Affirmative Action Plan for the Recruitment, Hiring,
Advancement, and Retention of Personswith Disabilities

DOI National Park Service- FY 2025

To capture agencies' affirmative action plan for persons with disabilities (PWD) and persons with targeted disabilities (PWTD), EEOC regulations (29

C.F.R. 81614.203(e)) and MD-715 require agencies to describe how their affirmative action plan will improve the recruitment, hiring, advancement, and
retention of applicants and employees with disabilities.

Section |: Effortsto Reach Regulatory Goals

EEOC regulations (29 CFR §1614.203(d)(7)) require agencies to establish specific numerical goals for increasing the participation of persons with
disabilities and persons with targeted disabilities in the federal government.

1. Using the goal of 12% as the benchmark, does your agency have atrigger involving PWD by grade level cluster in the permanent workforce?
If "yes", describe the trigger(s) in the text box.

a. Cluster GS-1 to GS-10 (PWD) Answer: No
b. Cluster GS-11 to SES (PWD) Answer: Yes

Cluster GS-11 to SES (PWD): 9.25 Percent

* For GS employees, please use two clusters: GS-1 to GS-10 and GS-11 to SES, as set forth in 29 C.F.R. § 1614.203(d)(7). For al other pay plans,
please use the approximate grade clusters that are above or below GS-11 Step 1 in the Washington, DC metropolitan region.

2. Using the goal of 2% as the benchmark, does your agency have atrigger involving PWTD by grade level cluster in the permanent workforce?
If "yes", describe the trigger(s) in the text box.

a. Cluster GS-1to GS-10 (PWTD) Answer: No
b. Cluster GS-11 to SES (PWTD) Answer: Yes

Cluster GS-11 to SES (PWTD): 1.98 Percent

Reportable Disability Targeted Disability
Per centage Per centage
Grade Level Cluster Reportable (Numerical Goal (Numerical Goal
(GSor Alternate Pay Planb) Total Disability Total 12 Percent) Targeted Disability Total 2 Percent)
Grades GS-11 to SES 5757 515 8.95 113 1.96
Grades GS-1to GS-10 6570 946 14.40 255 3.88

3. Describe how the agency has communicated the numerical goals to the hiring managers and/or recruiters.

NPS communicates the numerical goals through recurring leadership meetings and outreach. It isimportant to note that there was a federal
government-wide hiring freeze for most of the reporting period.
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Section |1: Model Disability Program

Pursuant to 29 C.F.R. § 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire persons with disabilities and
persons with targeted disabilities, administer the reasonable accommodation program and special emphasis program, and over see any other disability
hiring and advancement program the agency hasin place.

FY 2025

A.PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY PROGRAM

1. Hasthe agency designated sufficient qualified personnel to implement its disability program during the reporting period? If "no", describe the

agency's plan to improve the staffing for the upcoming year.

Answer: Yes

2. ldentify all staff responsible for implementing the agency's disability employment program by the office, staff employment status, and

responsible official.

Disability Program Task
Processing applications from PWD and PWTD

Answering questions from the public about hiring
authorities that take disability into account

Processing reasonable accommodation reguests from
applicants and employees
Section 508 Compliance

Architectural Barriers Act Compliance

Specia Emphasis Program for PWD and PWTD

Total Full
Time

73

Total Part
Time

0

Total
Collateral
Duty

0

Responsible Official
(Name, Title, Office Email)

Gavin Earp
Human Resource Officer

KatrinaWilliams
Human Resource Specialist

Elizabeth Cornell

RA program manager

Alex Lindeman

Information Technology Specialist
Jeremy Buzzell

Accessibility Program Manager

Beteslot Hailu
EEO Specidist

3. Hasthe agency provided disability program staff with sufficient training to carry out their responsibilities during the reporting period? If
"yes", describe the training that disability program staff have received. If "no", describe the training planned for the upcoming year.

Answer: Yes

Training covered reasonable accommodation requirements and the processing of requests in accordance with applicable EEOC guidance.
Staff also participated in refresher training and informational sessions to ensure continued compliance and consistency in program

implementation.

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM

Has the agency provided sufficient funding and other resources to successfully implement the disability
program during the reporting period? If "no", describe the agency's plan to ensure all aspects of the disability
program have sufficient funding and other resources.

Answer: No

No plan in place to fill positions due to federal government-wide hiring freeze. Staffing and placement efforts continue with existing staff to

support operations.
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Section |11: Program Deficiencies In The Disability Program
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Section 1V: Plan to Recruit and Hire Individualswith Disabilities

Pursuant to 29 C.F.R. 81614.203(d)(1)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring of individuals with disabilities.
The questions below are designed to identify outcomes of the agency's recruitment program plan for PWD and PWTD.

A.PLANTO IDENTIFY JOB APPLICATIONSWITH DISABILITIES

1. Describe the programs and resources the agency uses to identify job applicants with disabilities, including individuals with targeted
disabilities.

N/A

2. Pursuant to 29 C.F.R. §1614.203(a)(3), describe the agency's use of hiring authorities that take disability into account (e.g., Schedule A) to
recruit PWD and PWTD for positions in the permanent workforce.

N/A

3. When individuals apply for a position under a hiring authority that takes disability into account (e.g., Schedule A), explain how the agency (1)
determinesif the individual is eligible for appointment under such authority; and, (2) forwards the individual's application to the relevant
hiring officials with an explanation of how and when the individual may be appointed.

N/A

4. Hasthe agency provided training to all hiring managers on the use of hiring authorities that take disability into account (e.g., Schedule A)? If
"yes", describe the type(s) of training and frequency. If "no", describe the agency's plan to provide this training.
Answer: Yes
Informal training and discussions take place during the recruitment consultation meetings. Washington Area Support Office HR provided

two trainingsto al hiring managers on the use of various hiring authorities during the reporting period. HR issues separate certificates of
eligiblesfor 30 Percent and Schedule A.

B.PLAN TO ESTABLISH CONTACTSWITH DISABILITY EMPLOYMENT ORGANIZATIONS

Describe the agency's efforts to establish and maintain contacts with organizations that assist PWD, including PWTD, in securing and maintaining
employment.

There has been limited contact with organizations that assist PWD and PWTD due to various factors to include federal government wide
hiring freeze. HR will continue to engage with the organizations once the hiring freeze is lifted.

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among the new hiresin the
permanent workforce? If "yes", describe the trigger(s) below.

a New Hiresfor Permanent Workforce (PWD) Answer: No
b. New Hires for Permanent Workforce (PWTD) Answer: No
Reportable Disability | Reportable Disability Targeted Disability
Permanent Temporary Targeted Disability Temporary
Total Workforce Workforce Permanent Workforce Workforce
New Hires (Number) (Per centage) (Per centage) (Per centage) (Per centage)
% of Total Applicants 0 0.00 0.00 0.00 0.00
% of Qualified Applicants 0 0.00 0.00 0.00 0.00
% of New Hires 4267 141 7.10 0.23 1.87
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2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires for any of the mission-
critical occupations (MCO)? If "yes", please describe the triggers below. Select "n/a" if the applicant dataiis not available for your agency, and

describe your plan to provide the datain the text box.

a. New Hiresfor MCO (PWD)
b. New Hiresfor MCO (PWTD)

Answer: No

Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for its mission-critical-occupations (M CO) due to ongoing staffing

challenges.

New Hiresto Mission-Critical Occupations
Numerical Goal
0025 PARK RANGER
0083 POLICE
0085 SECURITY GUARD
0110 ECONOMIST
0201 HUMAN RESOURCES MANAGEMENT
0303 MISCELLANEOUS CLERK AND ASSISTANT
0401 GENERAL NATURAL RESOURCES MANAGEMENT
0404 BIOLOGICAL SCIENCE TECHNICIAN
0802 ENGINEERING TECHNICAL
0810 CIVIL ENGINEERING
1102 CONTRACTING
1315 HYDROLOGY
1350 GEOLOGY
2151 DISPATCHING
2210 INFORMATION TECHNOLOGY MANAGEMENT
3502 LABORING

4749 MAINTENANCE MECHANIC

Total
(Number

153

37

18
36
20

30

29
14
10

117

Reportable Disability

)

New Hires
(Per centage)

12%
8.50
2.70
0.00
0.00
33.33
22.22
15.00
10.00
0.00
0.00
25.00
0.00
0.00
6.90
21.43
30.00

13.68

Targetable Di
New Hir

sability
es

(Per centage)

2%

261

0.00

0.00

0.00

0.00

5.56

0.00

0.00

0.00

0.00

12.50

0.00

0.00

0.00

0.00

0.00

2.56

3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the qualified internal applicants for any
of the mission-critical occupations (MCO)? If "yes", please describe the triggers below. Select "n/a" if the applicant datais not available for
your agency, and describe your plan to provide the data in the text box. Select "n/a" if the applicant datais not available for your agency, and

describe your plan to provide the datain the text box.

a Qualified Applicants for MCO (PWD)

b. Qualified Applicants for MCO (PWTD)

Answer: N/A
Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for its mission-critical-occupations (M CO) due to ongoing staffing

challenges.

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among employees promoted to any of the
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mission- critical occupations (MCO)? If "yes', please describe the triggers below. Select "n/a" if the applicant datais not available for your
agency, and describe your plan to provide the datain the text box.

a. Promotions for MCO (PWD) Answer: N/A
b. Promotions for MCO (PWTD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for its mission-critical-occupations (M CO) due to ongoing staffing
challenges.
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Section V: Plan to Ensure Advancement Opportunities for Employees with
Disabilities

Pursuant to 29 C.F.R. 81614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities for employees with disabilities. Such
activities might include specialized training and mentoring programs, career development opportunities, awards programs, promotions, and similar

programs that address advancement. In this section, agencies should identify, and provide data on programs designed to ensure advancement
opportunities for employees with disabilities.

A. ADVANCEMENT PROGRAM PLAN

Describe the agency's plan to ensure PWD, including PWTD, have sufficient opportunities for advancement.

Per departmental policy, all permanent employees must complete an annual Individual Development Plan (IDP). Supervisors are encouraged
to utilize this tool as an opportunity for each employee to have direct input into identifying training needs and developmental goalsand in
determining how those needs and goals can be met. The IDP may include any type of training or development activity that is applicable or
relevant to the employee's current position duties or career development. All service-wide career development opportunities are
communicated to the entire NPS workforce through all available channels to ensure maximum reach. A combination of SharePoint
announcements, al-employee memos, emails, newsl etters are distributed through a combination of direct communications and through
regional Employee Development Officers.

B. CAREER DEVELOPMENT OPPORTUNITIES
1. Please describe the career development opportunities that the agency provides to its employees.

National Park Service provides career development opportunities to its employees through the following programs. New Superintendent
Academy, NPS Supervisory Foundations, Kennedy Fellows, NPS Fundamentals Program, The Federal Employee Law Training Group,
Federal Executive Institute, Leadership for a Democratic Society, and Operational Leadership Train-the-training. National Park Service also
offerstechnical training courses such as: Introduction to the Archeological Resources Protection Act, Introduction to Section 106 of the
Historic Preservation Act, Advanced Section 106, Preservation and treatment of Park Cultural Resources, Interdisciplinary Resource
Protection and Law, Fundamentals of Museum Management, Physical Security, Swiftwater Rescue, Special Use Permits, Applying datato
designing visitor experiences, Historic Weapons Certification Course, Forging Connections through Audience-centered experiences,
Education summit, Current trendsin Visitor Experience Market data, Building VVolunteer Program Management skills, and Project
Management.

2. Inthetable below, please provide the data for career devel opment opportunities that require competition and/or supervisory recommendation/
approval to participate.

Total Total
Participants Participants PWD PWD PWTD PWTD
Career Development Applicants Selectees Applicants Selectees Applicants Selectees

Opportunities (Per centage) (Per centage) (Per centage) (Per centage) (Per centage) (Per centage)
Fellowship Programs 3 2 0 0 0 0
Internship Programs 0 0 0 0 0 0
Mentoring Programs 0 0 0 0 0 0
Coaching Programs 0 0 0 0 0 0
Detail Programs 0 0 0 0 0 0
Other Career Development 0 0 0 0 0 0
Programs
Training Programs 423 423 0 0 0 0

3. Dotriggers exist for PWD among the applicants and/or selectees for any of the career development programs? (The appropriate benchmarks
are the relevant applicant pool for the applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in the text box. Select "n/
a" if the applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. Applicants (PWD) Answer: No
b. Selections (PWD) Answer: No
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4. Dotriggersexist for PWTD among the applicants and/or selectees for any of the career development programs? (The appropriate benchmarks
are the relevant applicant pool for the applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in the text box. Select "n/
a" if the applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. Applicants (PWTD)

b. Selections (PWTD)

C. AWARDS

Answer: No

Answer: No

1. Using the inclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for any level of the time-off
awards, bonuses, or other incentives? If "yes", please describe the trigger(s) in the text box.

a. Awards, Bonuses, & Incentives (PWD)
b. Awards, Bonuses, & Incentives (PWTD)

Answer: Yes

Answer: Yes

PWD: Triggersexist for the following: Time off awards 1-10 hours, Time off awards 11-20 hours, Time off awards 21-30 hours

PWTD: Trigger exist for time off award 41 hours or more

Without
Reportable Reportable Without Targeted
Total Disability Disability Targeted Disability Disability
Time-Off Awards (Number) (Per centage) (Per centage) (Per centage) (Percentage)

Time-Off Awards 1 - 10 hours; Awards 2939.00 11.43 88.57 2.69 97.31
Given

Time-Off Awards 1 - 10 Hours. Total 20012.00 11.15 88.85 2.68 97.32
Hours

Time-Off Awards 1 - 10 Hours: Average 6.81 6.64 6.83 6.80 6.81
Hours

Time-Off Awards 11 - 20 hours; Awards 2590.00 7.88 92.12 2.01 97.99
Given

Time-Off Awards 11 - 20 Hours: Total 38382.00 8.62 91.38 2.19 97.81
Hours

Time-Off Awards 11 - 20 Hours: Average 14.82 16.22 14.70 16.19 14.79
Hours

Time-Off Awards 21 - 30 hours. Awards 1597.00 10.83 89.17 2.88 97.12
Given

Time-Off Awards 21 - 30 Hours: Total 41204.00 10.76 89.24 2.90 97.10
Hours

Time-Off Awards 21 - 30 Hours: Average 25.80 25.62 25.82 26.00 25.80
Hours

Time-Off Awards 31 - 40 hours; Awards 1807.00 11.46 88.54 2.99 97.01
Given

Time-Off Awards 31 - 40 Hours: Total 67563.00 11.48 88.52 297 97.03
Hours

Time-Off Awards 31 - 40 Hours: Average 37.39 37.48 37.38 37.20 37.40
Hours

Time-Off Awards 41 or more Hours: 7.00 14.29 85.71 0.00 100.00
Awards Given

Time-Off Awards 41 or more Hours: Total 404.00 11.63 88.37 0.00 100.00
Hours

Time-Off Awards 41 or more Hours: 57.71 47.00 59.50 0.00 57.71

Average Hours
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Without
Reportable Reportable Without Targeted
Total Disability Disability Targeted Disability Disability
Cash Awards (Number) (Per centage) (Per centage) (Per centage) (Per centage)
Cash Awards $500 and Under: 1677.00 12.64 87.36 3.40 96.60
Awards Given
Cash Awards $500 and Under: Total 675129.00 12.56 87.44 3.36 96.64
Amount
Cash Awards $500 and Under: 402.58 399.92 402.97 397.88 402.75
Average Amount
Cash Awards: $501 - $999: Awards 2335.00 13.02 86.98 3.13 96.87
Given
Cash Awards: $501 - $999: Total 1836383.00 12.80 87.20 3.07 96.93
Amount
Cash Awards: $501 - $999: Average 786.46 773.47 788.40 771.78 786.93
Amount
Cash Awards: $1000 - $1999: 6383.00 10.62 89.38 222 97.78
Awards Given
Cash Awards: $1000 - $1999: Total 9017237.00 10.49 89.51 221 97.79
Amount
Cash Awards: $1000 - $1999: 1412.70 1395.28 1414.77 1400.86 1412.97
Average Amount
Cash Awards: $2000 - $2999: 3451.00 11.19 88.81 2.29 97.71
Awards Given
Cash Awards: $2000 - $2999: Total 8215787.00 11.07 88.93 2.29 97.71
Amount
Cash Awards: $2000 - $2999: 2380.70 2355.68 2383.85 2384.06 2380.62
Average Amount
Cash Awards: $3000 - $3999: 1932.00 8.13 91.87 1.40 98.60
Awards Given
Cash Awards: $3000 - $3999: Total 6401662.00 8.10 91.90 1.39 98.61
Amount
Cash Awards: $3000 - $3999: 3313.49 3304.72 3314.27 3298.70 3313.70
Average Amount
Cash Awards: $4000 - $4999: 746.00 6.97 93.03 1.07 98.93
Awards Given
Cash Awards: $4000 - $4999: Total 3310974.00 7.02 92.98 112 98.88
Amount
Cash Awards: $4000 - $4999: 4438.30 4467.81 4436.09 4626.88 4436.26
Average Amount
Cash Awards: $5000 or more: 565.00 7.79 92.21 1.06 98.94
Awards Given
Cash Awards: $5000 or more: Total 4161057.00 6.25 93.75 0.83 99.17
Amount
Cash Awards: $5000 or more: 7364.70 5913.91 7487.23 5722.67 7382.33

Average Amount

2. Using theinclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for quality step increases or
performance- based pay increases? If "yes', describe the trigger(s) below.

a. Awards, Bonuses, & Incentives (PWTD)

b. Pay Increases (PWTD)

Answer: Yes
Answer: Yes
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PWD: Trigger exist for the following: Quality Step Increase and performance based pay increase
PWTD: Trigger exist for Performance based pay increase

Without
Reportable Reportable Without Targeted
Total Disability Disability Targeted Disability Disability
Other Awards (Number) (Percentage) (Per centage) (Per centage) (Percentage)
Total Performance Based Pay Increases 27.00 3.70 96.30 0.00 100.00

Awarded

3. If the agency has other types of employee recognition programs, are PWD and/or PWTD recognized disproportionately less than employees
without disabilities? (The appropriate benchmark isthe inclusion rate.) If "yes"’, describe the employee recognition program and relevant data
in the text box.

a. Other Types of Recognition (PWD) Answer: No
b. Other Types of Recognition (PWTD) Answer: No

D. PROMOTIONS

1. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotions to the senior grade
levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for
selectees.) For non-GS pay plans, please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box. Select "n/a"
if the applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a SES
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A
b. Grade GS-15
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A
c. Grade GS-14
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A
d. Grade GS-13
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.

2. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions to the senior grade
levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for
selectees.) For non-GS pay plans, please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box. Select "n/a"
if the applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a SES
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A
b. Grade GS-15
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i. Qualified Internal Applicants (PWTD) Answer: N/A

ii. Internal Selections (PWTD) Answer: N/A
c. Grade GS-14

i. Qualified Internal Applicants (PWTD) Answer: N/A

ii. Internal Selections (PWTD) Answer: N/A
d. Grade GS-13

i. Qualified Internal Applicants (PWTD) Answer: N/A

ii. Internal Selections (PWTD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool datafor analysis due to ongoing staffing challenges.

3. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the new hires to the senior grade
levels? For non-GS pay plans, please use the approximate senior grade levels. If "yes', describe the trigger(s) in the text box. Select "n/a" if
the applicant data is not available for your agency, and describe your plan to provide the datain the text box.

a. New Hiresto SES (PWD) Answer: N/A
b. New Hiresto GS-15 (PWD) Answer: N/A
c. New Hiresto GS-14 (PWD) Answer: N/A
d. New Hiresto GS-13 (PWD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.

4. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the new hires to the senior
grade levels? For non-GS pay plans, please use the approximate senior grade levels. If "yes', describe the trigger(s) in the text box. Select "n/
a" if the applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a New Hiresto SES (PWTD) Answer: N/A
b. New Hiresto GS-15 (PWTD) Answer: N/A
¢. New Hiresto GS-14 (PWTD) Answer: N/A
d. New Hiresto GS-13 (PWTD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.

5. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotions to supervisory
positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for
selectees.) If "yes', describe the trigger(s) in the text box. Select "n/a" if the applicant datais not available for your agency, and describe your
plan to provide the data in the text box.

a Executives
i. Qualified Internal Applicants (PWD) Answer: N/A
ii. Internal Selections (PWD) Answer: N/A
b. Managers
i. Qualified Internal Applicants (PWD) Answer: N/A
ii. Internal Selections (PWD) Answer: N/A

C. Supervisors
i. Qualified Internal Applicants (PWD) Answer: N/A
ii. Internal Selections (PWD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.
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6. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions to supervisory
positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for

selectees.) If "yes', describe the trigger(s) in the text box. Select "n/a" if the applicant datais not available for your agency, and describe your
plan to provide the datain the text box.

a Executives
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A
b. Managers
i. Qualified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A

C. Supervisors
i. Quaified Internal Applicants (PWTD) Answer: N/A
ii. Internal Selections (PWTD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.

7. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the selectees for new hires to
supervisory positions? If "yes', describe the trigger(s) in the text box. Select "n/a" if the applicant datais not available for your agency, and
describe your plan to provide the datain the text box.

a. New Hiresfor Executives (PWD) Answer: N/A
b. New Hiresfor Managers (PWD) Answer: N/A
c. New Hiresfor Supervisors (PWD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.

8. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the selectees for new hiresto
supervisory positions? If "yes', describe the trigger(s) in the text box. Select "n/a" if the applicant datais not available for your agency, and
describe your plan to provide the data in the text box.

a. New Hiresfor Executives (PWTD) Answer: N/A
b. New Hiresfor Managers (PWTD) Answer: N/A
¢. New Hiresfor Supervisors (PWTD) Answer: N/A

NPS was unable to retrieve necessary qualified applicant pool data for analysis due to ongoing staffing challenges.
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Section VI: Plan to Improve Retention of Personswith Disabilities

To be model employer for persons with disabilities, agencies must have policies and programs in place to retain employees with disabilities. In this
section, agencies should: (1) analyze workforce separation data to identify barriers retaining employees with disabilities; (2) describe efforts to ensure
accessihility of technology and facilities; and (3) provide information on the reasonable accommodation program and workplace assistance services.

A.VOLUNTARY AND INVOLUNTARY SEPARATIONS

1. Inthisreporting period, did the agency convert all eligible Schedule A employees with a disability into the competitive service after two years
of satisfactory service (5 C.F.R. § 213.3102(u)(6)(i))? If "no", please explain why the agency did not convert al eligible Schedule A
employees.

Answer: Yes

2. Using theinclusion rate as the benchmark, did the percentage of PWD among voluntary and involuntary separations exceed that of persons
without disabilities? If "yes', describe the trigger below.

aVoluntary Separations (PWD) Answer: No
b.Involuntary Separations (PWD) Answer: No
Reportable Without Reportable

Total Disabilities Disabilities
Separ ations (Number) (Per centage) (Per centage)
Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 62 0.94 0.27
Permanent Workforce: Resignation 970 7.85 5.03
Permanent Workforce: Retirement 881 525 4.79
Permanent Workforce: Other Separations 1781 16.63 8.97
Permanent Workforce: Total Separations 3694 30.67 19.06

3. Using theinclusion rate as the benchmark, did the percentage of PWTD among voluntary and involuntary separations exceed that of persons
without targeted disabilities? If "yes", describe the trigger(s) in the text box.

aVoluntary Separations (PWTD) Answer: No
b.Involuntary Separations (PWTD) Answer: No
Targeted Without
Total Disabilities Targeted Disabilities
Separations (Number) (Percentage) (Per centage)

Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 62 0.42 0.34
Permanent Workforce: Resignation 970 7.58 5.27
Permanent Workforce: Retirement 881 421 4.85
Permanent Workforce: Other Separations 1781 14.95 9.64
Permanent Workforce: Total Separations 3694 27.16 20.10

4. If atrigger existsinvolving the separation rate of PWD and/or PWTD, please explain why they left the agency using exit interview results and
other data sources.

N/A

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES
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Pursuant to 29 CFR §1614.203(d)(4), federal agencies are required to inform applicants and employees of their rights under Section 508 of the
Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the accessibility of agency technology, and the Architectural Barriers Act of 1968 (42
U.S.C. 8§ 4151-4157), concerning the accessibility of agency facilities. In addition, agencies are required to inform individuals where to file complaints
if other agencies are responsible for aviolation.

1. Please provide the internet address on the agency's public website for its notice explaining employees and applicants rights under Section 508 ¢
the Rehabilitation Act, including a description of how to file acomplaint.

https.//www.nps.gov/aboutus/accessibility.htm

2. Please provide the internet address on the agency's public website for its notice explaining employees and applicants' rights under the
Architectural Barriers Act, including a description of how to file a complaint.

https.//www.nps.gov/aboutus/accessibility.htm

3. Describe any programs, policies, or practices that the agency has undertaken, or plans on undertaking over the next fiscal year, designed to
improve accessibility of agency facilities and/or technology.

NPS routinely scans and removes inaccessible PDF and audio-video content from NPS.gov website. NPS L&D requires all content added to
DOI Talent meet section 508 requirements. Section 508 reguirements are considered whenever employees request new software be added to
approved software list.

C. REASONABLE ACCOMMODATION PROGRAM

Pursuant to 29 C.F.R. § 1614.203(d)(3), agencies must adopt, post on their public website, and make available to al job applicants and employees,
reasonable accommodation procedures.

1. Please provide the average time frame for processing initial requests for reasonable accommodations during the reporting period. (Please do not
include previously approved requests with repetitive accommodations, such as interpreting services.)

The average time frame from receiving a request for accommodation to adecision is 30 to 45 days. Thisislargely due to management
requesting supporting medical documentation and ensuring the employee has 15 calendar days to provide requested documentation.
Management has 15 business days to make a decision.

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency's reasonable accommodation program. Some
examples of an effective program include timely processing requests, timely providing approved accommodations, conducting training for
managers and supervisors, and monitoring accommodation requests for trends.

PB 21-03 implements timelines and process for each party involved in the RA process effectively allowing for management to understand
their roles and responsibilities. RA requests are processed by a dedicated service wide RA team comprised of 3 employee relations (ER)/
labor relations (LR) specialists. The core policies regarding RA requests and management responsibilities remain unchanged, the new model
introduced several significant process improvements and enhanced expertise and efficiency.

D. PERSONAL ASSISTANCE SERVICESALLOWING EMPLOYEESTO PARTICIPATE IN THE
WORKPLACE

Pursuant to 29 CFR §1614.203(d)(5), federal agencies, as an aspect of affirmative action, are required to provide personal assistance services (PAS) to
employees who need them because of atargeted disability, unless doing so would impose an undue hardship on the agency.

1. Describe the effectiveness of the policies, procedures, or practices to implement the PAS requirement. Some examples of an effective program
include timely processing requests for PAS, timely providing approved services, conducting training for managers and supervisors, and
monitoring PAS reguests for trends.

NPS follows departmental policy related to PAS, asal training for supervisors and managers is aligned according to policy. Regarding the
department's new RA policy that isfollowed by NPS. There are also new and refreshed content and resources regarding PAS.
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Section VII: EEO Complaint and Findings Data

A.EEO COMPLAINT DATA INVOLVING HARASSMENT

1. During the last fiscal year, did a higher percentage of PWD file aformal EEO complaint alleging harassment, as compared to the
governmentwide average?

Answer: No

2. During thelast fiscal year, did any complaints alleging harassment based on disability status result in afinding of discrimination or a settlement
agreement?

Answer: Yes

3. If the agency had one or more findings of discrimination alleging harassment based on disability status during the last fiscal year, please describ
the corrective measures taken by the agency.

N/A

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

1. During the last fiscal year, did a higher percentage of PWD file aformal EEO complaint aleging failure to provide a reasonable accommodatior
as compared to the government-wide average?

Answer: No

2. During the last fiscal year, did any complaints alleging failure to provide reasonable accommodation result in afinding of discrimination or a
settlement agreement?

Answer: Yes

3. If the agency had one or more findings of discrimination involving the failure to provide a reasonable accommodation during the last fiscal year
please describe the corrective measures taken by the agency.

There were 8 discrimination complaints filed and 4 complaints were resolved through a settlement agreement.
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Section VI1I1: Identification and Removal of Barriers

Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure, or practice may be impeding the
employment opportunities of a protected EEO group.

1. Hasthe agency identified any barriers (policies, procedures, and/or practices) that affect employment opportunities for PWD and/or PWTD?

Answer: No

2. Hasthe agency established a plan to correct the barrier(s) involving PWD and/or PWTD?
Answer: N/A

3. ldentify each trigger and plan to remove the barrier(s), including the identified barrier(s), objective(s), responsible officia(s), planned
activities, and, where applicable, accomplishments

4. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities. Provide a succinct statement of the
agency policy, procedure or practice that has been determined to be the barrier of the undesired condition.

During this reporting period, the EEO office lost 60 Percent of the staff which hindered the ability to conduct a comprehensive barrier

analysis and complete planned activities. The office will continue its efforts for securing the necessary funding and staffing to conduct a
comprehensive barrier analysis and complete planned activities.

5. For the planned activities that were completed, please describe the actual impact of those activities toward eliminating the barrier(s).
At present, NPS conducted workforce analysis pertaining to PWD and PWTD by examining occupational categories and grade levels. While

we accomplished some level of barrier analysis, it was not a holistic review of the employment life cycle for PWD and PWTD. NPS will
follow up with the results of analysis as appropriate during the next reporting cycle.

6. If the planned activities did not correct the trigger(s) and/or barrier(s), please describe how the agency intends to improve the plan for the next
fiscal year.

NPS will follow up regarding the planned activities and outcomes during the next reporting period. Thisis contingent upon resources,
staffing, and departmental guidance based on directives and executive orders.
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