Disabled Veterans Affirmative Action Program (DVAAP) Accomplishment
Report

1. Agency |U.S. Department of the Interior 2. FY |2023

3. POC Name |Angela Mettling 4. Phone ((202) 631-0320

5. Methods used to recruit and employ disabled veterans, especially those who are 30 percent or
more disabled (Attach supporting addendums if needed)

U.S. Department of the Interior (DOI, Department) operates in cooperation with many other organizations to
achieve our mission. We partner with other Federal agencies in implementing our core mission and carrying out
Administration priorities. Our strategic objectives guide the Department’'s Human Capital leaders (and our
70,000+ member workforce) on strategic talent management, which includes the recruitment of 30% or more
Disabled Veterans, into meaningful careers to perform the varied domains of our work.

Throughout the Department, all Bureaus and Program Offices, in consultation with their Servicing Human
Resources Office (SHRO), engage with a variety of Veteran-centric partners and implement several operational
programs that align with our commitment to a diverse and inclusive workforce, which includes disabled Veterans
career opportunities such as Operation Warfighter (OWF), Department of Defense SkillBridge Program, U.S.
Army Career Skills Program (CSP), Veteran Affairs Non-Paid Work Experience Program (VA-NPWE), Employer
Partnership of the Armed Forces (EPO), and Military Spouse Employment Partnership (MSEP).

Beyond standardized pre-recruitment consultations to ensure hiring managers are aware of the various
non-competitive Veteran hiring authorities, it is standard operating procedure to provide periodic trainings,
webinars, and presentations to the Human Capital community regarding Veteran preference, recruitment,
retention, and advancement. Oureach for Disabled Veterans targets local, state, regional, and nation-wide
locations with a high Veteran population, Veteran organizations, vocational rehabilitation centers, and/or military
bases. In addition, Human Capital professionals participate in regularly occuring Transition Assistance Panels
(TAPs) at military installations where recruitment and outreach efforts are fully executed.

Additional methods utilized across DOI in FY 2023 to recruit Disabled Veterans include;:

-US Fish & Wildlife Service (FWS) requires hiring managers use newly developed entry-level hiring rules for all
positions that begin at a GS-9 or lower (regardless of full performance potential) in the Professional and
Administrative job series. The rules stipulate that diversity recruiters will outreach to various sources of Veterans
(30% or more disabled Veterans and those eligible for Veteran Recruitment Appointment). The FWS
Recruitment Team shares these positions with 3,114 points of contact at military transition centers, Veterans
Affairs Employment Coordinators, Federal and State veteran and vocational rehabilitation employment offices.

-Office of Surface Mining and Reclamation and Enforcement (OSMRE) promoted Veteran employment by
continuing outreach partnerships with American Veterans (AMVETS) and engages bureau human capital
professionals in Leadership DEIA Roadshows, performing outreach and recruitment of Disabled Veterans.

g. OF;M DVAAP I\/Iénagér Of?icial UseAOnIy: Is iﬁgre an explanatio'n of the recruitment and employmenf
methods they have used?

Yes Somewhat No
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7. Methods used to provide or improve internal advancement opportunities for disabled veterans
(Attach supporting addendums if needed)

The Department's Senior leadership team is actively involved in supporting initatives designed to provide and
improve internal advancement opportunities for Disabled Veterans. As key leaders overseeing workforce
advancement efforts, their role is pivotal to advancing communications around opportunities for our Disabled
Veteran workforce. Across the Department, internal advancement opportunities are circulated via email
announcing vacancies under the Merit Promotion Program.

DOI mandates all employees, including Disabled Veterans, to complete an Individual Development Plan (IDP)
with their supervisors. The IDP is used to identify development and training needs necessary to be successful in
their current position and advance career development and professional growth.

In addition, the Departmental Veteran Employment Program Manager, Bureau and Program Offices' Veteran
Employment Coordinators, Servicing HR Offices (SHROs), and Hiring Managers, utilize several methods to
provide or improve internal advancement opportunities for Disabled Veterans inlcuding but not limited to:

-FWS continued to encourage managers and supervisors to utilize the Operation Warfighter and Skillbridge
Internship Programs and to hire Veterans non-competitively when they are eligible for employment.

-OSMRE increased Office of Equal Employment Opportunity presence in Headquarters and Regional
Management meetings for the purpose of promoting and discussing the use of hiring tools and diversity hiring
strategies to meet Veterans and Disabled Veterans.

-The AVSO is committed to investing in professional development. Not only does AVSO support the
professional education and designations of appraisal staff, but we host a program to train apprentices to
become fully certified and designated appraisers. The program is designed for recent college graduates and
provides the experience and education necessary for state certification.

-The Bureau of Indian Education (BIE) employs 2 Talent Recruiters whao's primary responsibility is recruiting for
Indian Preference and Veteran Preference applicants. Efforts included recruiting at colleges and job fairs with
known large population of veterans with Indian Preference and attend Native American Veterans. BIE actively
advertises and promotes the hiring of veterans when positions are posted on USA Jobs by adding the
individuals with disabilities/veterans hiring career path.

-BLM managers and supervisors ensured to convert veterans hired under special authorities to career and
career-conditional appointments timely. Several supervisors partnered with local Veterans Administrative
organizations and other support groups to discuss best practices for managing the advancement of disabled
veteran employees.

-BOEM fosters an inclusive environment through leadership and career development programs. Our
comprehensive on-the-job, on-demand and live training, attendance at conferences and symposiums,
mentorship programs, and specialized courses, such as the Geological Boot Camp, contribute to the
professional growth of our employees.

-BOR Hiring Managers are encouraged to expand the area of consideration for Merit Promotion Vacancy

8. OPM DVAAP Manager Official Use Only: Does agency explain the career advancement methods they have
used?

Yes Somewhat No
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9. A description of how the activities of major operating components and field installations were
monitored, reviewed, and evaluated (Attach supporting addendums if needed)

On a routine basis, the Department's Office of Human Capital Accountability Team and Strategic Talent
Management team, monitor the bureau and program offices' major operating components through regular
reviews and evaluations conducted via a variety of means. In addition, Departmental and bureau HR
professionals, especially Recruiters, strengthened partnerships by continuing to recruit veterans through
soliciting Veteran candidates through USAJobs Agency Talent Portal, Paralyzed Veterans of America,
Department of Veterans Affairs, and the Department of Labor.

Monitoring efforts occur organically through the continued use social media such as Facebook, Twitter, and
Instagram accounts for DOI Careers. Recruiters continued to share information on the intranet on special hiring
authorities, reasonable accommodations, and recruitment sources for Veterans and Disabled Veterans. The
Departmental Office of Communications continued to promote success stories on Veteran hiring in newsletters
and on social media. Data tracking and statistics are analyzed for views, traffic, and visibility metrics.

-The Office of Diversity & Inclusive Workforce Management (ODIWM) at FWS directs the activities of five
workforce recruiters, providing a national focus on Veteran's outreach and education. The recruitment team
holds weekly calls to share best practices and evaluate progress towards recruitment and outreach goals and
objectives for all groups including Veterans with disabilities.

-OSMRE continues to exceed the Equal Employment Opportunity Commission (EEOC) goal and benchmark of
2% representation of workers with disabilities and accounts for Disabled Veterans on the rolls.

-AVSO activities and statistics are reviewed on an annual basis and changes/updates are made as needed.
There is not a formal program designed to monitor or evaluate the activities. AVSO relies on IBC HR Specialists
to provide information regarding the hiring process and the most effective avenues to attract disabled veterans
to fill positions.

-The BIE HR will continue to monitor and conduct reviews of case files in USA Staffing and verify that personnel
actions are in compliance with policies and for regulations. HR Staff are trained yearly on the importance of
assisting hiring officials throughout the recruitment process and directing their attention to the positive use of
seeking and hiring veterans disabled or otherwise. Indian Education management officials will be reminded of
the benefits of this program at such gatherings at Senior Leadership meetings and other briefings and events.

-BLM Managers, supervisors, and HR professionals provided training to collaborate with organizations on
recruitment authorities for disabled veterans, the federal hiring process, and USAJOBS. BLM facilitated events
with partner organizations to promote employment opportunities (Agency Talent Portal (ATP), Department of
Labor (DOL), OPM, etc.). BLM used USA Staffing and the Oracle Analytics Server (OAS) to generate reports to
monitor, evaluate, and assess hiring activities.

-BOEM with BSEE/HR continues to provide a monthly workforce dashboard that includes Veteran on-boards,
gains, losses and internal data for both BOEM and BSEE Senior Leadership Team. The Agency will continue to
maintain Veteran hiring goals in conjunction with our Human Capital Strategic Plan.

10. OPM DVAAP Manager Official Use Only: Does agency describe how they monitored, reviewed and
evaluated their DVAAP Activities? (If applicable as well as for major operating components and field
installations)

Yes Somewhat No
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11. An explanation of the agency’s progress in implementing its affirmative action plan during
the fiscal year. Where progress has not been shown, the report will cite reasons for the lack of
progress, along with specific plans for overcoming cited obstacles to progress
(Attach supporting addendums if needed)

DOl created and published our Strategic Plan to Advance Diversity, Equity, Inclusion, and Accessibility in the
Federal Workforce. The Department’s Principal Diversity Officer (PDO) also holds the title and role of Director
for the Office of Diversity, Inclusion and Civil Rights (ODICR). In FY 2021, ODICR began leading a
cross-functional DEIA team at the Department level, comprising collateral duty staff from within the Immediate
Office of the Secretary and the Offices of Policy Analysis, Planning and Performance Management,
Environmental Policy and Compliance, and Human Capital. Additionally, the DEIA team coordinates several
working groups that consist of collateral-duty colleagues from multiple offices and bureaus across the
Department who also support the implementation of multiple executive orders (EO) related to equity.

Additionally, the FY 2022 — 2026 DOI Human Capital Operating Plan (HCOP) was published and outlines the
human capital programs, and provides strategies to optimize the mission and goals of the Department. The
HCOP is designed to evolve through annual reviews. The DOI Chief Human Capital Officer (CHCO) and senior
leadership team members will assess the performance measures to determine progress made with each human
capital cross-cutting goal. Based on data collected and factual results, the CHCO and senior leadership
representatives will elect to adjust, terminate or continue the human capital strategies implemented for the
upcoming FY to support the DOI Strategic Plan (DSP) and Department Annual Performance Plan (DAPP).

Throught the Department, specific activities occurred in FY 2023 to advance the affirmative action for Veterans,
including Disabled Veterans which include but are not limited to:

-Implementation of Diversity and Inclusion Councils
-Creation of Annual Diversity, Equity, Inclusion and Accessibility (DEIA) Pledge

-There are approximately 2,500 certified Diversity Inclusion Change Agents (DiCA) throughout the Department
and this number continues to grow as trainings are offered.

-Regular review and measurement of applicant flow data from USASTAFFING to determine whether outreach
and recruitment efforts are effectively reaching Disabled Veterans.

-FWS established new entry level hiring rules focusing recruitment efforts on Veterans, and Disabled Veterans
eligible under special hiring authorities whereby candidates are considered before hiring managers post
vacancies on USAJobs.

-OSMRE created a Recruitment and Retention Plan to include affirmative action goals and are in inital phase of
developing Promising Practices guidance and surveys. OSMRE executed this promising practice through the
collaborative efforts of staff and issued a signed joint memorandum announcing the survey campaign initiative.

-Although AVSO has the challenge of recruiting disabled Veterans due to the unique qualification requirements
for the Anboraiser nositions. AVSO is committed to continue to consider disabled individuals who meet the iob

12. OPM DVAAP Manager Official Use Only: Does agency explain the progress in implementing DVAAP? If
there was no progress, were there reasons for the lack of progress or challenges and specific plans for
overcoming their challenges?

Yes Somewhat No
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13. POC’s Name, Email, and Phone Number of Operating Components and Field Installations
(If Applicable)

BUREAU OF INDIAN AFFAIRS
C.J. Walks Slow, charles.walksslow@bia.gov, 406-247-7956

BUREAU OF INDIAN EDUCATION
Jackie Shamblin, Jackie.shamblin@bia.gov, 505-563-5300

BUREAU OF TRUST FUNDS ADMINISTRATION
Christian M. Jock, christian_jock@btfa.gov, 202-329-2768

BUREAU OF LAND MANAGEMENT
Karen Irons, kirons@blm.gov, 925-813-2022

BUREAU OF OCEAN AND ENERGY MANAGEMENT
Gabe Durand, gabe.durand@boem.gov, 703-787-1682

BUREAU OF RECLAMATION
Jennifer Hagenston, jhagenston@usbr.gov, 636-284-8429

BUREAU OF SAFETY AND ENVIRONMENTAL ENFORCEMENT
Cynthia Piper, cynthia.piper@bsee.gov, 703-787-1442

INTERIOR BUSINESS CENTER
Jessica Romero, jessica_romero@ibc.doi.gov, 303-963-6964

NATIONAL PARK SERVICE
Melissa Sims, katrina_williams@nps.gov, 267-252-2592

OFFICE OF THE CHIEF INFORMATION OFFICER
Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344

OFFICE OF FACILITIES AND ADMINISTRATIVE SERVICES
Melanie L. Stewart, melanie_stewart@ibc.doi.gov, 720-827-6451

OFFICE OF THE INSPECTOR GENERAL
Tyaomi Antoine, tyaomi_antoine@doioig.gov, 703-263-5811

OFFICE OF NATURAL RESOURCES REVENUE
Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344

OFFICE OF THE SECRETARY
Cynthia Piper, cynthia.piper@bsee.gov, 703-787-1442

OFFICE OF THE SOLICITOR
Ingrid Burford, ingrid.burford@sol.doi.gov, 202-590-5893

OFFICE OF SURFACE MINING RECLAMATION AND ENFORCEMENT
Ashley Houston-Isaac, ahouston-isaac@osmre.gov, 202-208-2590
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	Agency: U.S. Department of the Interior
	FY: 2023
	POC: Angela Mettling
	Phone: 202-631-0320
	Methods: U.S. Department of the Interior (DOI, Department) operates in cooperation with many other organizations to achieve our mission. We partner with other Federal agencies in implementing our core mission and carrying out Administration priorities. Our strategic objectives guide the Department’s Human Capital leaders (and our 70,000+ member workforce) on strategic talent management, which includes the recruitment of 30% or more Disabled Veterans, into meaningful careers to perform the varied domains of our work. 

Throughout the Department, all Bureaus and Program Offices, in consultation with their Servicing Human Resources Office (SHRO), engage with a variety of Veteran-centric partners and implement several operational programs that align with our commitment to a diverse and inclusive workforce, which includes disabled Veterans career opportunities such as Operation Warfighter (OWF), Department of Defense SkillBridge Program, U.S. Army Career Skills Program (CSP), Veteran Affairs Non-Paid Work Experience Program (VA-NPWE), Employer Partnership of the Armed Forces (EPO), and Military Spouse Employment Partnership (MSEP).

Beyond standardized pre-recruitment consultations to ensure hiring managers are aware of the various non-competitive Veteran hiring authorities, it is standard operating procedure to provide periodic trainings, webinars, and presentations to the Human Capital community regarding Veteran preference, recruitment, retention, and advancement. Oureach for Disabled Veterans targets local, state, regional, and nation-wide locations with a high Veteran population, Veteran organizations, vocational rehabilitation centers, and/or military bases. In addition, Human Capital professionals participate in regularly occuring Transition Assistance Panels (TAPs) at military installations where recruitment and outreach efforts are fully executed. 

Additional methods utilized across DOI in FY 2023 to recruit Disabled Veterans include:

-US Fish & Wildlife Service (FWS) requires hiring managers use newly developed entry-level hiring rules for all positions that begin at a GS-9 or lower (regardless of full performance potential) in the Professional and Administrative job series. The rules stipulate that diversity recruiters will outreach to various sources of Veterans (30% or more disabled Veterans and those eligible for Veteran Recruitment Appointment). The FWS Recruitment Team shares these positions with 3,114 points of contact at military transition centers, Veterans Affairs Employment Coordinators, Federal and State veteran and vocational rehabilitation employment offices.

-Office of Surface Mining and Reclamation and Enforcement (OSMRE) promoted Veteran employment by continuing outreach partnerships with American Veterans (AMVETS) and engages bureau human capital professionals in Leadership DEIA Roadshows, performing outreach and recruitment of Disabled Veterans.

-The Appraisal and Valuation Services Office (AVSO) faces a recruitment challenge in general because the Appraisers have a unique qualification requirement which can hinder the amount of applicants as a whole that are eligible to be hired. AVSO managers and supervisors are provided with training on Veteran hiring programs as well as other hiring flexibilities available and strive to use all available flexibilities whenever appropriate.

-The Bureau of Indian Education (BIE) employs two Talent Recruiters who's primary responsibility is recruiting for Indian Preference and Veteran Preference applicants. Efforts included recruiting at colleges and job fairs with known large population of veterans with Indian Preference and attend Native American Veterans. BIE actively advertises and promotes the hiring of veterans when positions are posted on USA Jobs by adding the individuals with disabilities/veterans hiring career path.

-In FY 2023, the Servicing Human Resources Offices (SHROs) throughout the Bureau of Land Management (BLM) continue to educate and inform hiring managers on the availability of special hiring authorities for veterans and veterans with disabilities. The BLM outreach and recruitment strategy ensures that opportunities exist for veterans with disabilities to fill mission critical vacancies.

-The Bureau of Ocean Energy Management (BOEM) hired 7 veterans of 49 total hires in FY 2023 (14.3%), including 3 transfers and 0 DEU. BOEM utilized the new USA Staffing system to find qualified veteran candidates eligible for non-competitive appointments. BOEM maximized veteran appointments through the use of various appointment authorities.  BOEM utilized the Delegated Examining Unit (DEU) to recruit from all sources, creating a larger applicant pool to reach disabled veterans and other best qualified candidates. Under Merit Promotion, maximum consideration was given to VRA, VEOA, and special authority for non-competitive employment of 30% or more disabled veterans.

-The Bureau of Reclamation (BOR) confirmed our commitment and prioritization of Diversity and Outreach by hiring a Diversity Outreach Program Manager in our Civil Rights Division and a Human Resources Outreach Specialist in our Human Resources Policy Office. In addition to posting on USAJOBs to attract Veterans Employment Opportunity Act (VEOA), Veterans Recruitment Appointment (VRA) and 30 percent or more disabled veteran eligibles under Merit Promotion, and veteran's preference eligibles under Delegated Examining Authority, Reclamation continues to outreach through attendance at local in-person and virtual career fairs; utilizes vocational rehabilitation counselors and outreach to universities, trade schools, non-profit veteran organizations, the Workforce Recruitment Program, non-competitive appointments and other avenues to reach our veteran communities. In partnership with our Civil Rights Division and equal Employment Opportunity offices, Reclamation continues to educate hiring managers regarding the benefits of veteran hiring and utilizes platforms and professional networks like Handshake and LinkedIn, to engage a high number of veteran job seekers.

- As a routine matter for all the Interior Business Center (IBC) vacancies, HR Specialists advise hiring managers on the availability of Veterans appointing authorities as alternatives for filling positions. IBC HR staff utilizes a checklist of hiring options (i.e., veterans, students, individuals with disabilities, etc.), which is also available to the hiring manager on IBC's intranet site. This checklist serves as a reminder to HR staff and hiring managers to consider all hiring options when filling positions.

-The National Park Service (NPS) fully supports the Veterans Employment Initiative (EO 13518). The NPS recognizes the contributions that military veterans have made and continue to make to the global order, American society, and the federal sector. Veterans bring a wealth of knowledge and experience to the federal workplace. Many veterans have service-connected and other disabilities that should not make it more difficult for them to put their talents to work. The NPS is committed to employing qualified individuals with disabilities through regular hiring practices and special hiring authorities, providing them with a fair and equitable chance to succeed in all aspects of the federal workplace.

-The US Geological Survey (USGS) has been actively recruiting and employing veterans through various methods. This includes competitive examining procedures, merit promotion procedures, and numerous non-competitive appointing authorities to fill all types of appointments. These appointments include temporary, term, and permanent positions in the competitive and excepted service.

	Methods 2: The Department's Senior leadership team is actively involved in supporting initatives designed to provide and improve internal advancement opportunities for Disabled Veterans. As key leaders overseeing workforce advancement efforts, their role is pivotal to advancing communications around opportunities for our Disabled Veteran workforce. Across the Department, internal advancement opportunities are circulated via email announcing vacancies under the Merit Promotion Program.

DOI mandates all employees, including Disabled Veterans, to complete an Individual Development Plan (IDP) with their supervisors. The IDP is used to identify development and training needs necessary to be successful in their current position and advance career development and professional growth.

In addition, the Departmental Veteran Employment Program Manager, Bureau and Program Offices' Veteran Employment Coordinators, Servicing HR Offices (SHROs), and Hiring Managers, utilize several methods to provide or improve internal advancement opportunities for Disabled Veterans inlcuding but not limited to: 

-FWS continued to encourage managers and supervisors to utilize the Operation Warfighter and Skillbridge Internship Programs and to hire Veterans non-competitively when they are eligible for employment.

-OSMRE increased Office of Equal Employment Opportunity presence in Headquarters and Regional Management meetings for the purpose of promoting and discussing the use of hiring tools and diversity hiring strategies to meet Veterans and Disabled Veterans.

-The AVSO is committed to investing in professional development. Not only does AVSO support the professional education and designations of appraisal staff, but we host a program to train apprentices to become fully certified and designated appraisers. The program is designed for recent college graduates and provides the experience and education necessary for state certification.

-The Bureau of Indian Education (BIE) employs 2 Talent Recruiters who's primary responsibility is recruiting for Indian Preference and Veteran Preference applicants. Efforts included recruiting at colleges and job fairs with known large population of veterans with Indian Preference and attend Native American Veterans. BIE actively advertises and promotes the hiring of veterans when positions are posted on USA Jobs by adding the individuals with disabilities/veterans hiring career path.

-BLM managers and supervisors ensured to convert veterans hired under special authorities to career and career-conditional appointments timely. Several supervisors partnered with local Veterans Administrative organizations and other support groups to discuss best practices for managing the advancement of disabled veteran employees.

-BOEM fosters an inclusive environment through leadership and career development programs. Our comprehensive on-the-job, on-demand and live training, attendance at conferences and symposiums, mentorship programs, and specialized courses, such as the Geological Boot Camp, contribute to the professional growth of our employees.

-BOR Hiring Managers are encouraged to expand the area of consideration for Merit Promotion Vacancy Announcements to include non-competitive hiring authorities, such as Veteran's Recruitment Appointment (VRA) and 30% or More Disabled Veteran and discuss succession planning and inform management of recruitment options, veteran hiring authorities, and how to participate in veteran job fairs.

-All IBC permanent and term employees must create an Individual Development Plan at the start of each performance year for learning and development. The IDP identifies one or more competencies that the employee will learn and grow in. The IDP documents the plan of action for the year ahead.

-NPS HR offices provide consultation to hiring officials initially in the recruitment process and discuss the different veteran hiring authorities when reviewing their internal unit structure. Many of these opportunities are career ladder positions. All competitive promotion opportunities are posted on USAJobs, and many parks have an internal email list that they mail promotion opportunities as well, in order to let staff know that advancement opportunities are available.

-The USGS encourages all of its employees, including disabled veterans, to create an Individual Development Plan with their supervisors. This plan helps identify the training needed for success in their current position and for any future advancement opportunities. Veterans who are appointed under the VRA authority require a formal training plan if they have less than 15 years of education. The Pathways program also includes the development of training plans.

	Methods 3: On a routine basis, the Department's Office of Human Capital Accountability Team and Strategic Talent Management team, monitor the bureau and program offices' major operating components through regular reviews and evaluations conducted via a variety of means. In addition, Departmental and bureau HR professionals, especially Recruiters, strengthened partnerships by continuing to recruit veterans through soliciting Veteran candidates through USAJobs Agency Talent Portal, Paralyzed Veterans of America, Department of Veterans Affairs, and the Department of Labor.

Monitoring efforts occur organically through the continued use social media such as Facebook, Twitter, and Instagram accounts for DOI Careers. Recruiters continued to share information on the intranet on special hiring authorities, reasonable accommodations, and recruitment sources for Veterans and Disabled Veterans. The Departmental Office of Communications continued to promote success stories on Veteran hiring in newsletters and on social media. Data tracking and statistics are analyzed for views, traffic, and visibility metrics.

-The Office of Diversity & Inclusive Workforce Management (ODIWM) at FWS directs the activities of five workforce recruiters, providing a national focus on Veteran's outreach and education. The recruitment team holds weekly calls to share best practices and evaluate progress towards recruitment and outreach goals and objectives for all groups including Veterans with disabilities.

-OSMRE continues to exceed the Equal Employment Opportunity Commission (EEOC) goal and benchmark of 2% representation of workers with disabilities and accounts for Disabled Veterans on the rolls.

-AVSO activities and statistics are reviewed on an annual basis and changes/updates are made as needed. There is not a formal program designed to monitor or evaluate the activities. AVSO relies on IBC HR Specialists to provide information regarding the hiring process and the most effective avenues to attract disabled veterans to fill positions.

-The BIE HR will continue to monitor and conduct reviews of case files in USA Staffing and verify that personnel actions are in compliance with policies and for regulations. HR Staff are trained yearly on the importance of assisting hiring officials throughout the recruitment process and directing their attention to the positive use of seeking and hiring veterans disabled or otherwise. Indian Education management officials will be reminded of the benefits of this program at such gatherings at Senior Leadership meetings and other briefings and events.

-BLM Managers, supervisors, and HR professionals provided training to collaborate with organizations on recruitment authorities for disabled veterans, the federal hiring process, and USAJOBS. BLM facilitated events with partner organizations to promote employment opportunities (Agency Talent Portal (ATP), Department of Labor (DOL), OPM, etc.). BLM used USA Staffing and the Oracle Analytics Server (OAS) to generate reports to monitor, evaluate, and assess hiring activities.

-BOEM with BSEE/HR continues to provide a monthly workforce dashboard that includes Veteran on-boards, gains, losses and internal data for both BOEM and BSEE Senior Leadership Team. The Agency will continue to maintain Veteran hiring goals in conjunction with our Human Capital Strategic Plan.

-DVAAP is aligned with BOR Human Capital Initiatives Strategic Alignment and incorporates priorities in the Diversity and Inclusion Strategic Plan. This ensures consistency and strategic focus. Human Resources, the Diversity Management Team, and the Equal Employment Office continually monitor, review, and evaluate activities related to hiring of disabled veterans. Outreach, recruiting and hiring activities are centralized at the regional level. Area and field offices work through HR specialists/assistants for all HR activity.

-NPS uses USA Staffing to recruit, evaluate, assess, certify, select, onboard, and monitor all hiring activities for their region’s parks and organizations. They plan on using this system to review the appointments of disabled veterans in the future. 

-The Veterans Employment Program Manager tracks veteran hiring, including disabled veteran hiring goals, every quarter. They use reports generated based on statistical data from the FPPS personnel information system and report on hiring goals. The Veterans Employment Program Manager informs the Bureaus/Office about their performance against the Department's targeted goals. This information is shared with USGS leadership every quarter and reflects the number of hires and hiring authorities used.

-USGS continued to take advantage of every hiring opportunity to ensure equal access to the workforce for veterans and disabled veterans. We were creating partnerships between the hiring manager, HR specialist, and Veteran Service Organizations to improve employment opportunities for disabled veterans. We will continue to partner with the veteran service organizations and outreach and recruitment efforts to establish relationships with these organizations to develop a potential pipeline of veteran candidates. We will continue to look for opportunities to attend virtual events such as job fairs and special sessions targeting veterans and people with disabilities. We will involve hiring managers in these events and use these opportunities to recruit and fill positions targeting 30% disabled veterans and people with disabilities.  In FY23, we continued identifying opportunities to conduct outreach and recruitment by hosting various information sessions and career events.

	Methods 4: DOI created and published our Strategic Plan to Advance Diversity, Equity, Inclusion, and Accessibility in the Federal Workforce. The Department’s Principal Diversity Officer (PDO) also holds the title and role of Director for the Office of Diversity, Inclusion and Civil Rights (ODICR). In FY 2021, ODICR began leading a cross-functional DEIA team at the Department level, comprising collateral duty staff from within the Immediate Office of the Secretary and the Offices of Policy Analysis, Planning and Performance Management, Environmental Policy and Compliance, and Human Capital. Additionally, the DEIA team coordinates several working groups that consist of collateral-duty colleagues from multiple offices and bureaus across the Department who also support the implementation of multiple executive orders (EO) related to equity. 

Additionally, the FY 2022 – 2026 DOI Human Capital Operating Plan (HCOP) was published and outlines the human capital programs, and provides strategies to optimize the mission and goals of the Department. The HCOP is designed to evolve through annual reviews. The DOI Chief Human Capital Officer (CHCO) and senior leadership team members will assess the performance measures to determine progress made with each human capital cross-cutting goal. Based on data collected and factual results, the CHCO and senior leadership representatives will elect to adjust, terminate or continue the human capital strategies implemented for the upcoming FY to support the DOI Strategic Plan (DSP) and Department Annual Performance Plan (DAPP).  

Throught the Department, specific activities occurred in FY 2023 to advance the affirmative action for Veterans, including Disabled Veterans which include but are not limited to:

-Implementation of Diversity and Inclusion Councils

-Creation of Annual Diversity, Equity, Inclusion and Accessibility (DEIA) Pledge

-There are approximately 2,500 certified Diversity Inclusion Change Agents (DiCA) throughout the Department and this number continues to grow as trainings are offered.

-Regular review and measurement of applicant flow data from USASTAFFING to determine whether outreach and recruitment efforts are effectively reaching Disabled Veterans.

-FWS established new entry level hiring rules focusing recruitment efforts on Veterans, and Disabled Veterans eligible under special hiring authorities whereby candidates are considered before hiring managers post vacancies on USAJobs.

-OSMRE created a Recruitment and Retention Plan to include affirmative action goals and are in inital phase of developing Promising Practices guidance and surveys. OSMRE executed this promising practice through the collaborative efforts of staff and issued a signed joint memorandum announcing the survey campaign initiative.

-Although AVSO has the challenge of recruiting disabled Veterans due to the unique qualification requirements for the Appraiser positions, AVSO is committed to continue to consider disabled individuals who meet the job specific requirements.  With the continued increase in hiring, they are utilizing all avenues to fill positions, including Delegated Examining and the DOD Skillbridge program, to fill theirs positions with qualified Veterans and Non-Veterans alike.

-BIE Director Tony Dearman has continued with the implementation of initiatives to hire more American Indian and Alaska Native veterans to work for Bureau of Indian Education. A Communication Specialist has been assigned and is actively using various publications and Facebook to inform the public of vacant positions within BIE.

-The BLM's Inclusion, Diversity, Equity, and Accessibility (IDEA) Strategic Plan is a road map to consciously create and advance inclusion, diversity, equity, and accessibility in the BLM workplace, culture, and organization. The Plan includes a set of common goals, strategic objectives, and key actions to be implemented and applied. The strategic plan establishes senior leadership's commitment and support to implement the Plan's goals and their pledge to build a leadership team and workforce that represents the diversity of the Nation and people BLM serves.

-BSEE / BOEM continued participation in the Diversity Change Agent program.  This program encourages diversity and inclusiveness throughout the DOI and the Federal Community. The program educates the workforce and creates an environment of Diversity and Inclusion and enhances the bureau's capacity to attract and retain talented employees.  The DCA offered multiple major training opportunities throughout the year, reaching out to approximately 2,500 participants within DOI and other Federal agencies.

-With area offices dispersed throughout the Western United States, BOR is dedicated to creating an environment where individuals with disabilities, including disabled veterans, are provided the opportunity to contribute fully to the accomplishment of Reclamation’s mission. We continue our efforts to recruit veterans by educating selecting officials on non-competitive appointment authorities, and continuing to foster relationships with veterans' service organizations, and advising veterans of their rights under the appropriate hiring authorities at jobs fairs, outreach meetings, college and university visits, special events, and one-on-one counseling of individuals.

-IBC has been successful in increasing the numbers of disabled Veterans who are hired through continued communication, consultation, and training of hiring managers as well as increased awareness of our responsibility to recruit disabled Veterans.

-The NPS HR offices increased HR Specialist consultation efforts before active recruitment. HR specialists advised the hiring officials of the plethora of hiring authorities available to increase Veteran selection consideration. This has been a win-win as expanding the use of non-competitive authorities allows the regions to focus on additional recruitment and retention strategies for hard-to-fill/recruit positions. 
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