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Goals of Presentation

First Goal: Keep you from sleeping in
front of your computer due to boredom

Second Goal: Accomplish the first goal
while discussing Government Data

Third Goal: Share knowledge on 1
how to make data analysis more

accessible

-

Sounds like
Mission
IMMPOSSIBLE



What | will discuss
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How we can break up the data
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The Federal Government and HR Data
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Demographics

Race National Origin (RNO)

Age tt.
Gender
Veteran Status

Disability Status (Targeted, Non Targeted,
30% or More Disabled Vet)

Civilian Labor Force (CLF)
Relevant Civilian Labor Force (RCLF)

Looking at data to determine the Participation rate, which can
be impacted either by Attraction (i.e., Recruitment), Selection,
and/or Attrition. Other forms of inquiry investigate data further
to uncover potential barriers (i.e., Barrier Analysis).



Some Reports...

that incorporate these data points

* Management Directive 715 (EEO MD-715)

* Federal Equal Opportunity Recruitment
Program (FEORP) =
* Hispanic Employment Statistical =5 y
Re PO rt (Related to EO 13583)

* Disability Employment Statlstlcal ' =
Report (Related to EO 13548) = =

While not an exhaustive list these reports all
look at ...



Special Program Plan for the Recruitment, Hiring, and Advancement of Individuals With Targeted
Disabilities
Xample -
PART I 1. Agency 1. I O r I I l
Department

Information | 1.2 2% Level La.
omponent o
b, 7 tovel o tower | 15 e All reports mentioned
Eﬁégrﬁégt Ell:ljlef“ﬁrbércgi:a‘ ... beginning of FY. ... end of FY. Net Change a re a n n u a I re po rts .
. Number % Number %o Number Rate of
Spedial Change
Recruitment
Indion s | Total Work 100.00% 100.00%
With orce
Targeted .
oissbatier | Repotatle  They are very static and
Targeted

to a certain extent

* If the rate of change for persons with targeted disabilities is not equal to or
greater than the rate of change for the total workforce, a barrier analysis should be

ek, provide “just the facts”.

1. Total Number of Applications Received From Persons
With Targeted Disabilities during the reporting period.

2. Total Number of Selections of Individuals with
Targeted Disabilities during the reporting period.

PART 111 Particpation Rates In Agency Employment Programs e Dissemination of Data:

Other TOTAL Reportable Targeted Not No d . .
Employment/Personnel Disabili Disa bili Identified Disabili M t t D ff |t
i yPrngr{ams Y i i O e ra e O I I C u .
# %o # %o # % # %

3. Competitive Promotions

4. Non-Competitive
Promotions
5. Employee Career @
Development Programs

? ? m—
5.a. Grades 5 - 12 o

5.b. Grades 13 - 14

5.c. Grade 15/SES ™ 1 4 8
e

3, 74 300’

00p



Employee Perceptions
Captured by the Federal Employee Viewpoint Survey (EVS)

e The FEVS measures employees’
perceptions of conditions within

201 2 their agencies.

Federal Employee Viewpoint Survey Results e The su rvey provides general
ENPLOYEES INFLUENCING CHANGE indicators of how well the
Federal Government manages
personnel.

e A total of 82 agencies
participated in the survey, these
agencies comprise 97% of the
Executive Branch.

st * 687,687 Federal Employee

s Completed the survey.

OFFICE OF PERSONNEL MANAGEMENT




SUPERVISION e 98-item survey, includes
e e o b 14 demographic questions

on an employee’s work environment. Employees' day-to-day interactions with their supervisors are important o
driver of engagement and satisfaction, as well as a recognized influence on employee turnover. Responses to a n d 8 4 P e r‘C e t I O n
survey items addressing employees’ supervisors, although slightly down in 2012, have been consistently strong
over the last few survey administrations. .

question.

Governmentwide focus

Governmentwide, employees are satisfied with their supervisors. As shown in Table 6, employees rate their
supervisors highly on items relating to effective supervision. Approximately three out of four employees indicate
that their supervisor:

B Treats them with respect : M

’ * Its brok to8t
B Has talked with them about their performance, S ro e n I n O O I C
m Supports their need to balance work and other life issues, and

m Listens to what they have to say. a re a S :

In addition, about two out of three employees agree that:

B Theirsupervisor s doinga good joboveall, 1. Personal Work

m They have trust and confidence in their supervisor,

m Their supervisor provides opportunity to demonstrate leadership skills, E X p e r i e n C e S

m Their supervisor is committed to the workforce, and

B Their supervisor supports employee development. 2 W k U .
. Work Unit
JLLIRIR SUPERVISION ITEM RESULTS 3 e n C
. Agency
Percent Positive
- .
L 4 S T L d
_ _ . Supervisor/Team Leader

My supervisor/team |eader treats me with respect. 80 80 9

n the last six months, my supervisor/team leader has talked with me about my performance. 76 7 i 5 L d h °

My supervisor supports my need to balance work and other life issues 76 7 i . e a e rS I p

My supervisor/team leader [istens to what | have to say. 75 75 4 . .

Overall, how goad 2 job do you feel is being done by your immediate supervisorfteam leader? 68 69 68 6 ° S at I Sfa Ct I O n

have trust and confidence in my supervisor. 67 67 66 .

My supervisor/team leader provides me with opportunities to demonstrate my leadership skills. 66 67 65 7 . WO r k/ L I fe

Supervisors/team leaders in my work unit support employee development. 66 67 65

L]
My supervisor/team leader is committed to a workforce representative of all seqments of saciety. 65 66 64
Z L 8. Demographics.
Discussions with my supenisorfteam leader about my performance are worthwhile. 62 63 62

My supervisor/team leader provides me with constructive suggestions to improve my job performance, 61 62 61




Ways in which the data is used

 Annual Federal Employee
Viewpoint Survey Report

e Human Capital Assessment and ) \.

Accountability Framework Index &, - \{\"
e Partnership for Public Service- ’% A /\\

Best Places to Work in the Federal /4HINKINe%

Government » AP

 Performance.gov

* |nclusion Index



The Best Places to Work

IN THE FEDERAL GOVERNMENT" 2013 RANKINGS

Overall Rankings

Best Places to Work Index Scores

The index score measures the performance of agencies and agency subcomponents related to employee satisfaction

and commitrnent.

Large Agencies || Mid-5ize Agencies || Small Agencies || Agency Subcomponents

Rank

Agency

Mational Aeronautics and Space Administration
Intelligence Community

Department of State

Department of Commerce

Environmental Protection Agency

Social Security Administration

Department of the Treasury

Department of Justice

Department of Transportation

Department of the Mavy

Department of Health and Human Semvices
Department of the Interior

Department of the Air Force

Department of the Army

Office of the Secretary of Defense, Joint 5taff, Defense Agencies, and
Department of Defense Field Activities

2012

728

68.2

67.9

67.6

G6.4

66.1

63.8

63.6

G3.4

62.7

61.5

60.9

59.9

2011

725

69.5

67.5

67.9

701

67.9

63.3

65.6

62.7

62.9

62.9

64.9

61.9

Change

0.30 €
130 €
180 @
0.40 @
030 Q
370 @
180 @
450 @
410 @
220 @
0.60 €
020 Q
140 @
400 @
200 @

One of the most well known
uses of the FEVS data is the
Best places to work ranking

The Best Places to Work index
is calculated using 3
workplace satisfaction
questions “and is weighted
according to a proprietary
formula.”

The site has another index
related to perceptions of
workplace environment.



PERFORMANCE.GOV

Recruiting the Best Employees to Government Featured Story: Reforming the
Hiring Process

* The HR portion of
Performance.gov
incorporates FEVS data as
it relates to
Employee/Management

T e
| e |talsoincorporates some
of the HCAAF Index.

e We also find info on other
o iR benchmark measures

anagement (CPM) to
in recruiting. hiring.

Key Initiatives

Hire the Best Talent Avg Manager Sati

such as No. of Days to
Hires and satisfaction with
the selection process

Expect Best Employees Performance Culture Scares
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Attrition Attraction

Attraction Attrition

e Applicant * New Hires e Separations
Flow * Promotions* ® Onboard l
* EVS-Best e Time to Hire e EVS (intent
Places to « Satisfaction to leave)
Work with process e Inclusion
Index .
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Data Visualization

e Thinking of it in a simplistic manner

 \We have two practices as it relates to the use
of data

* We also have two principles as it relates to

=
data usage o £
— (¥ O
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Practice 1

Pure Numbers

Or
“Just the Facts”




Practice 2

Tell a Story
Or
“Storytelling”




i
Il MH

=i OVERWHELMED?
T e IT MIGHT BE TIME TO HIRE HR =
WHEN IS THE RIGHT TIME TO HIRE HR?

w1
L .
.

Companies with 50 or fewer employees rarely have a formal human resources department.

The average ratio of HR reps to employees is approximately 1 for every 50
to 35 employees. That would mean an orgamization with...

100 ]- UUU 20 ]E-I'IQ;IEI]‘I'[E]E[SJ 200

et 2 EMPLOYEES
HR REPS HR REPS HR REPS
- - " L4
[ should [ should [ should
hawve have

| || I |




. 1. Project scoping.
CuUA 39104 - Price schedule 2. Policy d lop and impl o,
2. Project development and implementation support.
Category 3: HR Consulting tasks 4. HR sirategy development.
) 5. Strategy evaluation.
- - MAXIMUM HOURLY RATES - See sheet 2 for 2| |5 Werklores planning auppert. VOLUME IMPACT
additional charges - - 8. Consultative sorvices for of new . (-2 Ir a prica v
8. C t.
scrolf down for colour code key 10. Weorkload assessment. MNOTE: Volume discounts may be considered for
one or more projecta complated through
or n itive hours
orthr; Consultant Lavael 1 Consultant Laval 2 Consultant Lavael 3 Less than 1-3 4-6 T-12 =12
Contractor Name charges or 19+ yra sxperience) (3-9 yrs sxperience) (1-9 yra experience) 1 month maonths I

Seclor Vision Consulling 91.55 ] 85.85 nia [s] 5] - -q =7
Myaania Pty Lid 101.40 n/a n/a =] o -2| - -3
Southside Personnel Services 110.90 g 82,50 | § &1.00 o (=] ] —J =2|
Monark Business Consultants Pty Lid 113.40 3 100.80 | $ 94.00 o o o =3 -5
SWY Consulling bic) 114.50 nia nia [s] 5] o [+] o
Access Investigations and Inquiries n/a n/a B 120.00 o [s] o =10 =10
Royal Oak Trading Pty Ltd E 124.70 n/a n/a o (=] o (2] o
Mary Joyce Archibald £ 125.00 n/a n'a (=] o =] =] o
JHA Consulling 125.00 nfa nia [+] s] [+] [+] o
Barbara Jane Abbott 126.75 n/a n/a EI [+] o] =] =]
Equal Consulling Group Ply Lid 132.20 | & 125.90 | $ 119.40 of -1 -2 -3 -4
Kath White 124.00 3 124.00 kS 134.00 El 0 -5 =10 =10
Statewide Business Man:lgumunl 136.27 111.40 £ B8BO.57 o o -3 -5| -8
Dillinger Group Development Pty Ltd 136.85 87.30 81.60 =] ] o [s] 0
Shelby Consulting Pty Lid 137.90 100.40 75.05 o [s) o 0 o
Well Writtern 138.55 111.05 85.85 o o -5 =10 -15
ChoiceOne Totlal Recruitment B 139.40 104.45 3 86.90 [+] O o -1 -2|
Zambotti Consulting k) 140.00 [l nia ] o o [s] o
Lyn Pearman nia T 141.95 nia o [s) - -:1[ -4
Cooper Piesse & Associates (3 142.90 nfa nia 2] -5 -51 -10 -10
Mauresn Smith (Dr) 3 143.00 n/a n/a 5] of o 5] 5]
Cars Across the Waters Pty Ltd 5 144.80 | § 144.80 | $ 120.70 ] ol -10] -10 -10
Nexus Stralegic Solutions B 156.00 nfa nia o =5 =5 =10 =10
The ORS Group 3 156.15 145.00 | § 133.85 o 3! El O _oi
Price Consulling Group Ply Lid B 158.75 124.30 98.45 [5] 2‘ gl - -_I
PecpleSense Pty Ltd B 156.75 156.75 ) 156.75 5| -5 -5 ﬂ
Applied Innovation 160.00 r/a r/a [5] of = -§]
CXC Consulting Pty Lid 163.40 n/a nfa =] =10 =15 =15
Annaliza Jachson & Associales 1683.90 3 13110 | $ 109.25 [+] -2 -5 -10
Invision Investigations and Consulting 165.00 5 140.00 £ 120.00 =] =10 -15 -20
Strategic Knowledge Solutions B 165.00 nfa nia [+] DI o o
Kellahan Saunders / Sure Personnel B 165.00 | 140.00 nia [5] -3J -3 =10
Gent Consulting Group Pty Ltd E 165.00 n/a n/a o [s] o =30
Ross Human Directions 165.55 5 121,230 | $ a7.00 o =] o o
The Futures Group Pty Lid 177.45 | & 133.00 nia [5) 5] -2 -5
Sarina Guttone HR Consultant Pty Ltd 190.00 nia 5 115.00 o [+] -3 -;i
Pam Daolley & Associates 3 190.65 | § 15210 | $ 121.70 [=] [s] -161 -10
Heelan & Co Industrial Relations and Management 5 192.00 | % 182.00 | $ 103.00 o ) o 3{
Emergency Support Network Pty Litd 195.00 | $ 172.00 n‘a =) o o o]
Helen Grzyb and Associates 198.00 | & 165.00 nia [+] [=] -5 -10
Competitive Edge Services Pty Ltd 5 206.80 nia n/a o [=] -2 -6
Parspect Pty Ltd L 214.00 n/a nia =] o -2 -5
QL Management Consullants 218.30 | $ 18025 | % 156.20 [5] [3) of -5|
Maitland Censulting Group Pty Lid 21800 | § 19370 | % 171.35 o -1 —gI —EI
Giary Colline Consulting (See NOTE 2 below) 2F20.00 n/a n/a o] o =]
Viclor N. Smith & Associales Ply Lid 220.00 n/a nia =5 0] of o
MetaSolutions Consulting 225.00 n/a nia of [5) -10 -10
Terry Simpsen 235.00 /a1 iz -12| -25| -35 -45
Talentz 256.03 5 198.55 125.40 o o o O
Qual Cons 257.35 n/a nia [=] o -5 =15
Lee Hechl Harrison Py Lid 275.00 | 3 250.00 | 200.00 o o -5 -10
Beilby Corporation Pty Lid 275 00 206.90 | $ 114.90 of -5 10| -20
Bandt Gatter & Associates 5 278.00 185.00 n/a o Q o -10|
Paddi Brown and Associates (NOTE 1) 3 285.00 ria nia o [5) —§| -10
Curtin University of Technalogy k) 288.00 | 3 286.00 nia o o o o
Innovation Partners Australia 5 291.40 | 3 26230 | 8 23310 o o -3] -5
ALV A & E 26380 | % 215.95 5] 5] -EI -s|
People Solutions 33000 | § 330.00 o o o Ls]
Harrier Resourcing People Pty Lid 275.00 B 175.00 o o = -10
Integral Development Associates Ply Ltd 3320.00 | $ 247.50 5] 5] EI o
Right Management Consultants Pty Ltd MNe 41250 | 243.75 o o =] o
AIMLIWA Business School Alliance (through AIMWA) Yo E 495.00 nfa nia 2] O =5 'gl
Chandler Macleod Limited Yes see additional pricing info o -2 -3| -5|
[PRICE RANGE KEY
lower end of range for categary: up to $145 dated 8/28/2010 1
middle of range for eatagary: $145 - 200 eslions or concerns conlact lhe nilract Manager
|higher end of range for category: above $200
NOTE 1: Services restricted ta: Project scoping (lime laken ta scope extent of praject with custamers); Policy development and implementation; Project development and implementation support; HR strategy
development; Consultative services for the development of new organisational strustures; and Employee performance management strategies/plans/methods,
MOTE 2: NOT ALL SERVICES UNDERTAKEN. Services limited to: 1. Project ecoping. 2. Policy development and implementation. 3. Project development and implementation support. 5. Strategy evaluation. 6. Workforce

planning support. 8. Consultative services for development of new organisational structures. 9. Change management support.



Principle 1

Form
Or
“How it Looks”




Principle 2

Function
Or
“How
itis used”




] Microsoft Excel - 02dash 0225 gov wide INAL CLFoff

1 The following bar graph shows the demographic group's aggregate workforce representation

separated by gender and organized according to following G5 grouping: G5 1-5, G5 6-8, G559-12,
and G5 13-15

38,854

The following bar graph provides reprsentation counts

of SES

RNO Representation at SES Level

£34 W american indian /
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Separation Counts [Attrition)

: The following Line chart provides New Hire Count
Asian/Pacific Islanders
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The following bar graph provides representation counts

by G5 level
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