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Repoct to Charles Cain, Acting Regional Director, Department of
Health, Education, and Welfare: Region IV, Atlanta, GA; by
Marvin Colbs, Regional Kanager, FPield Operations Div.: Regional
Office (Atlanta).

Issue Area: Xon-Discrimination and Bqual Opportunity Programs:
Federal Agencies' Achievement of Equal Opportunity and
Nondiscrimination Objectives (1010); Personnel Nanagement
and Compensation: Training and Bducacion Programs (308).

Contact: Piuld Operations Div.: Regional Office (Atlanta).

Budget Punction: Bducation, Manpover, and Social Services:
Training and Employaent (508).

Authority: Bquzl Employment Opportunity Act of 1972. Executive
order 11478. HEW Instruction 713-1.

A survey of Equal Employment Opportunity (EEO) training
providel at BRegion 1V, Department of Health, Rducation, and
Welfare (HEW), focused on kinds of training, selection of
participants, and evaluation of results. Pindings/Conclusions:
Two categories of training vere provided: skills ani
oriantation. Skills training was provided for individuals
directly involved in EZ0 programs. Orientation courses, designed
to provide knowledge of legal and fpolicy requirements, provided
for managerial and supervisory personnel. Because attendance was
based largely on an individual's availability rather than need,
less than 10%, of 1,799 individuzls designated for training in
PY 1977, attended courses. Some part-time BEO principals were
found to lack formal ¢rairing and 211 lacked background in
personnel administration. Pull-time principals had more adequate
background or training. Some supervisors did not receive EEO
training, because it was not included in their supervisory
course. Data on training from the sanagement information systea
vas incomplete and inaccurate. Although training at Region IV
vas available, regional coordination and control was lacking,
and results were not properly evaluvated. Recommendations:
Procedures should be developed to identify persons requiring
training, establish an annual schedule, provide for record
maintenance, and evaluate training ispact. (HTW)
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UNITED STATES GENERAL ACCOUNTING OFFICE

REGIONAL OFFICE
221 COURTLAND STREET, NE.
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Mr. Charles Cain

Acting Ragional Director, b?ioa Iv

Department of Health, Education,
and Welfare

50 Seventh Street, N. E.

Atlanta, Georgia 30323

Dear Mr. Cafin:

Ne Fave completed our survey of Equal Esployment Opportunity (EEO)
tratning srovided 1n Region "V, Department of Health, Education, and
Welfare. The survey focused on the kinds of courses offered, selection
of participants, and the evaluation of training results.

Although the region was making EEO training avaflable to EEO principals.
mandgers, supevvisors, and other employees, we believe the program can be
strengthened by

--insuring that those desfgnated for tratning receive f{t,
--developing relfable tralning data, and
--gvaluating trafning results.

The need for EEO training was aestablished by the EF0 Act of 1972,
[xacutive Order 11478, the Federal Perscnnel Menual, and HEW Instruction
713-1. The need for training emplayees--particularly rnagers, supervisors,
and individuals directly involved in the EED program--w-.. also emphisized
{n the Region's affirmative action plan.

Tw> categories of training were provided--skills and orientation. EEO
skills training was designed to improve the skills and knowledge of individ-
uals--counselers, Federal Women's Program Coordinators., Spanish Speaking
Program Coordinators, discrimination complaints investigators--directly in-
volved in the Region's EEQ program.

EEQO oriontation courses were designed to provide knowledge and under-
standing of Faders! EEO programs--including 1ass, regulations, pclicies,
program requirements--to supervisors, menagers, and other employees. EEQ
orientation wis usually qgiven as a part of managerfal and supervisory courses.
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In addition, training fn personnel administration s given ¢o
FEG principals who have net previously recefved it.

COORDINATION AND CONTROL OF EEO

NIWG HEED!

——

Individuals designated for training did not always recefve tratning
hecause attendance was based largely on an individual’'s availability rather
than on the need for training. Less than 10 porcent of the 1,799 {ndividuals
designated for specific EFQ training courses ir the fiscal yezr 1977 tratning
plan actually atterded the courses. This resulted in cancelling several in-
hou:e‘trai ning courses after making commitments with contractors to provide
training.

e were told that the primary reason was that supervisors did not ve-
lease from duty the designated individuals in urder for them to attend ths
trafning courses.

Supervisors {dentified employees needing EEO traintng through an annua)
nzeds survey. In selecting employees, supervisors were {nstructad to prepare
a 1isting of participants and courses based on both organizational goals and
individual needs. These 1istings were used as & basis for the regiomal
training plan. Supervisors were instructed to release from duty those enployees
desiygnated to attend the tratning courses.

Training FEO principals

The recional ZEO officer was responsible for making sure that EEO
principals were adeguately trained for their dutfes. We examined the
personnel file and interviewed nine part-time and three full-time EEO
principals and found that:

--Three part-time principals had not received any formal
training for their EEC positions. One had been an EEO
represantative/investigator for sbout one year, one a
Spanish-speaking program coordinator/EE0 representative
for about four years, and one a Fedoral women's program
coordinator/EE0 representative for about six monthz. The
regional EEN officer safd that counsalors and investicators
in rarticuhr should be trained prior to assuming their
duties.

--None of the part-time principals had a vackgreund in personnel
administration. Three of the nine had not recefvad formel
trairing in personnel administration, two had recefved eioht
hours sach, ona had received 16 hours, two had received 24 hours
etech, and one had received 40 hours.
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--Two of the three full-time EE) principals had an extensive
background in ZEO and personrel admi.iistration. The third
had attended several courses relating to har EEQ position,
and had raceived about 24 hours of farmal training on the
Federal personmnel systewm.

EEO and training officials concur that 1t 1s particularly important
to assuve that part-time ZED prineipals are properly trained Lecause of
tho'lam number, frequent turnover, and need for trainina in EED when
assigned.

The Federal Personmnel Manual and Region’'s affirmative action plan
recomized the need to provide training {n EEQ and persomnel administration
to EEO principals. Both the EEO and training officers felt that this training
was especially {mportart because few--17 any--individuals are qualified in
terms of exparience or training at the time they are appo’nted to EEQ positions--
particularly part-time EEO positions. The EEQ offfcer noted that while the
need for skills tratining may be obvious, training in personnel administration
is also important becausc EEO goals and activities must fit within the merit
system and because most discrimination coamplaints are personnel related.

Treining supervisors

Some supervisors did not receive EED training because {t was not
included in a mendatory 80-hour supervisory coursa at the time they
attended. FKRugional officials “ere not cartain when the 4-hour EFN segment
was added--possibly 3 or 4 years ago. They were unable to determine the
number of supervisors + . had not veceived the EEQ sagment because trafning
records were not velfalbie,

We interviewed 13 supervisors asbout thefr EED training experience. Six
had never received EE0 training and sevan had recefived 1t during the past
3 yerrs.

This problem was recognized 1n the region's fiscal year 1976 affirmative
action plan, and an action item was included to conduct a survey to fdentify
supervisors who had not received EEOQ orfentation training. The reqional
training officer told us that this survey would be {iplemented ahout June 1476.
On October 12, 1976, we were told that the survey had been conpleted. but
the results had not been surmarized.

REED FOKR RELIABLE DATA

ve were unsuccessful in obtaining reliable training data from the
Departvent's sutomated management information system hecause 1t was {incow-
plcte and inaccurate.
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The regional training officer is responsible for adwinistering
a coordinated regional training program sharing with 1ine management
the responsibility for deterwining training needs and selecting employees
Yor training., The regional EEO officer fs responsible for assuring that
EED principals are adsquately tvained for thefr dutfes.

These officials, and the ass’‘stant regional director for adwinfstration
and management, told us that a major problem in managing EEC training is the
lack of relfable training data. The primary reason they eited for unrelfable
data is that constftutent agencies do not always cvordinate training needs
through the regional training or EEO officers. 1In Nove.oer ani December 1975
the region issued memoranda to program heads and supe: visors fimiructing them
to follow established procedures for coerdirating training needs thiough the
regtonal training office--but the problem stil] enists.

r~ 7 *ns and Reconmendatfions

In Region IV, EEO training was made available to EEO principals, managers.
supervisors iad other employees. Some training was not being veported to
the regional troiniang officer for review and approval. Likewise. agencies
did not always submit training records for EEO principals through the regfonal
EEQ or training officers. Thus, the program Jacked coordimatfon ana ~entrel
at the regional level.

fle¥ther the reqfona® training offics nor the reaional EFEQ office maintatned
records *dentifying training needed or recefved by EEO principals. managers,
and supervisors. Hithout relfable tratning data, there was no assurance
that those who needed training received it.

He recommend that the rezicnal director:

--Rmevajuate existing tratning procedures for constituent
agencies and develop new pronedures as needed to: {dentify
pergsons who should receive EE0 trafning: establish an annual
schedule for providing the training. and provide a system
for maintaining adeguate tratning records.

NEED FOR EVALUATING EEQ TRAINING

Regional officials had nut properly evalusted the results of EED
training provided to Region IY empleyees and thus did not know its Impact
on EEC.

The Federal Personnel Manual requires agency heads to evaluate the
results of trafining programs to determine how effectivelv they are contrib-
uting to achieving agency missfons and sttaining management goals. At a
minimum such evaluations should include amalyses of: _

4
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--the extent to which specific training courses or programs
preduce desired changes in enployee knowledge, skills.
attitudes. or performance:

-~the extent to which the trsfning courses or programs that
are previded cover the areas of greatest need: and

--the need for modification {n the coverage or conduct of
these training courses or programs te meet changing agency

Department instructions require that regional personnel offices deter-
wine whether sach trainting activity meets departmental and regional needs.
Moreover, each region {s responsible for evaluating the results of training.
ob’sctive evaluations of the {mpact of EEQ truiniag had not been made. Only
enployse self-evaluations--student critiques--were made. Although student
critiques may assist in determining whether students were payino attention--
increasing the possibdlity for Jearning--they dc not provide an objective
evaluation of course content or training results.

Conclusfons and Racosmendations

Ne belfeve that an effective evaluation of EEQ training is needed in
order to assess the {rpact on achieving EEO goals.

Ve recosmend that the regional divector develop a method for effectively

evaluating EEO trafning s to the fmpact 1t 1s having ~n the achieverent of
EEQ goals.

- s W =

We apprecfate the cooperation and courtesy extended to us by your staff
during our survey.

Sincerely yours,

ARVIN COLES

tarvin Colbs
Regional Manager





