMPLOYEE DEVELOPMENT AND DIVER-
SITY, U.S. POSTAL SERVICE

STATEMENT OF NANCY KICHAK

Ms. KicHAK. Thank you for the invitation to discuss our efforts
to create a diverse Senior Executive Service and improve the over-
all diversity of the Federal work force.

I also welcome the opportunity to review the Senior Executive
Service Diversity Assurance Act with you and update you on our
ef]g(irts to build the most effective Federal civilian work force pos-
sible.

We have long recognized that reaching the broadest possible pool
of applicants for Federal jobs is essential to achieve the goal of hav-
ing an effective civilian work force.

Our efforts in this regard are conducted within the framework of
merit system principles. We must ensure that all Americans have
equal access to Federal employment opportunities at all levels of
the work force, and that their knowledge, skills, and abilities are
evaluated fairly.

The Office of Personnel Management promotes Federal employ-
ment expansively, including in areas where the potential applicant
pool is very diverse. One of the techniques we use is conducting job
fairs and Federal career days at colleges and universities, including
community colleges, that are likely to help us establish a pipeline
of diverse and highly qualified individuals.

Our efforts to build the most effective core of senior executives
depend, in part, on ensuring an effective pipeline into the Senior
Executive Service. Many of our efforts are aimed at supporting
agencies’ development of future leaders through leadership training
and succession training programs. Federal agencys often include
SES candidate development programs in the leadership succession
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strategies they are required to implement. Data clearly show these
programs are proving to be an excellent vehicle for minority entry
into the SES. Candidates placed into the SES from these programs
represent higher percentages of both minorities and women than
are in the SES today.

OPM reports to Congress annually on minority representation in
the Federal Government in relation to the overall civilian labor
force. Our most recent report was submitted to the Congress and
to your subcommittee in January. The report shows that the Fed-
eral Government continues to compare favorably to the civilian
labor force in employing minorities, with the exception of His-
panics. The Federal Government also employs a slightly lower per-
centage of women than the non-Federal sector.

The proposed bills, H.R. 3774 and S. 2148, are designed to en-
hance diversity and make other improvements within the SES. I
appreciate the attention and commitment you have devoted to this
issue; however, although the administration has not yet taken an
official position on the legislation, I want to share with you some
initial concerns.

First, these bills would establish a new office within OPM which
would assume all functions relating to the Senior Executive Serv-
ice. Today there are several offices within OPM supporting the
SES. We believe the current structure allows the agency to bring
a higher level of expertise to issues that arise, and thus serves the
SES community well. Also, the proposed separate office would have
substantial cost implications.

In addition, the bills would create new entities called SES eval-
uation panels that would be inserted into each agency between the
recommending official and the executive resources boards. Their
task would be to review the qualifications of each candidate for ca-
reer SES appointments and to certify the names of candidates the
panel believes to be best qualified.

Each SES evaluation panel would have three members, at least
one of whom would have to be a woman, and one of them would
have to be a member of a racial or ethnic minority.

The Department of Justice has advised that these race- and gen-
der-based requirements are very likely unconstitutional under gov-
erning and equal protection precedents. I assure you that OPM
shares your goal of a Federal work force that is effective in large
part because it draws on the strengths of a broad and diverse ap-
plicant pool. This will continue to be our goal with respect to devel-
oping and recruiting senior executives, as well as the rest of the
Federal civilian work force.

I would be happy to answer any questions.

[The prepared statement of Ms. Kichak follows:]
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STATEMENT OF
NANCY H. KICHAK
ASSOCIATE DIRECTOR FOR STRATEGIC HUMAN RESOURCES POLICY
U.S. OFFICE OF PERSONNEL MANAGEMENT

before the

SUBCOMMITTEE ON FEDERAL WORKFORCE, POSTAL SERVICE, AND THE
DISTRICT OF COLUMBIA
COMMITTEE ON OVERSIGHT AND GOVERNMENT REFORM
U.S. HOUSE OF REPRESENTATIVES

and the

SUBCOMMITTEE ON OVERSIGHT OF GOVERNMENT MANAGEMENT, THE
FEDERAL WORKFORCE, AND THE DISTRICT OF COLUMBIA
COMMITTEE ON HOMELAND SECURITY AND GOVERNMENTAL AFFAIRS
UNITED STATES SENATE

on

MANAGING DIVERSITY OF SENIOR LEADERSHIP IN THE FEDERAL
WORKFORCE AND POSTAL SERVICE

APRIL 3, 2008
Chairman Davis, Chairman Akaka, and Members of the Subcommittees:

1 appreciate your inviting me to discuss our efforts to create a diverse Senior Executive
Service (SES) and improve the overall diversity of the Federal workforce. Since my
appearance last May to discuss this important topic, you have introduced the “Senior
Executive Service Diversity Assurance Act” (H.R. 3774 and S. 2148). 1 welcome the
opportunity to review this legislation with you and update you on our efforts to build and
sustain the most effective Federal civilian workforce possible. We have long recognized
that reaching the broadest possible pool of applicants for Federal jobs is essential to
meeting this goal.

Of course, our efforts in this regard are conducted within the framework of the merit
system principles. We must ensure that all Americans have equal access to Federal
employment opportunities at all levels of the workforce, and that their knowledge, skills,
and abilities are evaluated fairly. Our efforts to build the most effective corps of senior
executives still depend, in part, on ensuring an effective pipeline into the Senior
Executive Service. Many of our efforts are aimed at supporting agencies” development
of future leaders through leadership training and succession planning programs.
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When | was here last May, 1 highlighted the Office of Personnel Management’s (OPM’s)
vigorous efforts to promote Federal employment expansively, including in areas where
the potential applicant pool is very diverse. One of the techniques we use to accomplish
this is conducting job fairs and Federal career days at colleges and universities, and we
often target schools that are likely to help us establish a pipeline of diverse and highly-
qualified individuals. We have continued these efforts since I last spoke about these
initiatives. For example, two of the four Federal career days OPM sponsored last fail
took place at the University of New Mexico and New Mexico State University. These
are two of the nation’s leading Hispanic-serving institutions. Earlier this month, OPM
supported career fairs at Alabama State University and the Tuskegee Institute, two
historically-black institutions.

We also continue to target community colleges because of their strong ties to their local
communities and their potential for providing a diverse applicant pool. For example, we
conducted a Federal career day last year at Northern Virginia Community College, one of
the Nation’s largest and most diverse community colleges, with students representing
over 150 nationalities.

In addition to the television ads I discussed last spring, OPM later held a unique webcast
called the Virtual National Career Services Conference. The purpose of this initiative,
conducted in cooperation with the Partnership for Public Service, was to introduce
college and university career services professionals, and their students, to information
about Federal job opportunities. Again, we expect that these measures to promote
Federal employment to targeted audiences will also contribute to our effort to create the
strongest possible pipeline for future leadership positions.

These recruitment initiatives are complemented by succession planning, which remains
an essential component of developing and nurturing a strong senior executive corps. This
is all the more important because of the increasing numbers of employees who are
reaching retirement eligibility. Since last summer, OPM has been re-validating all
checkmarks on the Human Capital Scorecard, including those for leadership succession
and for diversity. Based on results so far, we are confident that agencies are engaging in
significant efforts to institutionalize effective leadership succession strategies.

Federal agencies often include SES candidate development programs (CDP) in the
leadership succession strategies they are required to implement. During the period
between January 2000 and July 2007, there were 953 graduates of agency SES candidate
development programs, and 623 of these were placed in the SES. Our data clearly show
that these programs are proving to be an excellent vehicle for minority entry into the SES.
During this same 7-year period, 27 percent of the individuals placed in SES positions
after graduating from OPM-approved agency SES candidate development programs were
minorities. This compares to the 15 percent of the total current SES population (as of
July 2007) identified as minorities. Similarly, 39 percent of the graduates of these
candidate development programs who were placed in the SES during the same period
were women, compared to the overall female representation in the SES, which stood at
28 percent as of last July.
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Mr. Chairman, let me take a brief moment to also address the latest Governmentwide data
on minority representation in the Federal Government. OPM is required to report to
Congress annually on minority representation in the Federal Government in relation to
the overall Civilian Labor Force. Qur most recent report was submitted to the Congress,
and to your subcommittee, in January. The report shows that the Federal Government
continues to compare favorably to the Civilian Labor Force in employing minorities, with
the exception of Hispanics. The Federal Government is also slightly behind the non-
Federal sector in the employment of women.

Before concluding, 1 want to turn my attention to the bills you have introduced, Chairman
Davis and Chairman Akaka. H.R. 3774 and S. 2148, the “Senior Executive Service
Diversity Assurance Act,” are designed to enhance diversity and make other
improvements within the SES. [ appreciate the attention and commitment you have
devoted to this issue. However, although the Administration has not yet taken an official
position on this legislation, 1 also want to share with you some initial concerns | have.

First, these bills would establish a new office within OPM, which would assume all
functions relating to the Senior Executive Service. This requirement would have major
implications for OPM’s organizational structure and would, in effect, undo significant
aspects of our 2003 reorganization. Consequently, it would also have substantial cost
implications.

In addition, the bills would create new entities, called SES evaluation panels, which
would have a role in the SES hiring process. These panels would be inserted into each
agency between the recommending officials and the Executive Resources Boards. Their
task would be to review the qualifications of each candidate for a position to be filled by
career appointment and to certify to the Executive Resources Board the names of
candidates the panel believed to be best qualified. Each SES evaluation panel would
have three members, at least one of whom would have to be a woman and one of whom
would have to be a member of a racial or ethnic minority group. We have serious
concerns about the potential impact on the merit system principles of injecting race and
gender into the examination process in this manner. The Department of Justice has
advised that these race- and gender-based requirements for the composition of the SES
panels are very likely unconstitutional under governing equal protection precedents. The
Justice Department has also advised that the bill’s provisions respecting the SES panels
and the Senior Executive Service Resource Office raise additional constitutional issues
respecting the Appointments Clause, separation of powers principles, and additional
equal protection issues.

We also question the necessity and value of introducing more complexity into the
examination process. We have made real progress in helping agencies improve the
efficiency of their hiring processes. The introduction of SES evaluation panels would
clearly be a step backwards in this regard. We would prefer an approach that encourages
diversity within Executive Resources Boards themselves, which is something we already
incorporate in our guidance to agencies.
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In conclusion, T want to assure you that, although we may favor different approaches,
OPM shares your goal of a Federal workforce that is effective in large part because it
draws on the strengths that a broad and diverse applicant pool offers. This will continue
to be our goal with respect to developing and recruiting senior executives, as well as the
rest of the Federal civilian workforce.

1 would be happy to respond to any questions you may have.
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Mr. Davis oF ILLINOIS. Thank you very much, Ms. Kichak.
Ms. LaChance.

STATEMENT OF SUSAN LACHANCE

Ms. LACHANCE. Good afternoon, Chairman Davis and members
of the subcommittees. Thank you for the opportunity to highlight
our efforts to develop and recruit a diverse talent pipeline ready to
accept the challenges of leadership to tomorrow.

Our recruitment and development efforts have been extremely
successful, resulting in many prestigious awards and other recogni-
tion for the Postal Service. We are the second-largest employer in
the Nation, with almost 700,000 employees. Key to the Postal Serv-
ice’s business objectives is the development of talented individuals
who are prepared to assume leadership positions quickly and suc-
cessfully. The Postal Service recognizes the business imperatives of
creating a pool of talented employees with diverse backgrounds,
perspectives, and experiences. Employees are developed throughout
icheir careers to take on new roles, new assignments, and new chal-
enges.

We have created a number of processes and programs that assess
and identify high-potential employees. We train, develop, and ulti-
mately foster their career advancement. Our developmental pro-
grams include those designed to prepare employees to become ini-
tial level supervisors, mid-level managers, and executives. The
Postal Service is identifying tomorrow’s leaders today.

Succession planning is a systematic process to ensure that our
organization has a steady, reliable pool of talented individuals who
will be ready and able to meet the Postal Service’s future leader-
ship needs. The Postal Service’s corporate succession planning of-
fers a structured, corporate-wide, and transparent process for iden-
tifying those employees with the potential to become executives in
our organization.

The self-nomination process puts employees in control of their ca-
reers by allowing them to express their interest in career advance-
ment and leadership roles. Our multi-tiered review process and ap-
proval process ensures objective and fair treatment of all applica-
tions.

Finally, corporate succession planning allows ongoing develop-
ment for program participants. We are proud to reflect the diver-
sity of America. Over 38 percent of our total work force is minority,
and almost 40 percent is female. Minority and female representa-
tion continues to be strong in our management, executive, and offi-
cer ranks. In 2007, 32 percent of our managers were female, while
30 percent while minorities.

The number of employees occupying executive positions is fairly
small, as compared to our entire work force. These individuals are
responsible for operating our plants, districts, and headquarters
functions. In 2007, there were 748 executives, and of these, 26 per-
cent were minorities while nearly 29 percent were female.

We understand that developing our talented employees does not
guarantee us a viable future in our organization. We recruit tal-
ented individuals from outside the Postal Service who have knowl-
edge and expertise that may not be available in-house. The Postal
Service requires leaders with a broad range of knowledge and expe-
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riences, excellent business acumen, and an understanding of the
market drivers that influence our business.

Last year, the Postal Service created an office dedicated to re-
cruiting the best and the brightest. We recruit talented individuals
at colleges and universities through professional organizations and
at career fairs. The Postal Service participates on panels, sponsors
events and conferences targeting women and minorities, and pro-
motes the Postal Service as an employer of choice.

In addition, we are leveraging technology to reach new genera-
tions interested in postal careers. Our job postings appear on a va-
riety of specialized Web sites. In the increasing competition for tal-
ent, we must continue to attract and retain the right people. We
believe that our new recruitment office and our diversity profes-
sionals’ continuous community outreach will succeed in attracting
talent and diverse individuals with the skills and expertise we need
for ongoing business success.

In conclusion, the Postal Service has a long and proud history of
employing a diverse work force and is committed to providing em-
ployees with the information, training, and development that they
need to do their jobs today and tomorrow.

Thank you. I would be happy to answer any questions.

[The prepared statement of Ms. LaChance follows:]
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Good Afternoon, Chairman Davis, Chairman Akaka and members of the
Subcommittees.

My name is Susan LaChance and | am the Vice President of Employee
Development and Diversity for the United States Postal Service. | had the
privilege of testifying before you nearly one year ago. Thank you for the
opportunity to share with you today some of the great things we are doing to
develop a diverse talent pipeline that will contribute to the Postal Service’s
continued sustainability.

The Postal Service has entered a new world, one that requires our organization
to become even more entrepreneurial, flexible and transparent. Developing our
organization’s future leaders has never been more critical, given today's market
realities and our country’s current economic uncertainties. We recognize that
developing from within is only one part of the equation. We also need to
continuously attract new talent — talent that is diverse in many respects. To us in
the Postal Service, diversity has a broad definition. We believe that an
individual's experiences, knowledge, skills, and business know-how should be
added to the traditional diversity concepts of race, ethnicity, sexual orientation,
gender, disability, age, veterans status and religion. {tis in large part due fo the
hard work and contributions of our very diverse workforce that the Postal Service
has achieved business success and been financially independent from the
federal government these last four decades.

As you are aware, for almost 40 years, the Postal Service has operated more like
a business than a government agency. In 1970, Congress enacted the Postal
Reorganization Act, making the Postal Service an independent quasi-
governmental agency under a break-even mandate. Recognizing the need to
allow the Postal Service flexibility in order to sustain itself without government
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subsidies, Congress gave the Postal Service broad authority to develop its own
organizational structure and internal regulations, including regulations pertaining
to its employees. Although the Postal Service has adopted some of the federal
government’s personnel rules, many of the Postal Service’s operating
procedures, measurements and internal regulations are more closely aligned
with best practices in private industry. This has allowed the Postal Service to
operate with a greater degree of flexibility and has enabled us to quickly respond
and adapt to shifting economic conditions in this country.

A year and a half ago, Congress passed the second major reform of the Postal
Service — the Postal Accountability and Enhancement Act (PAEA). PAEA takes
the Postal Service further away from the realm of the federal government — it
requires the Postal Service to think and behave more like a private company.
The Act requires the Postal Service to discard its break-even business model
and way of doing business. Today, the Postal Service has financial responsibility
greater than most federal agencies and is subject to stringent reporting
requirements applicable to private enterprises, such as Sarbanes-Oxley.

During its April 17, 2007, testimony before this subcommittee, the Government
Accountability Office highlighted the benefits of PAEA, stating that the Act
“provides tools and mechanisms that can be used to establish an efficient,
flexible, fair, transparent, and financially sound Postal Service — a Service that
can more effectively operate in an increasingly competitive environment not
anticipated under the Postal Reorganization Act of 1970.”

One way that our Human Resources Department contributes to “an efficient,
flexible, fair, transparent, and financially sound Postal Service” is through the
continuous development of a talent pipeline that spans levels from our letter
carriers and sales associates to our Officer ranks. Our workforce is our biggest
asset. That is why the Postal Service invests millions of dollars to provide
continuous learning and development opportunities to our employees at all levels
of the organization. The Postal Service has a number of structured programs in
place to train and develop our employees, help maximize their performance, and
coach them to achieve greater degrees of responsibility. We have achieved
great success in this area.

As highlighted by the report the Board of Governors submitted to Congress this
past December on the status of women and minorities in upper management
positions, the Postal Service has made significant strides in preparing its future
leaders, inclusive of women and minorities, for higher level assignments.
Through a series of leadership development programs and succession planning
processes, the Postal Service has been successfully preparing a pool of talented
individuals for leadership positions. The Postal Service has assigned my
department, Employee Development and Diversity, the responsibility of (1)
providing learning and development opportunities to approximately 700,000
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career employees; (2) managing the development of diverse talent; and (3)
promoting diversity and inclusion throughout the organization.

As Vice President of Employee Development and Diversity, | am proud of our
efforts to promote a diverse and inclusive workplace. These efforts have been
very successful, resulting in recognition for the Postal Service.

The Postal Service is proud of its efforts to recognize diversity, and is equally
proud of the external recognition it receives. In 2007, among the honors we
received were the “Public-Sector Employer of the Year” from Careers and the
disABLED Magazine, and Hispanic Business Magazine naming us as “One of the
Best Companies for Hispanics”.

The Postal Service was the only federal agency included in Hispanic Business
Magazine's Diversity Elite 60 list, an annual directory of the best companies for
Hispanics determined by more than 30 variables measuring companies’
commitment to Hispanic hiring, promotion, marketing and supplier diversity.

The Careers and the disABLED Magazine cited postal efforts to provide all
employees with equal opportunity to compete in every aspect of employment.
The magazine also cited our state-of-the-art technology that we provide to assist
deaf and hard of hearing postal employees.

Today, | share with you the Postal Service's continuing efforts to develop and
recruit a diverse talent pipeline and take this opportunity to highlight some of our
success stories.

The Postal Service maintains a long and distinguished tradition of growing our
own talent. As the second largest civilian employer in the nation, we employ
almost 700,000 career employees. This large pool of talented employees
provides the Postal Service with a unigue competitive advantage. It helps to
ensure that we will have continuous and high-quality leadership even in the face
of significant demographic shifts in the broader labor market, such as, the
impending wave of Baby Boomer retirements.

Key to the Postal Service's business objectives is the development of talented
individuals who are prepared to assume leadership positions quickly and
successfully. The Postal Service also recognizes the business imperative of
creating a talent pipeline comprised of employees with diverse backgrounds,
perspectives, and experiences.

Our employees possess knowledge, skills, and abilities spanning virtually every
profession. Beyond our letter carriers, mail handlers, and retail clerks, we
employ an incredibly diverse array of professionals in fields like finance,
marketing, human resources, information technology, engineering, maintenance,
and many other areas. This range of opportunities allows our employees to
change careers without changing employers. We strongly believe that by
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offering these opportunities and delivering on our commitment to developing
employees, we will continue to retain talented employees. This is demonstrated
by the fact that the majority of our employees have spent their entire working life
with the Postal Service.

Our organization continues to benefit from the tremendous institutional
knowledge and skills our employees have developed over decades. To ensure
that our employees are prepared to meet emerging business challenges, we
have developed a number of processes to assess and identify talent, develop
and train our people, and ultimately, foster career advancement for our
employees.

Employees receive ongoing development over their career that helps prepare
them to take on new roles, new assignments, and new challenges while learning
about our complex operations and business. From the earliest moments of their
careers to the very end, the Postal Service is committed to providing employees
with the training and development they need to succeed.

We offer a broad array of functional and technical training to develop beginner,
intermediate, and advanced skills to help our workforce do the jobs they are hired
to do and do them better and better over time. We also offer an impressive line-
up of leadership development programs. Our Associate Supervisor Program is
an industry pioneering approach to moving our craft employees to initial front-line
supervisory positions through 16-weeks of classroom and on-the-job training.
Newer programs like our Managerial Leadership Program build skills for
seasoned mid-level managers. Premiere programs like our Advanced
Leadership Program offer world-class leadership development for our managerial
and professional ranks. Finally, we also offer a four-tiered Executive
Development Continuum for our current executives that foster the continued
growth of their leadership abilities. The Postal Service takes its commitment to
developing our workforce seriously, and the results show through record-setting
performance improvement and service to the American public.

We begin the process of identifying and developing potential leaders by
determining what behaviors are necessary to lead a large organization
effectively. In order to accomplish this, we use competency models. Employing
these models is an industry best practice. Competencies are observable,
demonstrable behaviors that define good on-the-job practices. Our competency
models are well-researched and vetted to ensure that they accurately and
appropriately describe those behaviors that contribute to individual and
organizational success. All of our competency models describe behaviors in a
manner that allows employees to see how they can improve their performance by
more closely following behaviors outlined in each model.

In addition to the models themselves, the Postal Service has created
sophisticated developmental opportunities guides that are tied to each
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competency. This in effect offers a road map to employees and managers alike
and helps them to plan for developmental assignments and tasks that will
improve their performance and build their capacity over time. These guides offer
powerful advice and great suggestions for development in place to help our
employees grow critical skills to help advance their careers.

The competencies developed by the Postal Service also serve one other critical
role: they are used to help identify tomorrow's leaders today. We use these
competencies in our two succession planning processes that identify and
develop future leaders at various levels of the organization. The first is our
Corporate Succession Planning (CSP) process, and the second is our EAS
Leadership Development (ELD) process.

As background, our succession planning processes were developed within our
Diversity function and continue to reside in Employee Development and
Diversity. This underscores the Postal Service’s commitment to identifying and
developing a diverse pool of future leaders to meet the business challenges of
tomorrow. CSP and ELD are supported in our organization by dedicated
Diversity professionals at both the HQ and Field levels, further underscoring our
commitment to integrating the principles of diversity and inclusion into our CSP
and ELD processes.

These processes are similarly structured. Their primary distinction is the level of
leadership each process targets. For CSP, the purpose is to identify and develop
future executives organization-wide. For ELD, the purpose is to identify and
develop future technical managers and professionals in our Field operations.
Both processes are available during an “open season” to all employees who
meet eligibility requirements. This enables employees, through self-nomination,
to express an interest in higher EAS and executive-level assignments.

Interested employees compiete online applications that include a background
profile, competency assessments, and a written narrative statement. Employees’
online applications proceed to their executive or immediate manager for review
and comment. The manager completes a competency assessment and provides
recommendations of support or non-support for each applicant. Managers’
comments and recommendations are forwarded to a special committee that
reviews applications for specific job pools. The committees are made up of
diverse groups of executives (CSP) or senior non-executive managers (ELD).
The committees recommend successful applicants to the responsible officer or
executive. Successful applicants develop comprehensive, online Individual
Development Plans (IDPs) that are also reviewed and approved by the
committees and the applicants’ executive or immediate manager. All applicants,
regardless of whether or not they are admitted into the program, receive detailed
in-person feedback from their managers reflecting the consensus comments from
the committees that reviewed their application.
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What CSP and ELD offer the Postal Service is a structured, nationwide, and
transparent process to identify the very best and brightest talent from among our
diverse workforce. The self-nomination process puts employees in control of
their careers by allowing them to express their interest and determination to
move ahead. Our multi-tiered review and approval process ensures greater
objectivity, transparency and fair treatment of all applications. Finally, CSP and
ELD help to ensure that ongoing development takes place for program
participants and that our finite developmental resources are being utilized wisely.

The results speak for themselves. From the inception of the enhanced CSP
(2004) and ELD processes through the present, more women and minorities
have become members of our feeder pools and more women and minorities
have been selected as executives. The processes work because they are
objective, transparent, and relevant to our business environment. We will, of
course, continue to improve these processes 1o help ensure a continuous
pipeline of future professional and leadership talent for the years ahead.

By investing in our employees and maximizing the talents of leaders who reflect
the diversity of America, the Postal Service is better equipped to understand and
meet its customers’ needs and provide excellent service {o the diverse
communities it serves. Ultimately, this is our goal as a service provider. And, as
an employer, our goal is to continue being the employer of choice for many
Americans.

As you know, we are one of the nation’s largest employers, and certainly one of
America's leading businesses in providing employment opportunities to women
and minorities. In fact, the Postal Service has made significant contributions in
helping to establish and maintain a strong, vibrant and diverse middle class in
this country.

We are pleased to report that we continue to be a microcosm of America. Last
year, more than 683,000 employees worked for us. Over 38.3 percent of our
workforce is minority, as compared to 32.8 percent in the rest of the Federal
Government. Almost 40 percent of our career workforce is female. And, white
males make up approximately 38.3 percent of our total workforce.

At our initial supervisory level of EAS-15, a full 42 percent of our supervisors
were minorities. Minority and female representation continues to be strong in our
EAS levels 22 and above, PCES, and Officer ranks. in 2007, in the EAS-22 and
above category, 32 percent of our managers were females, while 30 percent
represented minorities.

The number of employees occupying Postal Career Executive Service positions
is fairly small, as compared to our entire workforce. Approximately one tenth of
one percent of our workforce is PCES employees. These individuals are

responsible for operating the plants, districts, and headquarters functions of the
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Postal Service. In 2007, there were 748 PCES executives and of these, 26
percent were minorities, while nearly 29 percent were women,

From 2004 through 2007, we saw an increase in our PCES ranks in the number
of Hispanic men and minority women. As our total workforce decreases, we
have seen a correlating increase in the representation of women and minorities
in our workforce.

Finally, moving forward to the 39 officers of the Postal Service, the highest
leadership category in our organization, we are pleased to report the following for
2007: more than 10 percent of our officers were African-American men; nearly
36 percent were women; 18 percent were minorities; and more than 5 percent
were Hispanic women.

While the focus of this hearing is on diversity in higher levels, | share these
general statistics with you because, in light of our strong culture to promote from
within, they demonstrate our commitment to developing talented, diverse
individuals. | would like to share with you a few examples of our minority men
and women who launched their careers with the Postal Service as craft
employees and who are now at some of the highest levels in our organization.
Their stories are among the many we could have shared.

In February of this year, Kathy Ainsworth was named Vice President of Retail
Operations. In this role, Kathy is responsible for overseeing more than 37,000
postal facilities nationwide where customers can buy stamps or mail packages.
She began her postal career in 1974 as a mail handler in Missoula, Montana.
She pursued her bachelor's degree, while working full time — a familiar story for
many postal managers.

Over the years, Kathy held a number of management positions before entering
the executive ranks in 1990 as the Controller for the San Francisco Division.
During this time, Kathy returned to school to earn her MBA. She was promoted
again to the positions of Area Finance Manager in the Allegheny Area and
District Manager in Cleveland, Ohio. Thereafter, she became the Vice President,
Delivery and Retail at Headquarters.

Gloria Tyson is another one of our success stories. Today, Gloria is the District
Manager for Chicago. Gloria came to Chicago from our Detroit District with the
mission of turning around Chicago’s mail service. With more than 28 years of
experience, Gloria has succeeded in leading a team that improved Chicago's
mail service by more than five points in the first quarter of this year. Gloria began
her postal career in 1980 as a city letter carrier before being promoted to a
Management Trainee. She has held a number of management positions over
the years in major metropolitan areas, such as New York City and northern New
Jersey. Gloria takes mentoring employees very seriously, and leads by exampie.
In her short time in Chicago, she has built a responsive team and has appointed
many managers of diverse backgrounds.
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Finally, | would like to share the story of Ellis Burgoyne. He is the Vice President
of Area Operations for the Southwest Area and is the senior postal official in
charge of five states: Arkansas, Oklahoma, Louisiana, New Mexico and Texas.
The Postal Service has divided the country into nine areas of operations, and he
is one of nine Area Vice Presidents who oversee postal field operations. He is
responsible for all postal operations including mail processing and distribution,
customer service and administrative operations, and reports directly to the
Deputy Postmaster General and Chief Operating Officer.

He started his career with the Postal Service in 1978 as a letter carrier, and sets
the example of someone who has worked his way up through the organization.
He has held a variety of positions: including serving as vice president, Delivery
and Retail; the Colorado/Wyoming district manager; Richmond district manager,
and a host of other finance and customer service positions. Along the way, he
has set records for achieving new levels of performance and customer
satisfaction.

Although | am only highlighting a few individuals today, | am proud to share with
you that we have many more dedicated executives like Kathy, Gloria and Ellis
leading our organization who represent a diverse pool of employees who have
been continuously promoted from within.

We recognize that developing our internal talent does not in and of itself
automatically guarantee the future viability of our organization. We maintain a
strong commitment to recruiting a diverse workforce — and that commitment will
not change.

To respond effectively to the challenges and opportunities raised by the 2006
law, the Postal Service requires leaders with: (1) a broad range of knowledge
and experiences; (2) an understanding and appreciation for customers’ economic
influence on corporate strategies; and (3) business acumen.

The Postal Service recognizes it is sometimes necessary to seek external talent
with knowledge and expertise that may not be available in-house. In addition to
this new challenge, the Postal Service faces the potential retirement of Baby
Boomers.

That is the reason why last year, the Postal Service created a recruitment office
within Human Resources to actively recruit the best and the brightest to the
organization. This office is in charge of recruiting talent at colleges and
universities, through professional organizations, and at career fairs. The Postal
Service participates on panels, sponsors events and conferences targeting
women and minorities, purchases advertisements in diverse magazines, and
reaches out to minority communities to promote the Postal Service as an
Employer of Choice. Some examples of our efforts to attract a diverse workforce
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include participating in diversity career fairs and events for people with disabilities
at such locations as Gallaudet University, the World Congress on Disabilities,
and Women for Hire.

One of the key challenges facing us today is the perception that the Postal
Service is antiquated. We view this challenge as a great opportunity for us to re-
energize our employment brand to showcase the Postal Service as a cutting-
edge employer of choice. To meet this challenge, we developed a video and
recruitment booklet featuring our own postal employees that highlight
opportunities for world-class training, career growth and advancement, and
numerous exciting employment opportunities in a wide range of fields and at all
levels of the organization.

Additionally, we are leveraging technology to reach new generations interested in
postal careers. For example, in May we will be launching ECareer, a new
electronic hiring tool. We, also, have formed relationships with nationwide on-line
recruitment organizations. This means that USPS job postings appear on all
kinds of specialized nationwide on-line sites, such as Monster Diversity and
Inclusion, BlackPlanet.com, AsianAvenue.com, and Military.com. In fact, we are
very proud to be among the nation’s largest employers of men and women in
uniform. In 2007, we employed more than 170,000 veterans, which is roughly
one-fourth of our workforce. This is such a key demographic for us that we have
a dedicated recruiter for this group.

In the increasing competition for talent, we must continue to maintain a presence
in all the communities we serve. We believe that our new recruitment office and
our diversity professionals’ continuous community outreach will succeed in
attracting talented and diverse individuals with the skills and expertise we need to
propel the Postal Service as a world-class organization.

The Postal Service remains commifted to being a model employer of choice and
continues to empower employees to contribute ideas, seek challenges and be
engaged in building a performance-based culture. We view diversity as a
winning business strategy and use it as a tool to deliver results. We believe that
our employees should represent the people we serve, and that is why we
incorporate diversity principles throughout the Postal Service's strategies for
recruitment, development and selection.

We are pleased with the diversity of our workforce and continue to promote an
inclusive workplace. While we recognize there is always room for improvement,
these numbers are in line and, in some instances, exceed those of the federal
workforce and reflect the realities of the marketplace today.

In conclusion, the Postal Service views it employees’ diversity as a strength, and
promotes inclusiveness throughout its actions. As the agency looks to the future,
it moves forward with these three broad-ranging strategies:
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* To enhance recruitment and retention of diverse talented individuals;
¢ To leverage the talents and skills of a diverse workforce; and
* To reinforce leadership's commitment to diversity and inclusion.

The diversity of the Postal Service represents the diversity of America. The
Postal Service has a long, proud history of a diverse workforce and is committed
to providing employees with the information, training, and development that they
need to do their jobs today and tomorrow. And ali of us in the Postal Service are
committed to delivering excellent customer service to all of America.

| would be pleased to answer any questions the Subcommittees may have.

HHH

10
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Mr. Davis oF ILLINOIS. Thank you very much. I thank both of
you for your testimony.

Let me begin with our questioning.

Ms. Kichak, you indicated that the Justice Department has indi-
cated that there might be some difficulty with the requirement of
panels, which is included in our legislation

Ms. KicHAK. Right.

Mr. DAvis OF ILLINOIS [continuing]. That might have Constitu-
tional issues and pose problems. You also indicated OPM had not
taken a position on the legislation, itself.

Ms. KICHAK. Yes.

Mr. DAvis ofF ILLINOIS. Let me ask, does OPM have a position
relative to why it is so difficult to reach a level of some semblance
of parity within the ranks of the SES?

Ms. KicHAK. Well, our data does show that the situation, the mi-
nority representation in the SES is improving, although not to the
level that minority representation exists today in the rest of the
Federal Government.

We believe that the best way to bring people into the SES is to
train them and develop them and bring them along, and if you look
at the pipeline of people currently in the Federal Government in
the 13 to 15 level and in the senior pay level, No. 1, it is definitely
increasing for both minorities and women; No. 2, it is substantially
higher than the minority and women representation in the SES. So
we contend that, as new members come into the SES, that the de-
mographic profile of the SES will change.

It does take time. We only had about 300 new hires, and not new
hires to the Federal Government but people moving into the SES
in 2007, about 330, I think it is. So out of a 7,000 person service,
when you only bring in about 5 percent a year it definitely just
takes time for the numbers to change.

Mr. Davis OF ILLINOIS. And so the time that it takes, the most
recent study that I looked at suggested that if we continue at the
rate we are going, that we would be into the next 25, 30 years and
still will not have seen any significant movement or any significant
progress.

Do you have any ideas? Well, let me just ask this: what is the
status of the training and development program?

Ms. KiCHAK. Agencies run their own Federal career development
programs. Again, we have been very successful when we look at
those at the agency level in recruiting people into the SES. The
Federal CDP program that OPM was running, right now we are re-
evaluating and reviewing what is going on in that program. We
have had some difficulties in its operation, and we are reviewing
that. We have told the candidates and the agencies that we are
currently on hold while we look to get that back, and we will be
restarting it shortly.

Mr. Davis oF ILLINOIS. So it is actually on hold right now?

Ms. KicHAK. Well, we have to review certain things that are
going on that are not as we would like them to be. We want a very
high-quality process in that program.

Mr. Davis oF ILLINOIS. Well thank you.

Let me just ask you, Ms. LaChance, according to Postal Service
data in GAOQO’s testimony, the representation of African American
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men among postal managers has declined in recent years, while
overall representation of women and minorities has increased at a
slow rate. For example, the percent of minority executives in-
creased less than 1 percentage point per year, and the representa-
tion of female executives has not increased much faster. What ac-
tions has the Postal Service taken to enhance the diversity of ex-
ecutives? I know you talked about the recruitment, job fairs and
visiting colleges and universities and bringing in people. Specifi-
cally as it relates to the recruitment and development of execu-
tives, what is the Postal Service doing?

Ms. LACHANCE. In terms of looking at what I describe as the
feeder pool of individuals who will move into executive ranks, we
recognize that we need a two-pronged structured approach to that.
As you mentioned, recruitment is one of those areas; however, the
second area is to really look at the feeder pool and make sure that
we have processes in place that are open for individuals to self-
nominate and have an opportunity for development.

In the mid-level ranks, or our managerial ranks, we have put in
place what we call an EAS leadership development program.

We also have used programs such as management intern pro-
grams, which allow us to go out and, in fact, recruit broadly in
America for additional applicants to come in to the organization at
a level that is in that mid-level manager area.

Mr. Davis or ILLINOIS. Thank you very much. Thank you both.

We will go to Ms. Norton.

Ms. NORTON. I guess it is Ms. Kichak I have to ask whether or
not you are familiar with this decision or, for that matter, the Jus-
tice Department is familiar with Phillips v. General Services Ad-
ministration 917 Fed. 2nd 1297 from the Federal Circuit in 1990.
Are you familiar with that decision?

Ms. KicHAK. No, I am not.

Ms. NorTON. Well, it seems to imply that the Federal Govern-
ment or at least the General Services Agency indeed had a panel
like the one in the chairman’s bill that has been taken to court and
approved by the courts. Could I read you what the court said, the
Federal Circuit Court, in 1990, “Requiring that each SES evalua-
tion panel shall include at least one woman and one member of a
racial or ethnic minority group does not appear to violate merit
system principles or constitute a prohibited personnel practice.
Merit system principles, which appear in Section 2301 of Title V,
United States Code, do not themselves provide independent causes
of action or independent bases for jurisdiction and cannot be con-
sidered in the absence of a violation of a statute, rule, or reg.” Phil-
lips v. General Services Administration.

It would appear that there is precedent for what the chairman
and respective chairmen are trying to do in their bill, and you are
telling me that there is a problem with it?

Ms. KicHAK. First of all, we would defer to the Justice Depart-
ment. That is their advice on that. But I want to assure

Ms. NORTON. Their advice was based on what?

Ms. KicHAK. Their reading of the proposed legislation.

Ms. NORTON. And they then said that it is in violation of what?
You can’t come before this committee and say, well, the Justice De-
partment says so, so that is the way it must be. What was the view
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of the Justice Department, and on what was it based? I just read
you the view of the Federal Circuit Court of the United States of
America, which is over and above, stands above the Justice Depart-
ment, so I am just trying to find a basis for their view.

Ms. KicHAK. And I think the Justice Department is going to have
to answer that question.

Ms. NorTON. I think what you are going to have to do is, within
30 days, have the basis for your coming before this committee to
testify—the Justice Department is not here—submit to the Chair
the legal basis for your view. You are now representing this as your
view. You come to testify. I understand OPM hasn’t taken a view,
but you have given us a view that you consider apparently even
more important than the OPM view, and that is that the Justice
Department says that there is a violation of something, and within
30 days would you, the Justice Department, or somebody—show
the Justice Department this. You have this cite.

Ms. KicHAK. OK.

Ms. NORTON. And ask the Justice Department how they reconcile
their view that there is a violation here with the view of the Fed-
eral Circuit opinion in Phillips v. General Services Administration,
1990, which appear to condone precisely what this bill says.

Ms. KicHAK. We do encourage the quality review boards or the
review boards that review the SES selections to be diverse, to wel-
come members that are female, minority. It is just that we don’t
mandate that.

Ms. NORTON. I understand that. I have given you a cite that said
precisely what the chairman said.

Ms. KicHAK. Yes. Thank you. We will do that. Thank you.

[The information referred to follows:]
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UNITED STATES
POSTAL SERVICE

May 15, 2008

The Honorable Eleanor Holmes Norton

House of Representatives

Washington, DC 20515-5100

Dear Congresswoman Norton:

Thank you for your interest in diversity issues. It was our pleasure to share with you some of the
U.S. Postal Service success stories in this area. During a recent congressional hearing, you
requested some additional information on our hiring initiatives. Specifically, you were interested
in our promotion strategies, and if we hired from within. | hope the following information answers
your question.

The Postal Service does not use SES as a job classification. Executives in the USPS are
classified as Postal Career Executive Service (PCES).

Vacancies for PCES positions generally are filled by the following methods:
Reassignment of a current PCES
Selection based on the corporate succession plan
Selection of an employee, EAS-22 or above, outside of the corporate succession plan -

Recruitment of an outside hire.

Sincerely,

Atevtr RS b

Susan M. LaChance

cc: The Honorable Danny K. Davis
Chairman, Subcommittee on Federal Workforce,
Postal Service, and the District of Columbia
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Ms. NORTON. I want to go to Ms. LaChance and the Postal Serv-
ice.

Ms. LaChance, you have something here that is quite unusual.
Largely because of the absence of opportunities for African Amer-
ican, Hispanic men and women elsewhere, you have a very largely
minority work force. The GAO figures are stunning in that regard.

I would like to ask you about figures that appear to go down—
these figures are reported in the GAO report—looking at execu-
tives. Looking at September 1999—I think these are percentages—
looking at executives at large—that is a very broad title, so I don’t
know what kinds of executives they are talking about—but they
show a percentage. Well, let’s look at 2004, actually, because from
1999 to 2004 there was a slight increase, but if you look at 2004
and 2007 you see, even given the nature of your work force, a re-
duction from 9.8 percent to 8.7 percent of African American men,
and a reduction of African American women from 7.0 percent to 6.3
percent. Among Hispanic men, there is a small increase, for which
I congratulate you, from 4.9 to 5.4, but among Hispanic women in
these categories it goes from 1.5 percent to 1.8, tiny increases.

The decreases in the men are perplexing, and the women who
are African American are perplexing. Could you explain them,
please?

Ms. LACHANCE. There are certainly many influences that do
come about when you look at the statistics. We have, as you stated,
Delegate Norton, we have enjoyed a good minority population, and,
in fact, we have had and continue to have a large African American
population, relatively large in comparison with the Federal Govern-
ment, in our executives as well as in our supervisory managerial
ranks.

We have seen, as the population has decreased overall for us, we
have seen retirements in our men, in general, and we have seen
like decreases in White men, as well as African American men.
There has only been a slight increase in our Hispanic population.

Those areas are areas that we are working very closely with our
internal employee affinity groups with, because we recognize that
some individuals are not putting themselves out there to actually
make application and self-nominate to our programs, so we are
working very closely with our affinity groups, encouraging individ-
uals to self-nominate, giving them the courage to make application
and see that there are opportunities. It is an ongoing effort that we
have to make.

Ms. NORTON. Do you support the panel notion in the chairman’s
bill with a woman and a minority on the panels?

Ms. LACHANCE. In terms of the bill, I think that we have already
achieved a lot of what the legislation has called for. In fact, with
our succession planning process and our feeder pools, we are seeing
a good minority population. We have offices that——

Ms. NORTON. I just quoted you some statistics that showed de-
crease in both Black men and Black women, so now you are telling
me the opposite. I am asking you, in light of those decreases, do
you support the chairman’s notion, at least temporarily, of having
panels that would have a minority and a woman on them?
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Ms. LACHANCE. We currently do have executive resource boards
that are very diverse that look at this. It is not necessarily the
same as what the SES process is, because our process is——

Ms. NORTON. You already have this, you are saying?

Ms. LACHANCE. We have that process. We have review commit-
tees that look at this, but our process is more about development,
not selection.

Ms. NORTON. When it comes to selection, do you have a process
like the one in the chairman’s bill?

Ms. LACHANCE. No, we do not.

Ms. NORTON. Do you support or oppose a process like the one in
the chairman’s bill?

Ms. LACHANCE. Again, I believe that we already have the results
the legislation calls for. To put a process in place——

Ms. NORTON. Even though I have quoted to you statistics that
show over 3 years’ time significant reduction in Black male and
Black female executive appointments?

Ms. LACHANCE. Again, let me just kind of go back. Our process
is not the same. Our process is very different. We do not post

Ms. NORTON. I am looking at the GAO report. I am not looking
at your process. I am looking at the results. One thing we should
not expect in a work force with such a large percentage of Black
men and women is the numbers in that upper category to decrease,
and I am asking you whether, in light of that decrease, you think
something like what the chairman’s bill proposes would at least
temporarily be helpful.

Ms. LACHANCE. I do not believe that the process that has been
proposed by the chairman would be helpful to the Postal Service.

Although there has been a slight decrease in the populations that
you are citing, if you do go back to the 1999 data you will see that
there has been a good decrease in the GAO report. Further, I
think, given the fact that

Ms. NORTON. Yes, there were increases between 1999 and 2004,
not much for Black men, 9.0 to 9.8, but at least it was an increase,
and African American women, 5.3 to 7.0. Then I look at the years
between 2004 and 2007 and I see rather significant decreases. That
is what leads me to ask the question I have just asked.

Ms. LACHANCE. Again, I do not believe that having the legisla-
tion as proposed would be of aid to the Postal Service because our
process is really not about filling jobs and promotions, but rather
about developing individuals for leadership.

What we have looked toward is identifying people and giving
them opportunities. If we look toward only

Ms. NORTON. Rather than giving them jobs.

Mr. Chairman, I think you said you are not for it. Giving them
opportunities which result in decreases does not show the effective-
ness of what you are doing, Ms. LaChance. Thank you very much.
I will go on to the next person.

Mr. DaAvis oF ILLINOIS. Thank you very much, Ms. Norton. We
will go to Mr. Clay.

Mr. CLAY. Thank you, Mr. Chairman.

Let me start with Ms. Kichak. You voiced two concerns about the
proposed legislation, H.R. 3774 and the Senate version. One of the
concerns is that it would create a new office and you believe in the
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current structure that is there. You also voiced a concern that I
thought was quite interesting and have never heard from any Fed-
eral agency, that you had a cost concern about the cost of creating
this new department. I found that quite interesting. I have never
heard any agency come up here and say they did not want to create
something new because of cost. I just don’t hear it. It is not a part
of Federal agencies’ culture. I don’t hear it. But I heard it today.

Your second set of concerns was about the Constitutionality that
was pointed out to you.

Change is always difficult, and it seems to me that the culture
of the SES selection process should be what changes. When you
really think about it, it is the culture. You think that the levels of
diversity in the SES are improving, but the will must be there to
make these improvements. The will must be there to make the
changes. It must be there to actually move people up the ladder.
Is the will there to do that in OPM?

Ms. KicHAK. The will is definitely there.

The first thing is it is not a question of being afraid of change.
We did have one SES office prior to our reorganization in 2003
which was not that long ago, and so those of us with long careers
at OPM remember that. I really believe the service and the quality
of service the SES community is better today because, instead of
having a small office devoted to one topic, we bring together ex-
perts in various aspects of personnel management, such as how you
recruit, how you evaluate, how you service, how you rank applica-
tions, and things like that.

So working with the SES, there are more people working on it
today, although not full time, than there were when we had an in-
dividual office, so it is really, No. 1, an issue of quality.

No. 2, OPM always does care about cost. We are a small agency
and we want to make sure we use our dollars wisely. But we con-
tinue to support diversity in the SES. I mean, we just issued new
Executive Corps qualifications that you use to evaluate applicants,
and it requires a leadership element that evaluates whether folks
have been effective leaders in encouraging diversity. So our interest
is there.

We have a human capital score card. That is not strictly SES.
That is for measuring the management of human capital, and there
is a managing diversity element there. We require reviewing diver-
sity and succession plans. So we are very much committed.

Mr. CrLAYy. Commitment is one thing, but, I mean, I heard the
chairman say that it may take up to 25 years to get to parity. To
be committed and for you to come here and say you are committed
is fine, but the numbers don’t bear that out. They really don’t. And
you are not demonstrating national diversity by your numbers, so
in actuality you don’t have a diverse SES. You don’t have a diverse
work force that allows people to climb the career ladder in SES.
You aren’t selecting numbers. Your numbers just aren’t there.

I am from Missouri, and we have a motto in that State. You have
to show me. You have not shown me that you are about fairness
and that you are about equity, that you are about upward mobility
of all of your employees. You don’t look nationally diverse.
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Ms. KicHAK. We can show you numbers that are improving, but
not numbers that have achieved the levels of representation in the
work force in general. You are correct.

Mr. CLAY. And also I find it kind of different, too, that OPM has
come here today to take an adversarial position against this legisla-
tion. My suggestion to you and OPM is that you all figure this out
how to work with both chairmen of these two committees and to
actually come up with a product that gets us the result. Don’t come
here being adversarial, because you are.

Ms. KicHAK. We would very much like to work with the commit-
tees to come up with something that would improve the diversity
of the senior executive work force.

Mr. CrAY. And it doesn’t help when you come up here and give
us a line from the Justice Department that is really not relevant.

Let me go to Ms. LaChance before my time runs out.

Why is there a disconnect in the number of rank and file employ-
ees versus the executive level positions, the same point that Ms.
Norton was bringing up? What is the disconnect here?

Ms. LACHANCE. As I understand your question, in terms of the
disconnect between the representation in the rank and file versus
the representation in the managerial ranks?

Mr. CrAY. The 54 or 55 percent of African American male and
females in the Postal Service compared to a much drastically less
number of executives in decisionmaking positions in the Postal
Service.

Ms. LACHANCE. In terms of diversity at the managerial ranks,
one of the things that we see in the managerial ranks, in general,
is that those individuals that are sitting in those positions actually
came into the organization some time ago when the diversity of
America was different.

As we have had over the years, as we influence and start to do
hiring, we see more and more of the ranks at the initial level where
we do more hiring from external coming in and looking more like
America as it does today.

As a result, without intervention or having programs like man-
agement interns, which we have moved toward, or hiring initial
level supervisors, opening up our opportunities to what America
looks like today, our managerial ranks looks like the population as
it was perhaps 10, 15 years ago. So it takes an extra effort for us
to continue to encourage our own work force, reach out, and to re-
tain that work force.

Mr. CrAY. And you know your line of reasoning here is similar
to Ms. Kichak in that you seem to have some challenges about
what you call leadership, but it seems to me that you have individ-
uals making judgment calls on applicants, which may be influenced
by other factors. So it may be something in your own system that
you may want to evaluate and change.

Mr. Chairman, I yield back.

Mr. Davis ofF ILLINOIS. Thank you very much, Mr. Clay.

We will go to Mr. Gonzalez.

Mr. GONZALEZ. Thank you very much, Mr. Chairman.

Ms. Kichak, first of all I want you to understand that Director
Springer has met with members of the Hispanic Caucus at least
twice, has addressed our concerns, and I think has shown a very



51

genuine interest in some of the worries that we have, so I am going
to start off with that basic premise and observation.

But I think what you see here is being expressed a certain frus-
tration, trying to get to the bottom of the problem and seeing that
the approach that you take and the direction that you give the
agencies and the departments is effective, and there is some seri-
ous question about that.

I am going to refer to the Post article that came out today that
I am sure you read, and Congressman Jose Serrano’s questioning
of Director Springer yesterday, and I am going to read from it.
“Jose Serrano, Democrat from New York who is chairman of the
House Appropriations Subcommittee and is interested in promoting
diversity, cited a 2007 survey that the OPM had conducted of its
own employees. About 25 percent of the OPM employees chose to
neither agree nor disagree on whether OPM policies and programs
to promote diversity in the agency, and an additional 12 percent se-
lected do not know, as their response. An additional 9.4 percent
disagreed that the OPM’s efforts promote diversity in the agency.”
That was what was reported in the paper today.

So you probably have about half of those within OPM that were
surveyed that either have a negative opinion or no opinion or don’t
know. Even internally, that would be unacceptable, and when you
think in terms of what you are doing basically sets the course,
guides others and such, you have to look at it and question inter-
nally what you all are doing. That is what gets our attention.

And then if you spread that throughout the agencies and depart-
ments that are not meeting any of the mandates or goals or rec-
ommendations set out by Executive orders and such, now you have
really got us worried. It seems like the frustration only grows from
year to year because the numbers don’t seem to be improving.

Now, I understand that a certain agency or a department may
have a better record of diversity in hiring at all levels and at the
senior executive levels, and it is always amazing to see which ones
are more successful than others. In our discussions with Director
Springer we were trying to say, Would you identify those programs
that are more successful, and such.

One of the recommendations of this legislation—again, this is
from a memorandum that is prepared by staff for the benefit of
members of the committee. It says, “The bill is divided in two pri-
mary sections. The first section would recreate the Senior Execu-
tive Resources Office at OPM, which was dissolved a number of
years ago. According to Senior Executives Association—" and I
think they have a representative here—“During most of the exist-
ence of Senior Executive Service there exited at OPM a single Of-
fice of Executive Resource, which was responsible for thinking
about and overseeing the specialize corps of senior executives and
related classifications constituting the career leadership of the U.S.
Government. Ever since the division of this office’s responsibility a
number of years ago, concerns and issues relating to the career
leadership corps has been parceled out among many different and
sometimes hard to identify, let alone locate, parts of OPM.”

And your position would be in opposition to that particular as-
pect of this legislation?
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Ms. KicHAK. I think we are serving that community better by
giving them access to all the experts that touch on all facets of
SES, and my particular office will take any call from that organiza-
tion and make sure it gets to the right place. We are committed
to serving that population; we just don’t think this is the way to
do it.

Mr. GoNzALEZ. I think it has been our experience that we like
to see things institutionalized within departments, agencies, and so
on that have certain duties and responsibilities that address the
issues that are before us. I think that is the approach of this piece
of legislation. I don’t speak for the author or anyone at this point,
but that would just be my understanding. I think we had some-
thing that was in place truly dedicated to the proposition of looking
at, of course, senior executive levels and how you promote, what
you do to retain, and even the outside hires, as you were saying,
which were minimal when you think in terms of what you have to
draw from and who you bring in new at those particular levels.

I do wish, and I am going to have to echo some of what my col-
league, Mr. Lacy, pointed out, I wish that you all were a little bit
more open minded about that. I understand even Congress doesn’t
like sometimes when people are telling us that we have to do some
things differently and maybe have something within our own Body
that may overview certain actions of Members, but, nevertheless,
sometimes we do have to listen.

Ms. LaChance, let me ask you, where did you come up with this
model on how you approach on obviously attracting and retaining
and promoting within the Postal Service? Who gave you all these
ideas? Where did you receive your direction?

Ms. LACHANCE. Well, one of the things that we do is we con-
stantly look at best practices in an industry, and one of the best
practices in industry is to focus in on development. That is really
why we are very different than what the rest of the Federal Gov-
ernment does. We do not post position by position. We post for de-
velopment, developmental pools, and we identify individuals, give
them opportunities, give them coaching over time, and that is a
best practice in private industry. In fact, we were cited in 2005 by
GAO as having a best practice with our programs, as well.

While we always can improve and we continue to strive to do
that, looking at our programs and processes, making sure that
there are no barriers to any one individual or group in any of our
personnel practices is something that we, as well as the Federal
Government, do and report to EEOC.

So I think it is a combination of the two pieces: looking to best
practice and also monitoring on an ongoing basis.

Mr. Davis oF ILLINOIS. Thank you very much. Let me thank both
of you. We appreciate your testimony and appreciate your being
with us. You are excused.

Ms. LACHANCE. Thank you.

Ms. KicHAK. Thank you.

Mr. Davis or ILLiNOIS. We will go to our second panel. While
they are being seated, I will introduce them.

Panel two is Mr. George H. Stalcup, the Director of Strategic
Issues at the Government Accountability Office, GAO. He oversees
a range of management and human capital issues. Mr. Stalcup also
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oversees GAQ’s high-risk program and issuance of GAQ’s biennial
update to its high-risk list.

Ms. Katherine Siggerud is the Director in the Physical Infra-
structure Issues Team at GAO. She has directed GAO’s work on
postal issues for several years, including recent reports on delivery
standards and performance processing, network realignment, con-
tracting policies, semi-postal stamps, and biological threats.

Let me thank you both. As is the tradition of this committee, we
always swear in witnesses.

[Witnesses sworn.]

Mr. DAvis oF ILLINOIS. The record will show that the witnesses
answered in the affirmative.

Let me welcome you both and thank you for being here.

Mr. Stalcup, we will begin with you.

STATEMENTS OF GEORGE H. STALCUP, DIRECTOR, STRATE-
GIC ISSUES, GOVERNMENT ACCOUNTABILITY OFFICE; AND
KATHERINE SIGGERUD, DIRECTOR, PHYSICAL INFRASTRUC-
TURE, GOVERNMENT ACCOUNTABILITY OFFICE

STATEMENT OF GEORGE M. STALCUP

Mr. StALcuUP. Chairman Davis, Congresswoman Norton, Con-
gressman Gonzalez, thank you for the opportunity to participate in
this hearing on diversity in the executive ranks. I will first discuss
the SES, and then Ms. Siggerud will talk about the Postal Career
Executive Service.

Our Government continues to face new and more complex chal-
lenges associated with long-term fiscal constraints, changing demo-
graphics, and other factors. Senior leadership in agencies across
Government, including the Postal Service, is essential to providing
accountable, committed, consistent, and sustained attention to
human capital and related organizational transformational issues.
A diverse executive corps can be an organizational strength by
bringing in a wider variety of perspectives and approaches to bear
on policy development and implementation, strategic planning,
problem solving, and decisionmaking.

In 2003 we issued a report that looked at diversity in the SES
as of October 2000. We estimated by race, ethnicity, and gender the
number who would leave Government service by October 2007 and
projected what the profile of the SES would be at the end of 2007
if appointment trends did not change. We made similar estimates
for the GS-15 and GS-14 levels, which are viewed as the primary
developmental pools for the SES.

In testimony last year, we provided data on representation at
senior executive levels as of the end of fiscal year 2006. Our state-
ment today presents the baseline data from our October 2000 that
we used in our previous study and updated representation data as
of the end of fiscal year 2007 for both the SES and the develop-
mental pool.

As requested, our full statement also compares the fiscal year
2007 data to the projections we made in our 2003 study.

For both the SES and the developmental pool we included data
both Government-wide and for each of the 24 CFO Act agencies.
One of the charts to my right, your left, shows a breakdown of rep-
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resentation in the SES as of 2000 and as of 2007, as well as the
changes over that span. The other chart presents similar data for
the SES developmental pool.

Our 2003 report projected some increases in representation in
most categories of SES. You can see that fiscal year 2007 data
show that increases did take place overall among both women and
minorities, as well as in most categories, although the amount of
those increases varied.

The only decrease in representation among minorities occurred in
African American men, whose representation declined from 5.5 per-
cent in the year 2000 to 5.0 percent in 2007.

Our 2003 report also projected some increases in representation
among both minorities and women in the SES developmental pool.
The 2007 data show that increases generally did take place, but
again the magnitude of those increases varied.

It is important for me to note that we did not analyze the factors
that contributed to these changes, and therefore care must be
taken when comparing actual changes in demographic data to the
projections we made. Specifically, we have not determined whether
or not the estimated retirement and appointment trends used in
our projections continued.

Now, while we have not done that analysis, agencies are required
to analyze their work forces and, where representation levels for
covered groups are lower than the civilian labor force, take steps
to address those differences. Agencies must also maintain effective
equal employment opportunity programs and develop strategies to
mitigate or eliminate any barriers to parti