Audio Transcript of the Accountability Board Video
The Administrator’s Policy Statement on the Accountability Board.
“Personal accountability is the cornerstone of the Flight Plan’s goal for organizational excellence. As professionals in the workplace, we are all accountable for our actions. The Accountability Board was created in 1998 to ensure that each of us lives up to this standard.

“Specifically, the Accountability Board reviews responses to allegations and incidences of harassment and misconduct. It was put in place to ensure that our workplace remains free from sexual harassment, offensive behavior, intimidation, hostility, and inappropriate conduct.

“The Accountability Board cannot make this happen on its own. Each and every one of us at the FAA has responsibility for ensuring a professional environment in our own organizations and the places where we work. Please join me in making the FAA an example of organizational excellence in the federal service where everyone regardless of gender, race, color, national origin, religion, sexual orientation, age, or disability is respected.”

Marion C. Blakey.
Administrator.

May 2004.

[Narrator.]

In July of 1998, the Federal Aviation Administration affirmed it’s commitment to excellence in the workplace by establishing an Accountability Board to oversee FAA management’s response to allegations or incidents of harassment or other misconduct that created an intimidating, hostile or offensive work environment. Today, in this oversight capacity, the Accountability Board is laying a vital role in helping the FAA achieve its ambitious Flight Plan goal of organizational excellence, by ensuring timely, consistent, and appropriate responses to allegations of harassment.  The Accountability Board is represented by a team of senior FAA executives, including the Accountability Board Director, the Assistant Administrator for Human Resource Management, the Assistant Administrator for Civil Rights, the Assistant Administrator for Security and Hazardous Materials, a senior representative of the Office of the Chief Counsel, who provides legal guidance, the DOT Director of Human Resource Management or a designee, and the Associate or Assistant Administrator employing the individual against whom an allegation is made.

[Maria Fernandez-Greczmiel, Executive Director, Office of the Accountability Board.]

“Basically, when the Board was first created in 1998, the scope of the work was very limited.  It dealt with either matters of sexual harassment or misconduct of a sexual nature.  In the year 20000, the then Administrator decided that the scope of the Board would be expanded to include harassment, based on race, gender, national origin, color, religion, age, sexual orientation, and disability.  So, as you can see as a result of the initiatives in the year 2000 the scope of the board has significantly broadened.”
[Scene One opens with two men are looking at a computer monitor.  A woman stands off to the side.]

One man says, “Hey Janice, come here a second, I need your opinion on something.”  He points to the computer monitor and asks the woman, “Are those real?”

Janice replies, “Hmmm, you know what I think.  I think you’re way out of line to have pictures like that around here.”

The other man replies, “Come on, we’re just having a little fun is all.  

Janice replies, “Oh yeah, well your idea of fun is offensive to me,” and then walks away.

The second man pokes the first man in the side.  The first man says, “What?  When did a little picture become such a big deal?”  

[Scene fades out.]

[Narrator.]

The accountability Board Order prescribes robust timeframes, during which issues that fall under the scope must be resolved.  This is critical because the timeliness of the process underpins its success and differentiates it from other conflict resolution processes.  It is important to remember that the Accountability Board does not create new policy, but provides oversight for existing agency policy in the area of conduct and discipline, civil rights and in maintaining a professional workplace.  
[Executive Director.]  “We do not take evidence.  We do not direct or engage in investigations of allegations.  We do not hear evidence during our hearings, and we do not direct what the outcome of the case is going to be.  In other words, we do not direct management as to what type of action they should take if in fact the investigations or the management inquiry warrants some form of action.
[Scene Two opens with a man and a woman in an office.]

The woman says, “Hi Bob.”

The man replies, “Hey, how are you?”

The woman says, “Did you hear, I’m going for that field position job?”

The man says, “Really.  No, I hadn’t heard that.”

The woman says, “It’s a great opportunity and I’m so excited.” 
The man says, “I’m just a little surprised.  We’ve never had a woman in that job before.”

The woman replies, “What’s the matter?  You think I’m going to make you guys look bad?”

The man replies, “Well, no.  It’s just, that job has always been done by a man.  It takes someone who’s tough, someone who can jump in and get his hands dirty if he has to.”

The woman says, “Look, I am not afraid to work hard.  I’ll do what it takes.”

The man says, “I just think this is a job for a guy with a family and kids to support; not a single woman.  Why are you so concerned about getting ahead anyway?  You could just get married and let your husband take care of you.”

The woman says, “I can not believe what I am hearing!

The man says, “Look, a woman doesn’t need to work like a man needs to work.  Just be a woman, OK?”

[Scene Two fades out.]

[Narrator.]  

If an employee approaches a manager or a supervisor with an allegation of a matter that comes under the scope, how should the manager respond?  First, the manager must be aware of and understand the timeframes involved.  Once the matter is initially reported, management has two days to inform the Accountability Board.  A manager receiving an allegation reports it to the Accountable Official, who in turn brings it to the Board’s attention.  This is a very expedited 2-day process.  Management conducts an inquiry and must respond days after or addresses the issue within 15 days after the matter was first reported; not to the Accountability Board, but to management.  At this point, it is management’s responsibility to investigate the allegation.  Again, the Accountability Board is an oversight mechanism, not an investigatory or punitive body.  If management determines that a security investigation is warranted, a request is made of the Accountability Board, which then directs this request to the headquarters security element.  It is very important that managers and supervisors who are new to their positions, become familiar with the Accountability Board’s procedural process, and know that Agency policy prohibits managers and supervisors from condoning or ignoring misconduct.  
[Executive Director.]  
“So, it’s a very delineated process that’s involved here.  A lot of new managers and supervisors who’ve never had any kind of experience with the Accountability Board would be advised to contact their local HR points of contact.  HR points of contact play a very significant role under the order and that’s to guide the managers and supervisors through the whole process.”

[Narrator.]

Feedback is a critical element of the Accountability Board process.  This responsibility rests solely with the manager or supervisor.  The party or parties involved in an allegation, either reporting or respondent, may not know how the Accountability Board operates.  Therefore, it’s incumbent upon management to provide guidance and information about what to expect during the Accountability Board process.  
[Executive Director.]  
“One of the things that management must do is look at the Order.  There are appendices that are attached to the Order that provide guidance to management as to what they need to do in terms of providing feedback.  Now, there’s very limited feedback that can be provided, however, the issue of communicating with the party and maintaining communication is critical to establishing the credibility of the process, as well as what management’s responsibilities are.  Now, management cannot, once a inquiry is conducted or an investigation is completed, and management decides to take whatever action is warranted, based on the findings, management is unable to tell the reporting party exactly what it is, what course of contact is warranted under the circumstances, or what kind of administrative action management will be taking.  That’s a very important point because management is limited by the Privacy Act, by regulations, as well, as whatever other union agreements have been entered into that may be applicable to the situation.”
[Scene Three opens with a man, an African American, and a woman talking.]

The man says, “I’ve only been here for 2 days, but it does seem like this is a nice place to work.”

The woman says, “Oh yeah, people are great here.  I’m sure you’re going to fit in just fine.  Well, I’ll see you later.”

The man walks toward the restroom and on the door, someone has placed a sign that reads; “Whites Only.”  You can hear two other voices laughing.  One says, “This is a joke!”  The African American rips the sign off of the door.

[Scene Three fades out.]

[Narrator.]

There are numerous sources, venues, and means available to report allegations.  The primary source of Accountability Board reporting comes from management itself; when employees approach management directly, which then reports those allegations to the Board.  However, some employees may not feel comfortable going through management, and opt to contact the Board directly by telephone, fax, or email.  Additionally, EEO counselors who receive complaints that fall under the scope of the board are required to report these matters to the board.  

FAA security is another source of reporting.  A security team might be involved in an investigation, entirely unrelated to an accountability board matter, and uncover issues or concerns, that again, come under the Board’s scope.  IG investigations also may generate reports to the Board; where an individual contacts the IG directly, and during the course of the investigation, the IG discovers matters that are covered by the Board.  And finally, the FAA Administrator’s Hotline is an immediately accessible reporting venue to the Accountability Board.  
[Scene Four opens with two men and a woman sitting at a table.]

Man one says, “Ok, so who else are we waiting for?”

Man two says, “There’s the three of us and Lenny; the new guy.”
The woman says, “Lenny, I don’t think I’ve met him.”

Man two says, “If you had, you’d remember him; trust me.”
Lenny walks up and says, “Good morning.  How is everybody?”

Man two responds, “Hey, Big Len.  Nice hat buddy.”

Man one laughs, “Yeah man, what’s up with the beanie/”

Lenny replies, “It’s called a yamica.  What’s the big deal?”

Man two says, “Well, if you’re going to sit in on the meeting your gonna have to lose the hat.”

Man one says, “Yeah, there’s a lady present.”

Lenny says, “This isn’t a hat.  It’s about my religion.  This is the way I dress.”

Man two says, “Okaaa” and laughs.”
[Scene Four fades out.]

[Executive Director.] 
“Now, some of these allegations do fall within the scope of the Board, and those are handled through the Accountability Board process, and these cases, if they come under the scope of the Board, are tracked and reported to the Accountability Board on our regularly scheduled weekly meetings.  There are a lot of other cases and a lot of allegations that are reported to the Accountability Board that do not come under the scope of the board.  Now, it’s very important to note that what happens under those circumstances is, even though an allegation does not come under the scope of the board, we have a category of cases called “other.”  
[Narrator.]  

These cases not tracked by the board are referred to the respective line of business for appropriate follow up and action as necessary.  The Accountability Board’s extensive Website provides employees, managers, and supervisors with detailed information about the Board’s history, composition, process, and procedures.  There are also Quarterly and Annual reports available online, which fully document the Board’s work activities and updates.  

[Executive Director.]

“The Accountability Board has a great responsibility in providing oversight for management’s responses to allegations that are presented to it that come within the scope of the Board.  Maintaining a professional work environment is part of the responsibility that the Accountability Board has, but we cannot do this alone.  We need the assistance of everyone in the FAA, all or our employees, managers and supervisors, as well as the employees to assist in maintaining aand fostering a professional workplace.”
