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The Nez Perce-Clearwater National Forests are committed to creating and maintaining a workforce that is comprised of diverse individuals committed to stewardship of the land and service to the American public.  In the current market, competition for talented individuals from differing backgrounds needed to accomplish these goals is intense.   We have developed the following strategy to recruit, compete for, and retain employees who are able to fulfill the needs of the agency.   

Current Situation
The Nez Perce-Clearwater Fire Zone is situated in North Central Idaho, encompassing portions of Idaho, Clearwater, Nez Perce, and Lewis Counties.   The zone is dotted with small communities, but isolated from the nearest population centers (cities with populations greater that 100,000) by several hundred miles.   According to the Census Bureau’s 2000 numbers, the population demographic within the zone is heavily weighted toward White persons at 91.7 %, with minority numbers being significantly lower (Native American/Alaska Native 3.6%, Hispanic 2.8%, Asian .98%, Black .42%, Native Hawaiian/Pacific Islander .08%).   Females make up roughly 48 % of the population.   The only census data available for Persons with Disabilities in Central Idaho tabulates all individuals that reported disabilities over the age of 5.  The numbers indicate that 18% of individuals in the counties within or adjacent to the zone have reportable disabilities.   This is considerably higher than the 2% target set by MD-715.   This number may be skewed due to the verbiage in the EEOC text, which states that the goal is for “targeted disabilities”, but does not clearly define what makes these disabilities targeted.    
Forest Service human resources data shows the Nez Perce-Clearwater Fire Zone to be a very diverse entity when comparing the Central Idaho Civilian workforce to that of the Zone.  White males and Native American/Alaska Native males are shown to be slightly underrepresented in these numbers.  When the scope of comparison is widened to encompass all of Idaho, white females, Hispanic males and females, Native American/Alaska Native males and females, and Asian/Pacific Islander males and females are all slightly underrepresented.   This trend in underrepresentation continues when compared with regional and national numbers. These figures are represented in spreadsheet form in appendix 1 of this document. 
The point of reference defines if an agency or zone is meeting its diversity requirements.  The MD-715 states “To remain viable and effective as the largest forest management and research organization in the world, the FS must have a workforce that reflects the demographics of those we serve.”  If the reference point for comparison for our purposes is Central Idaho, the Zone is currently a leader in diversity hiring.  As the reference point broadens to a national scope, we still have work to do.  In either case, diligent maintenance is required for continued progress and leadership in this arena.  

Challenges to Diversity recruitment and Retention on the Clear/Nez Fire Zone
Hiring for a diverse workforce and retaining individuals as career employees is a task that poses many challenges for the Zone.   The location and remote nature of our forests, coupled with the largely homogenous population within and adjacent to our borders makes local diversity hiring difficult.   Recruiting nationally is, and will continue to be a priority for the zone, but national recruiting is complex as well.   It is difficult to entice individuals from areas of greater cultural diversity to the Nez Perce-Clearwater Fire Zone for a variety of reasons.  Employees would be far from family and friends, have little or no representation of their cultural heritage in our local population, and may have similar employment opportunities that do not pose these challenges.  The current enrollment trend in resource management degrees in Universities locally remains flat, which implies that the next generation of forest workers will be in greater demand nationally as opportunities in the private sector and other service agencies increase.  
Locally we have diversity hiring opportunities in the Native American populations geographically adjacent to the Zone.  The Zone is forced to compete with strong tribal natural resource programs for these candidates.  This is a difficult proposition as the employment opportunity close to home, in a known cultural and geographical environment often trumps travelling for work.   
Recruitment and retention of any employee is a labor intensive endeavor that requires funding.  We do not currently have a diversity recruitment director funded on the zone.  We outreach through traditional means when advertising jobs: standard electronic and hardcopy outreach notifications, staff presence at job fairs and conferences, and through word of mouth. These efforts are funded through PR dollars.   The funding issue extends beyond just outreach and recruitment.  In order to hire an employee from a different unit into a position opening, in many cases there is a Transfer of Station cost associated with the move.    This is the case with any hire, not just an individual with diversity considerations.  That said, we do not have a large pool of diverse applicants on the zone, so it serves to reason they will be moving from another duty station within the agency.   By paying TOS out of the current budget, it hinders the zone’s ability to fill other vacancies due to a lack of funding.  
Strategy for Improved Diversity Recruitment
Recruitment of a diverse workforce will continue to be a priority on the Zone.   The objective currently is to create a dynamic plan to further our efforts in recruitment, hiring, and retention of applicants of a diverse and qualified nature.   There are several avenues we are attempting to pursue in order to reach these quality candidates.
· Local Recruitment- Identify and pursue diversity opportunities locally.   The Nez Perce Reservation boundaries overlap the boundaries of the Nez Perce-Clearwater Fire Zone.   According to Forest Service HR figures, Native American males are a minority group that is underrepresented in the Forest workforce.  This effort is a low-cost option to increase diversity. 
Nearby Universities and Colleges are another resource we are actively mining for talent.  In a two hundred mile radius we have two major universities, University of Montana and University of Idaho, with respected natural resource programs.  There are also several state and community colleges within that radius.  At the University of Idaho, the fastest growing program in the College of Natural Resources is the Fire Ecology and Management degree.  These programs are not overlooked and offer great potential for recruitment of future employees. 
· National Recruitment- We are currently pursuing options to increase recruitment efforts nationally both within and outside the agency.   There are several options for this type of activity.  We are sending recruitment representatives to the American Indian Science and Engineering Society Conference in Albuquerque, NM this fall and plan on representatives attending the Hispanic Association of Colleges and Universities next spring.   Conferences with large delegations of minority candidates offer great potential to reach desired candidates with skill and interest in the disciplines available within our agency.  We are actively seeking other similar venues to further recruitment efforts.   

We would like to pursue detail opportunities for agency employees to visit and work on the Zone.   These opportunities are beneficial to other Forests within the agency as well, as detail swap opportunities are cultivated.   Currently we have agreements in place such as the Region 1 - Region 3 Cooperative agreement which allow us to trade employees in order to bolster numbers during periods of peak fire activity in our respective geographical areas.  Taking advantage of these opportunities allow individuals to visit our area without the commitment of leaving home “blindly”.  

Non-Traditional Recruitment
The current culture of multi-media no longer favors face to face or hard copy literature recruitment.   These methods will continue to be used as they are easiest to produce and are still effective, but our efforts will also intensify in computer based recruitment.   The zone would like to look into using social networking software (Facebook, Twitter, Blogging, etc…) in order to target larger audiences of prospective employees.  

The Zone would also like to pursue more computer based outreach within the agency.  Currently programs such as AVUE allow for job searches, and our Lotus Based intranet allows for the forwarding of Outreaches.  We would like to intensify these efforts by being proactive in our dissemination of job opportunities to relevant applicants with this same soft ware, or other more user friendly applications. 

What we are calling non-traditional outreach is the norm in the private sector currently.  Utilization of these methods would allow us to reach a large and diverse market of applicants that we have not previously pursued.  They also would allow us to reach individuals that heretofore may have received our message by traditional means.   Our future employee base needs to have access to information about the opportunities available through us if we wish to remain relevant and competitive in the young talent market. 

· Increased Funding For Diversity Recruitment and Hiring
Outreach and recruitment cost money and take time.   In order to have a viable program for exploring and identifying talented, diverse employees for the zone, we must have funding.    The Zone would like to create a Diversity Ambassador position as outlined in the Regional Diversity Strategy.   An employee devoted to the role of recruitment and outreach to diversity candidates would greatly improve the Zone’s ability to identify and compete for skilled diversity candidates.

Funding also becomes an issue with transfer of station, as previously discussed.  In the Key messages of the Regional diversity Strategy the second bullet point states “Diversity means maximizing the variety of ability, skills, experiences, and cultural backgrounds, of all our employees, partners, and stakeholders to achieve superior results.”   The forests have a difficult time achieving superior results if they are not fully staffed.   Many professional series diversity candidates come from other areas.  Having adequate funding to attract and hire these candidates while being able to fill other vacancies would be very beneficial to the Zone and its mission.

Additional funding would also be helpful to create a more user friendly environment at our remote duty locations.   The secluded nature of many of the duty stations on the Nez Perce-Clearwater Fire Zone, such as Canyon and Kelly Work Centers on the North Fork RD, and Dixie Work Center on the Red River Ranger District have poor or non-existent internet access and no cellular telephone service.  If employees that are employed a great distance from home are unable to contact friends and family, that distance, and the alienation it fosters, becomes insurmountable.  By installing or improving non-government satellite internet at these locations, it would make them more attractive to prospective employees as they could more easily communicate with loved ones. These improvements would resonate with MD-715 as it calls on managers to work harder to identify barriers to equal employment opportunities that persist in the workplace. 

Gauging the success of Future Recruitment efforts

The Success of our continued efforts to recruit, hire, and retain talented diversity should be quantifiable.   By having specific criteria, we will be able to ascertain if we are placing our efforts in the right areas, or if we need to reallocate resources in order to reach our goals.   The following methods will be used in order to gauge the success of our efforts to diversify the Nez Perce-Clearwater Fire Zone workforce.

· Tracking Diversity Numbers in HR workforce figures- Have we hired a more diverse workforce?  Do the numbers justify continuing with the current strategy, or do we need to adjust?
· Analyzing applicant pools- Are we getting a more culturally diverse, qualified applicant pool?   This is an important step to see if our message is reaching the right individuals, and if the placements we have available are adequate to attract those individuals.  This element is difficult to judge with certainty.  In some cases individuals choose not to identify their heritage on their applications because they do not want to be selected based on conditions other than their merit and experience.  However, those who do choose to identify themselves can be tracked through AVUE. 
· Surveying applicants- During the interview or hiring process, hiring officials can find out how the individual heard about the job they are applying for.   Was it through a means we hadn’t considered?  Are the efforts we are making reaching the desired Audience?


Present and Future

Hiring a diverse and qualified base of talent is paramount to the continued effectiveness of the Nez Perce-Clearwater Fire Zone.   We are committed to creating a dynamic plan that sets the path for continued excellence in competing for the best talent available in resource management.  In order to accomplish these goals we must be innovative and aggressive, while embracing current and future technological advancements to aid us in our success.   We will continue to evaluate and refine our practices to meet these goals in the future. 

  
Appendix 1   Forest Service HR Diversity Data, CNF/NPNF 
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