
The Value in 
a Diverse 
Workforce



The business case for diversity and inclusion is not a new concept and has been around and understood for 

quite some time.   Title VII of the Civil Rights Act of 1964 legally banned employment discrimination based on 

race, color, religion, sex or national origin.  Subsequent amendments broadened the reach and impact of the 

Act.

The Civil Rights Act of 1991 expanded the remedies available to victims of discrimination.

The Americans with Disabilities Act of 1990 or ADA  is a civil rights law that prohibits discrimination based on 

disability.

The are many amendments, acts, bills, directives, and executive orders that extend protections to veterans, 
women, LGBTQ individuals, those in need of accommodations, and more.



What is diversity in the workplace?
Diversity in the workplace means that an organization employs and partners with  a wide 
range of diverse individuals. 

Simply, a diverse workforce includes people with different characteristics, experiences and 
views.

Diversity in the workplace means that an organization workforce includes people of varying 
gender, age, religion, race, ethnicity, cultural background, sexual orientation, religion, 
languages, education, abilities, etc.

https://www.talentlyft.com/en/resources/what-is-workplace-diversity
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In this era of globalization, diversity in the business environment is about more than gender, race and ethnicity. It now includes employees with diverse religious and political beliefs, education, socioeconomic backgrounds, sexual orientation, cultures and even disabilities. Companies are discovering that, by supporting and promoting a diverse and inclusive workplace, they are gaining benefits that go beyond the optics.



Diversity is an inclusive environment 
wherein differences are valued and 

integrated into every part of an 
organization's operation.

Inclusion is a humanly compatible 
workplace environment where equity 
of opportunity exists for all employees 

to experience personal success and 
contribute to the organization's 

success. 
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Diversity:  Age, color, race, national origin, education, parental status, religion, health status, IQ, career path, marital status, geographic location, personal preferences for food, weather, clothes, child birth, family loss, communication preferences, etc.  The list goes on.
Inclusion:  Strategic ways to value all the diverse attributes mentioned by everyone.







What are the benefits of diversity in the workplace?



Diversity
What’s in our bag of proactivity to garner 
a diverse workforce that feels included?

• The Office of Outreach, Diversity and 
Equal Opportunity

• ARS Engagement Council

• Plains Area Committee for 
Engagement

• Special Emphasis Program Managers 
(SEPMs)

• Local Employee Diversity Committee 



Everyone wonders…

When an agency has so many internal initiatives 
and resources at it’s disposal, does the desired 
change manifest itself? 

Well…

There is plenty of evidence that 
diversity is associated with more 
innovation and better decision-
making. But, an environment that 
feels inclusive is not automatic.
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•  Understanding specific underlying issues. In many cases, senior leaders (particularly men) and the individuals who work for them have dramatically different perspectives on these issues.
•  Know which measures are the most effective in addressing these problems. Interventions that target key points in career paths (parental leave or consider an international posting, for example)—tend to be underestimated but often lead to significant results.
•  Thoughtfully and deliberately implementing the programs that are introduced is critical.  It is much harder to follow through and continually refine programs over time based on real-world experience. 
•  Running diversity and inclusion programs with the same rigor that you would apply to any other major mission priority.
•  Obligating the funds for the implementation of agreed upon programs to include continued follow through and refining of goals based on findings and results.




How does the ARS 
leadership know 
what to focus on?

• FEVS Results 

• Employee Engagement 

• Compliance Reviews

• Barrier Analysis (data)

• Peer driven Accountability

• Visible bias

• Implement initiatives

• Document outcomes
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Peer driven accountability - Social accountability encourages the use of diversity task forces comprised of volunteers and invitees from management and members of underrepresented groups. These peer-group task forces investigate barriers and come up with their own solutions. Instead of force-feeding policies, management and employees are actively engaged in improving their work environment. (IC Study).



Plains Area & 
Agricultural Research 
Service Demographics

National Nat. CLF Nat. CLF Plains Area Plains Area ARS ARS

Demographic Men Women Men Women Men Women

Total Total

51.86% 48.14% 59.91% 40.09% 57.10% 42.90%

Black/African American 12.60% 5.49% 6.53% 1.16% 0.58% 4.06% 5.76%

American Indian/Native Alaskan 0.90% 0.55% 0.53% 0.35% 0.35% 0.37% 0.35%

Asian 4.80% 1.97% 1.93% 5.21% 2.90% 6.00% 3.80%

Native Hawaiian/ Pacific Islander 0.20% 0.07% 0.07% 0.00% 0.00% 0.17% 0.08%

Hispanic 16.30% 5.17% 4.79% 3.36% 1.27% 2.74% 1.71%

White 63.70% 38.33% 34.03% 49.83% 34.99% 43.67% 30.85%

2 or more races 2.90% 0.26% 0.28% 0.00% 0.00% 0.10% 0.35%



What’s your role in this 
diversity and inclusion thing?
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•  Update your employee value proposition
•  Create a diversity video
•  Establish mentorships for underrepresented groups
•  Issue a statement from your Leadership
•  Use inclusive language
•  Interview your diverse employees
•  Start employee resource groups
•  Hire for diversity
•  Use social media to promote diversity
•  Celebrate diverse holidays




It’s elementary, the 
Value of a Diverse 
Workforce, is in the 
satisfaction of its 
“People”.



The model eeo program

Equal Employment Opportunity Commission’s (EEOC) Management Directive 715 (MD-715) 

explains the elements necessary to create and maintain the minimum requirements for MD-

715's model EEO program, pursuant to Title VII of the Civil Rights Act of 1964 (Title VII), as 

amended, 42 U.S.C. § 2000e et seq., and Section 501 of the Rehabilitation Act of 1973 

(Rehabilitation Act), as amended, 29 U.S.C. § 791 and the Americans with Disabilities Act 

Amendments Act of 2008 (Pub. L. 110-325). 

Although MD-715 imposes specific affirmative employment requirements under Title VII and 

the Rehabilitation Act, agencies must also comply with the laws enforced by EEOC.
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When establishing a model EEO program, an agency should incorporate into the design a structure for effective management, accountability, and self-analysis, which will ensure program success and compliance with MD-715. Agency personnel programs and policies should be evaluated regularly to ascertain whether such programs have any barriers that tend to limit or restrict equitable opportunities for open competition in the workplace.




MD-715 divides the essential elements of a model agency EEO program into six broad 
categories. An agency should review its EEO and personnel programs, policies, and 
performance standards against all six elements to identify where their EEO program can 
become more effective.

The six essential 
elements for a model 

EEO program, as 
described in MD-715, 

are as follows:

A. Demonstrated 
commitment from 
agency leadership;

B. Integration of EEO 
into the agency's 
strategic mission;

C. Management and 
program accountability;

D. Proactive prevention 
of unlawful 

discrimination;
E. Efficiency; and

F. Responsiveness and 
legal compliance.

Alan Cohen, Equal Employment Specialist 
Sticky Note
Element A - Demonstrated Commitment from Agency Leadership This element requires the agency head to communicate a commitment to equal employment opportunity and a discrimination-free workplace. 
1. An agency/facility/installation head will issue an EEO policy  statement annually, declaring the agency's position against discrimination on any protected basis.
2. This policy statement must include at least the following principles: 
a) Equal employment opportunity for all employees and applicants for employment, regardless of their race, religion, color, sex (including pregnancy, gender identity and sexual orientation), national origin, age, genetic information, or disability.
b) All employees will have the freedom to compete on a fair and level playing field with equal opportunity for competition.
c) Equal employment opportunity covers all personnel/employment programs, management practices, and decisions, including, but not limited to, recruitment/hiring, merit promotion, transfer, reassignments, training and career development, benefits, and separation.
d) Workplace harassment will not be tolerated, and the agency will correct the harassing conduct before it becomes severe or pervasive.
e) Reprisal against one who engaged in protected activity will not be tolerated, and the agency supports the rights of all employees to exercise their rights under the civil rights statutes.

The EEO policy statement shall be prominently posted in all personnel and EEO offices, throughout the agency, and on the agency's external website.

The agency must disseminate its anti-harassment policy, reasonable accommodation procedures, and other EEO program information to all employees.

EEOC regulations require that the agency prominently post business contact information for EEO Counselors, EEO Officers, Special Emphasis Program Managers, and the EEO Director.

The agency must post its reasonable accommodation procedures, personal assistance services procedures, and other written materials concerning the EEO program on its public website.

The agency must inform its employees of their rights and responsibilities pursuant to the EEO process, anti-harassment program, alternative dispute resolution (ADR) process, reasonable accommodation program, and behaviors that could result in discipline. Methods of informing employees may include training, webinars, brochures, emails, or types of written communication.



What policies/policy statements do you have?

• USDA Civil Rights Policy Statement

• USDA Anti-Harassment Policy Statement

ARS

• 2017 ARS Anti-Harassment-Bullying  Policy 
Statement

• 2017 ARS Diversity/Equal Opportunity Policy 
Statement

• 2017 ARS Sexual Harassment  Policy Statement

• 2017 Plains Area Anti-Harassment-Bullying 
Statement

• 2017 Plains Area EEO Civil Rights Statement

• 2017 Plains Area Sexual Harassment Statement



Walking the talk…….

The Agency’s policies and 
directives reinforce that 
discrimination of any type is 
illegal; however, it is up to us 
collectively to provide a 
workplace free of 
discriminatory behaviors, like 
Bullying and Harassment.



What is bullying?
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Repeated, unreasonable actions of individuals (or a group) directed towards an employee (or a group of employees), which is intended to intimidate and creates a risk to the health and safety of the employee(s).

Often involves an abuse or misuse of power. Bullying includes behavior that intimidates, degrades, offends, or humiliates a worker, often in front of others. Bullying behavior creates feelings of defenselessness in the target and undermines an individual’s right to dignity at work.

Examples of bullying include: Unwarranted or invalid criticism; Blame without factual justification; Being treated differently than the rest of your work group; Being sworn at; Exclusion or social isolation; Being shouted at or being humiliated; Being the target of practical jokes; and, Excessive monitoring.



What is 
harassment ?
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Harassment is a form of employment discrimination that violates Title VII of the Civil Rights Act of 1964, the Age Discrimination in Employment Act of 1967, (ADEA), and the Americans with Disabilities Act of 1990, (ADA).

Harassment is unwelcome conduct that is based on race, color, religion, sex (including pregnancy), national origin, age (40 or older), disability or genetic information. Harassment becomes unlawful where 1) enduring the offensive conduct becomes a condition of continued employment, or 2) the conduct is severe or pervasive enough to create a work environment that a reasonable person would consider intimidating, hostile, or abusive. Anti-discrimination laws also prohibit harassment against individuals in retaliation for filing a discrimination charge, testifying, or participating in any way in an investigation, proceeding, or lawsuit under these laws; or opposing employment practices that they reasonably believe discriminate against individuals, in violation of these laws.



Illegal or not?
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To date, neither federal law nor the law of any state prohibits workplace bullying outright. Although several states have considered anti-bullying legislation, none has yet to pass such a law. That doesn’t necessarily mean bullying is legal in every situation, however.

Bullying is illegal when it violates federal or state laws prohibiting discrimination and harassment in the workplace. These laws protect employees from harassment based on protected characteristics, such as race, color, national origin, religion, sex, age, or disability. If a workplace bully is targeting an employee based on a protected characteristic, that could qualify as illegal harassment. The employee may have a hostile work environment claim, if the unwelcome conduct is severe or pervasive enough that a reasonable person would find it to be offensive, hostile, or abusive.



What is the human capital impact?



Preventing and 
addressing workplace 

bullying and harassment



Establish a 
clear-cut, zero-
tolerance, anti-

harassment 
policy.



Institute 
training and 
awareness 
programs 
for your 
employees. 

Alan Cohen, Equal Employment Specialist 
Sticky Note
It's critical that everyone throughout the organization understands why anti-workplace bullying and harassment policies are needed and how they can report a concerning situation. Establish a training program in which all employees must participate and schedule it on a regular basis, at least once or twice a year

The Agency has lots of internal resources for training, consultation, and support that you can utilize in creating and implementing an effective training plan.



Build a culture 
where harassment 
is unlikely to take 
place. 
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Leaders have an obligation to mold and enforce a culture where managers and employees always behave professionally, including offsite and off-hour gatherings. In such a culture, demeaning or intimidating actions or offensive "humor" have no place, and those in charge assume the responsibility of continuously communicating their dedication to ensuring work in an environment free of bullying and harassment.



Ensure everyone understands the 
process for reporting a complaint. 
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At staff meetings, in emails, and in your employee handbook, clearly lay out the process for filing a complaint of inappropriate behavior. Also, make sure everyone understands that each complaint is taken very seriously and that an investigation will take place when necessary.



Investigate 
complaints promptly.

• Don’t ignore direct complaints or rumors of bullying 
or harassment in your workplace. Take immediate 
action because the longer the conduct is permitted 
to occur, the greater the damage to the victim and 
potential liability to your company.

• The Agency (supervisors and managers) has an 
affirmative duty to act regarding allegations of 
harassment of any type.  And, although there are no 
federal laws specifically criminalizing bullying it 
doesn’t mean we can’t do anything about it.
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Refer to the EEO Complaint Process, and the (Non-EEO Process) Workplace Violence and Harassment Prevention Program.  The Directive is in clearance, but the process is available to all employees.



The EEO Complaint 
Process and Alternative 
Dispute Resolution



What the EEO Office 
Is/Is Not:

Is not an advocate for management OR the employee

Is an informal/formal process facilitator

Is not overseen by local leadership

Is used for cases of perceived discrimination that fall 
under anti-discrimination laws

Is not used for cases of “toxic leadership” or hostile 
working environments where discrimination is not a 
factor (though EEO can coordinate alternative dispute 
resolution)



Complaint 
Procedures and 
Process



Informal Process
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Identify the complaint basis: does the issue involve discrimination or create a hostile working environment regarding your race, color, religion, national origin, gender*, genetic information, disability, age and/or does it involve reprisal? 
•  Sexual harassment, sexual preference, and equal pay fall under “gender/sex” discrimination
•  Reprisal/retaliation should be related to the above basis or be due to participation in the EEO process

Employees have 45 calendar days to report issues or the complaint may be considered untimely. Every time an event related to the issue occurs, or when the employee becomes aware of the issue, the 45-day window begins.




Formal 
Process
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Mention that the formal process is handled by the Office of Outreach Diversity and Equal Opportunity (ODEO).  However, your Agency EEO/CR office helps to facilitate the process.



Decide on your 
avenue of redress* 
and what you think 
the solution should 

involve. 
* The EEO Office 

processes informal 
complaints and offers 

mediation services

You will be asked to 
identify the 
following:

a.  the impact of the issue 
on your job, pay or career

b.  the management 
official who has the 

authorization to effect 
change  

c.  your solution

Call the EEO/CR 
Office to speak with 

one of the EEO 
Specialists. 

* Management cannot 
make you use leave or 

charge you time for 
contacting the EEO/CR 

Office. 

Remember:     All 
Employees HAVE 

THE RIGHT TO FILE 
A COMPLAINT



Workplace conflicts can be costly:

Cost of legal action
Cost of decreased productivity 

and lowered morale
Cost of monetary 
damages/awards

Workplace conflicts can cause divisiveness and 
distract from the mission of the agency.

To provide the opportunity to resolve rather than 
escalate workplace conflicts.



Alternative Dispute 
Resolution (ADR)

ADR programs are established to promote compliance with 
federal laws and internal policies by encouraging 
resolutions outside of the traditional EEO complaint or 
litigation process.  

Mediation is one form of Alternate Dispute Resolution 
(ADR) that is used to provide a means for resolving conflict 
in the workplace, especially in its earliest stages. More 
importantly, ADR serves as a mode to assist in fostering a 
better working environment in which everyone benefits.
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•  Voluntary
•  Held at any stage of the process
•  Promotes communication
•  Designed to facilitate resolution by parties
•  Requires resolving official
•  Settlement agreement



Preventive Strategies

• Value Diversity at work and in recruiting, 
hiring (non-selection), & promotion

• Practice Inclusion

• Practice confidentiality

• Training



ARS 
Resources

• Office of Outreach, Diversity, and Equal Opportunity

Main Office Telephone   (202) 720-6161

• Office of the Director

• Tracey Troutman, Director
Telephone number (202)720-6161
Tracey.Troutman@usda.gov

• Alan Robinson, Deputy Director
Telephone number (202) 690-0166
Alan.Robinson@usda.gov

EEO Compliance Branch

Sheila Cheeks, EEO Manager 
Telephone number (202) 690-4807
Sheila.Cheeks@usda.gov

• Helena Thornton, EEO Specialist
Telephone number (202) 205-9248 
Helena.Thompson@usda.gov

• Tonya Morris, Program Analyst (Reasonable 
Accommodations, Training, & Sexual Harassment in 
the Work Place)
Telephone number (301) 504-4339
Tonya.Morris@usda.gov

• Cooperative Resolution Program

Fax Number: 301-504-3261

• Kenneth Blackson, Equal Employment Specialist
Telephone number (202) 690-0372
Kenneth.Blackson@usda.gov

• Outreach and Recruitment Branch

• Jenny Allen, Program Manager, North East 
Area/National Agricultural Library
Telephone number (301) 504-6507 
Jenny.Allen@usda.gov

• Alan Cohen, Program Manager, Plains Area
Telephone number (970)492-7098 
alan.cohen@usda.gov

• Janis Lewis, Program Manager, Pacific West Area
Telephone number (510) 559-6003 
Jan.Lewis@usda.gov

• Jessica Loggins, Program Mgr, South East Area
Telephone number (706) 546-3614 
Jessica.Loggins@usda.gov

• Jimmy McAlpine, Program Mgr, South East Area
Telephone number (662) 686-3634 
Jimmy.McAlpine@usda.gov

• Christopher Sacchetti, Mid West Area
Telephone number (309)681-6604  
Christopher.Sacchetti@usda.gov

mailto:Sheila.Cheeks@usda.gov
mailto:Helena.Thompson@usda.gov



