Asian-Pacific Islander Focus Group, 2/20/01

Additional comments about factors affecting scores APAs gave Center on last culture survey:

· Mentoring
- depends on who you know.  Our national clubs get together only once a year (so we don’t build many connections to people who could be mentors)

· I am interested in technical advancement/mentoring- but most of us are very busy doing our work

· Hard to move into upper management.- we don't know the upper management core functions, and thus how to prepare for them.  The trainings are a minimum but not sufficient.

· GSFC doesn't have an SES trainee who is APA (there was one and he left).  There are a lot of APA's and there should be one or more APA SES trainees.

· Andrea Ables of OHR will find out if APAs applied for SES this past year.

· Needs to be more encouragement from supervisory level to pursue SES, and advice on how.

· Not enough APA's in supervisory ranks either, so we’re missing links to supervisors

· One APA applied for a management position and was 2nd choice, not told how could have been stronger candidate even when person requested that information

· I want to give some credit to HR, were very helpful in developing applications

· Another APA shared similar story about being 2nd choice and not told how could improve candidacy

· Person asked if there is a complaint process these two managers can pursue to get the answers they wanted

· Only two ways to get the answers- Complaint process or threat for suit

· Not realistic to expect management. to say why didn't pick someone; they only have reasons why did pick the other

· Knows of a case where 6 finalists were 5 white males and one woman- need to be more diversity in finalists

· The real reasons for selection are not the list of criteria- so they won't say

· Consensus in our first discussion was that upper management. wants diversity, but mid management isn't committed- and prefers people like them to help them get the work done.

· Upper management should ensure that when center-wide teams are created, there is diversity

· It's not working a lower levels

· Experience is minorities are perceived as highly technical but not management- qualified.  On selection team, saw managers recommend the people they know, disregarding info on paper about others.  A definite barrier for the minorities

· Need to get upper management and EEO involved in the selection process (and keep immediate supervisor of the position in the selection process too)

· Create process of coaching for selection panelists to question their assumptions during selection.  Need to have hard conversations.

· Selection panels may have diversity, but final selection decision defaults to the supervisor of the position being hired for.

· What feedback is upper management getting from line supervisors about diversity program (knows one line manager who was perplexed by the diversity presentations and not integrating it into his/her performance)

· Employees don't see the line supervisors moving in any visible way

· The credibility of the program is affected when people hear a lot about it but see nothing happening

· 2 years ago, each directorate was given action to develop diversity plans

· There are many plans, much paper, but hasn't taken hold in mid-management level with respect to promotions, assignments, teams, etc.

· Proposal:  Branch retreats on how to promote diversity w/in 

· Proposal: follow-up from divisional level to hold branches accountable to action, or timeline- year later

· Have divisional directors at branch retreats on diversity

· There were metrics taken before- show us the results.  Before little happened.
· Very difficult for young engineers to move forward from 13 to14, and we have training budget but not travel budget.  Engineers don't have clear channel for recognition.

· Have a conversation, advocate for self

· APA's not acculturated to do that 

· Want center to inform me what I need to do to develop and get promotions

· Need travel budget to attend quality technical writing

· Does diversity council have connections with line organizations? (lowest it goes is deputy Directors of.)  (It does now include Advisory Committee Chairs, which has improved its awareness.)

· Need to strengthen the diversity councils links to/accountability of mid-management.

