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Hispanic Council on Federal Employment 

Tuesday, October 31, 2017 
Executive Conference Room, OPM 

10:30am-12:00pm 
 

 

Commencement 
At 10:35 a.m. on Tuesday, October 31, 2017, the quarterly Hispanic Council on Federal 
Employment (HCFE) meeting was held at the U.S. Office of Personnel Management (OPM) in 
the Executive Conference Room, in Washington, DC.  

 

 

Leadership: 
• Kathleen McGettigan, Acting Director, OPM and HCFE Co-Chair  
• Hector Sanchez, Chair, National Hispanic Leadership Agenda (NHLA), Executive 

Director, Labor Council for Latin American Advancement (LCLAA), and HCFE Co-
Chair 

• Zina B. Sutch, Ph.D., Deputy Associate Director, Outreach, Diversity and Inclusion 
(ODI) Center, OPM and HCFE Designated  Federal Officer  

Presenters: 
• Emmanuel Caudillo, Special Advisor, White House Initiative on Educational 

Excellence for Hispanics (WHIEEH) 
• Tinisha Agramonte, Director, Office of Civil Rights, DOC 
• Caleb Judy, Acting Product Development Branch Manager, USA Staffing Program 

Office, OPM 
 

In Attendance: 
• Brianna Diaz, WHIEEH 
• Charmaine McDaniel, NCHEPM 
• Christina Bartolomei, DOC 
• Dan J. Solis, Nomar, Inc. 
• David Williams, VA 
• Elena Rios, NHMA 
• Erika Crawford, USDA 
• Heather Torres, DOS 
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• James Saenz, National Image, Inc. 
• Jimmy Ortiz, Prospancia 
• Josue Barrera, State 
• Junish Arora, DHS 
• Katherine Cervanes, WHIEEH 
• Keyla Hernandez-Ulloa, FCC 
• Manny Ramirez, USDA 
• Nicole Lassiter, OPM 
• Nicole Ogrysko, FNR 
• Rodney Terry, Census 
• Roger Rivera, NHEC 
• Sandra Rivera, EPA 
• Shelia Verges-Osuna, OPM 
• Valerie Smith, EOUSA 
• Veronica Vasquez, National Image, Inc. 
• Yvette Delgado, FTC 

 

 

 

 

Opening Remarks 
Dr. Sutch welcomed the Council and announced the meeting would include a discussion led by 
Hector Sanchez and presentations from DOC, WHIEEH, and USA Staffing.  

Acting Director McGettigan gave an overview of the August 1, 2017, meeting and informed the 
Council the Annual Report to the President on Hispanic Employment in the Federal Government 
(FY16) was submitted and will be available soon. She highlighted the following: over the past 16 
years, the total number of Hispanics on-board in the permanent federal workforce has steadily 
increased from 6.5% to 8.6%, the percentage of Hispanic permanent new hires increased from 
7.5% in FY 2015 to 8.6% in FY 2016, and recruiting for SES positions and retention across the 
board continues to be a challenge Governmentwide. Acting Director McGettigan added OPM 
will continue to support agencies by providing technical assistance to senior leaders and upper 
level management on how to recognize unconscious bias and how to improve employee 
inclusion and workplace productivity. 

Executive Order and Hispanic Employment in the Federal Government – Hector Sanchez 
led a discussion on drafting a Hispanic Federal employment executive order (EO).   

Mr. Sanchez opened with the reminder of Latina Equal Pay Day on November 2nd. He continued 
stating a deeper analysis is needed on employment practices because the Latino workforce is 
growing too slowly when compared to the growth of the community. Mr. Sanchez wants to move 
forward with the drafting of a new EO or a revision of the original. He posed the following 
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question to the Council for discussion: What are additional structural ways to put pressure on 
agencies to increase Hispanic employment? 
Discussion  
• Dr. Sutch: Between 2008 and 2009, the Council discussed reviewing and strengthening the 

existing EO. Two work groups were formed to discuss reworking the 2000 EO 13171 and 
another to discuss creating a new EO. The work groups presented their findings once, and 
since, most of the members are no longer with the Council. Prior to creating a new EO or 
revising EO 13171 we should conduct an in-depth analysis of Hispanic applicant flow data 
(AFD) to identify where we are losing Latino employees (recruitment, advancement, per 
federal agency, or Governmentwide).   

• Mr. Williams: We need accountability, if not; the EO will just be another document sitting. 
The EO should have an accountability section included. 

• Tinisha Agramonte: The MD-715 needs to be further evaluated. The issue appears to be in 
retention. We are recruiting and applicants are making the cert, but somewhere along the way 
we are losing employees. 

• Mr. Sanchez: We need to put pressure on the Presidential Administration now, we started too 
late with the Obama Administration.  

• Mr. Williams: The VA does not have an issue with retention. We recently assigned work 
groups to begin assessing selecting officials to ensure they are unbiased when selecting 
candidates for interview.  

• Mrs. Agramonte: The DOC has challenges with retention. To address this we plan to issue a 
survey to better understand what can be done to retain Hispanic employees.  

• Ms. Vasquez: We should identify agencies that have significant issues with Latino 
employment and collect information using exit interviews.  

• Mr. Sanchez: We should start by picking up where the original work groups left off. We can 
recreate work groups staffed with EEO professionals and have some thoughts by the next 
meeting.  

 

 

 

White House Initiative on Educational Excellence for Hispanics – Emmanuel Caudillo shared 
the background and current efforts of the Initiative.  

President George H. Bush signed EO 12729 in 1990 establishing the Initiative and the 
President’s Advisory Commission on Educational Excellence for Hispanics. President William 
(Bill) Clinton, President George W. Bush, and President Barack Obama all signed EOs to re-
establish both the Commission and Initiative. The Initiative’s scope includes: early learning to 
postsecondary education, STEM fields, family engagement, and college access and completion. 
The Commission works to highlight Hispanic achievement throughout the country, increase 
Hispanic representation in the classroom and education system, provide grants to fill the teacher-
student pipeline, and create a bridge for Hispanics to the Federal government.   
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Discussion 
• Acting Director McGettigan: The HACU program at OPM is great, we have received a 

number of interns; we should definitely promote the program more. 
• Mr. Caudillo: We have been in contact with your internship director and we look forward to 

joining forces. 
• Ms. Lassiter: The Office of Diversity and Inclusion would definitely like to join the OPM 

and WHIEEH partnership. In the past we have supported federal resume, recruitment, and 
Pathways Program activities. 

First Generation Professionals Career Development Initiative – Tinisha Agramonte 
conducted a PowerPoint presentation introducing the Department of Commerce’s First 
Generation Professionals Career Development Initiative.  

The initiative explores barriers between first generation professionals (FGPs) and inclusion in the 
federal workplace. FGPs are employees who are the first in their immediate family to obtain a 
four-year college degree and/or obtain a higher level professional position than what was held by 
either parent. In partnership with the Census Bureau, DOC will conduct research groups and 
literature reviews to determine barriers and identify any unique career development needs. To 
date, the agency has identified the following potential barriers:  

Individual Barriers Institutional Barriers 
Not understanding the “unwritten rules Recruitment Bias 
How to tap into and leverage networks Cultural Fit 
Managing self-efficacy Competencies 
Building professional confidence Capacity Bias 
 Inclusive networking opportunities 
 

 

Through data analysis, the DOC hopes to discover: which group of FGPs can benefit from the 
initiative (new entrants to Federal Service or certain grade level/occupants), how to destigmatize 
group identification, any specific biases, policies, or practices that may impact FGPs’ inclusion 
and/or career ascension, strategies needed to address potential barriers, any needs that may differ 
from those addressed through other leadership development programs.  

Discussion & Questions 
• Mr. Barrera: What is the time frame for implementation? 

o Mrs. Agramonte: Currently we are identifying focus group participants. We hope to have 
a report and recommendations within six months.  

• Mr. Barrera: How many focus groups will you have? 
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o Mrs. Agramonte: So far we have five groups internal to DOC. We are limited due to the 
budget, if we are allocated more funds, we would like to increase the groups in number 
and across agencies.  

 

 

 

 

• Mr. Sanchez: This initiative is important because it will help bring awareness to agencies 
regarding their work culture practices. The majority of our workforce comes from the 
working class. We need this, it is crucial to our efforts.  

• Ms. McDaniel: Are you going to work outside of the DC area? Are you doing the focus 
groups face-to-face, perhaps via Skype to get more people across the country involved? The 
NCHEPM is nation-wide and we would love to participate. 
o Mrs. Agramonte: Conducting research virtually and nation-wide is a great opportunity, 

but our ability to expand the scope depends on our budget. 

• Mr. Sanchez: This initiative may help us address nepotism in government.  
o Mrs. Agramonte: “Like Me” bias tends to be the cause of nepotism. People either 

subconsciously or consciously select applicants with whom they share common traits. For 
FGPs it is about finding commonalities with others to advance themselves in addition to 
working with others who they may share little to no commonalities. 

Applicant Flow Data – Caleb Judy conducted a PowerPoint presentation reviewing the USA 
Staffing AFD response process and results.  
 
Demographic information is voluntarily collected from job seekers in the USAJOBS profile and 
combined with milestones (applied, qualified, referred, and selected) in the hiring process in 
USA Staffing. The demographic information from a job seeker’s USAJOBS Profile is included 
when they submit a job application. In the fall of 2016, OPMs Office of Diversity and Inclusion, 
USAJOBS and OMB collaborated to clarify the language around the collection of AFD in an 
effort to improve the response rate. Previously, applicants selected do volunteer to provide 
demographic information.  Now applicants must now select do not volunteer to opt out of 
providing their demographic information. This change led to a 38.9% average increase in the 
race and ethnicity response rate from October 2015 to June 2017. The average percentage of 
applicants who claimed Hispanic or Latino ethnicity increased 3.5% from January 2016 to 
September 2017. 
 

 

Closing Remarks 
Dr. Sutch thanked the Council for their commitment and closed out the meeting. 

Adjournment 
Dr. Sutch adjourned the meeting at 12:00pm. 



6 
 

 
________________________________ 
Zina B. Sutch, Ph.D. 
Deputy Associate Director 
Outreach, Diversity and Inclusion Center 




