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

DOI Office of Surfacing Mining, Reclamation and Enforcement - 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: No

* 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: No
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 238 42 17.65 17 7.14
Grades GS-1 to GS-10 19 4 21.05 2 10.53

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

OSM’s numerical goalsfor PWD and PWTD are communicated to managers and HR staff through MD-715 workforce briefings, leadership
updates, and discussions during vacancy planning and recruitment meetings. HR and EEO share disability representation data and the 12

Percent/2 Percent benchmarks with supervisors so they understand how disability hiring authorities and outreach strategies support these
goals.
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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.

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.

Total
Total Full Total Part Collateral Responsible Official
Disability Program Task Time Time Duty (Name, Title, Office Email)

Section 508 Compliance 0 0 0 Vacant
Special Emphasis Program for PWD and PWTD 1 0 0 DivyaHazel

EEO Specialist

divya_hazel @ios.doi.gov
Architectural Barriers Act Compliance 1 0 0 Hillary Smith

Division Manager

hsmith@osmre.gov
Processing applications from PWD and PWTD 1 0 0 Nicholas Rice

Human Capital Officer

nicholas_rice@ios.doi.gov
Answering questions from the public about hiring 0 0 1 Aron Kebrab
authorities that take disability into account Human Resources Specialist

aron_kebrab@ios.doi.gov
Processing reasonable accommaodation requests from 1 0 0 Paris Henderson
applicants and employees Management & Program Analyst

paris_henderson@ios.doi.gov

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: No

While formal, targeted training specifically for disability program staff was not provided during the FY 2025 reporting period, OSM
recognizes the importance of strengthening this area. For the upcoming year, the agency plans to work with DOI/OCR and HR to identify
and participate in training focused on reasonable accommodation case management, MD-715 requirements, Section 501/508 obligations, and
barrier analysis. These efforts are intended to enhance the knowledge and capacity of the Disability Program Manager, RA Coordinator, and
related staff so they can continue to support applicants and employees with disabilities effectively.

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
While OSM did not have a discrete, stand-alone budget line labeled “ disability program” during the reporting period, resources for
reasonable accommodations, assistive technology, and related accessibility needs were supported through existing program, HR, and IT

budgets. Going forward, the agency plans to work with leadership and budget offices to better identify and track funds dedicated to the
disability program to ensure that all aspects of the program have sufficient resources and support.
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Section |11: Program Deficiencies In The Disability Program

Program name 1

Description of Program Deficiency

Objective

Fiscal Year

Responsible Official Name
Responsible Official Name
Responsible Official Name
Responsible Official Title
Responsible Official Title
Responsible Official Title

D.4.a

Does the agency post its affirmative action plan on its public website? [see 29 CFR §1614.203(d)(4)]
If yes, please provide the internet address in the comments.

Post the affirmative action plan on the OSM public website.
2025

LarishaY. Warner

Raphael Evans

Shayan H. Modarres

Deputy Director, Office of Civil Rights

EEO Specialist

Public Affairs Specialist
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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.
OSM utilized the Workforce Recruitment Program (WRP) to identify job applicants with disabilities, including those with targeted
disabilities, and to connect hiring managers with a pipeline of pre-screened candidates.

2. Pursuant to 29 C.F.R. 81614.203(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.

OSM utilizes Schedule A and other disability-related hiring authorities to recruit individuals with disabilities and targeted disabilities for
positions in the permanent workforce, in coordination with the Office of Human Capital.

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)
determinesiif 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.

OSM determines eligibility based on the qualifications and specialized experience outlined in the vacancy announcement and the
documentation submitted by the applicant. When an applicant with a disability isidentified as eligible under Schedule A, HR forwards the
application to the hiring official on a certificate of eligibles with an explanation of how and when the individual may be appointed under that
authority.

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
Training on the use of Schedule A and other disability-related hiring authorities has been provided to hiring managers. The training includes

guidance on eligibility, required documentation, and appointment procedures, and is typically offered at least annually and as part of
onboarding for new supervisors and managers.

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.

OSM works through the Department of the Interior and the Office of Human Capital to maintain contacts with organizations that assist
individuals with disabilities, including those with targeted disabilities, in securing and maintaining employment. Vacancy announcements
and information about federal careers are shared through programs such as the Workforce Recruitment Program and other disability-focused
outreach channels, and staff participate in virtual and in-person events coordinated with these partners to connect qualified applicants with

OSM opportunities.

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 Hires for Permanent Workforce (PWD) Answer: No
b. New Hires for Permanent Workforce (PWTD) Answer: No
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Reportable Disability = Reportable Disability Targeted Disability
Per manent Temporary Targeted Disability Temporary
Total Workforce Workforce Permanent Workforce Workforce
New Hires (Number) (Percentage) (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 11 27.27 0.00 0.00 0.00

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 datais not available for your agency, and

describe your plan to provide the data in the text box.

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

New Hiresto Mission-Critical Occupations
Numerical Goal
0301 MISCELLANEOUS ADMINISTRATION AND PROGRAM
0340 PROGRAM MANAGEMENT
0343 MANAGEMENT AND PROGRAM ANALYSIS
0501 FINANCIAL ADMINISTRATION AND PROGRAM
0510 ACCOUNTING

2210 INFORMATION TECHNOLOGY MANAGEMENT

Answer: No

Answer: No

Total
(Number)

Reportable Disability

New Hires
(Per centage)

12%
0.00
0.00
66.67
50.00
0.00

0.00

Targetable Disability
New Hires
(Per centage)

2%

0.00

0.00

0.00

0.00

0.00

0.00

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 data in the text box.

a. Qualified Applicantsfor MCO (PWD)
b. Qualified Applicants for MCO (PWTD)

Answer: No

Answer: No

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among employees promoted to 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 datain the text box.

a Promoations for MCO (PWD)
b. Promations for MCO (PWTD)

Answer: No

Answer: No
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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.

OSM uses its broader career development and talent management framework to support advancement opportunities for all employees,
including persons with disabilities (PWD) and persons with targeted disabilities (PWTD). Employees may work with their supervisors to
develop Individual Development Plans (IDPs), pursue training and details aligned with their career goals, and compete for higher-graded
positions as they become available. Reasonable accommodations are provided, as needed, so that employees with disabilities can fully
participate in training, mentoring, and developmental assignments. OSM will continue to use MD-715 workforce data and feedback from
employees to identify any gaps in advancement opportunities for PWD and PWTD and to inform future strategies to strengthen equitable
career growth.

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

OSM provides career development opportunities to employees primarily through the DOI Talent Pool, which offers awide range of online
and instructor-led training courses focused on professional development, leadership, and technical skills. These resources are accessible to
all employees, including employees with disabilities, and support continuous learning and career growth. Additionally, the agency offers
external training opportunities and courses, contingent upon budget availability. When funding permits, employees may pursue specialized
training or certifications aligned with their career goals and agency mission needs. While the hiring and personnel actions freeze during the
reporting period may have limited some development activities, the agency remains committed to supporting employee advancement and
will continue to leverage available resources to promote career growth.

2. Inthetable below, please provide the data for career development 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 (Percentage) (Per centage) (Percentage) (Per centage) (Per centage) (Percentage)
Internship Programs 0 0 0 0 0 0
Fellowship 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
Mentoring Programs 0 0 0
Coaching Programs
Training Programs 0 0 0 0 0 0

3. Dotriggersexist 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

4. Dotriggers exist 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/
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a' if the applicant datais not available for your agency, and describe your plan to provide the data in the text box.

C. AWARDS

a Applicants (PWTD)
b. Selections (PWTD)

Answer: No
Answer: No

FY 2025

1. Using theinclusion 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) Answer: No
b. Awards, Bonuses, & Incentives (PWTD) Answer: No
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 38.00 15.79 84.21 7.89 92.11
Given

Time-Off Awards 1 - 10 Hours: Total 271.00 18.45 81.55 8.86 91.14
Hours

Time-Off Awards 1 - 10 Hours: Average 7.13 8.33 6.91 8.00 7.06
Hours

Time-Off Awards 11 - 20 hours; Awards 28.00 7.14 92.86 7.14 92.86
Given

Time-Off Awards 11 - 20 Hours: Total 520.00 7.69 92.31 7.69 92.31
Hours

Time-Off Awards 11 - 20 Hours: Average 18.57 20.00 18.46 20.00 18.46
Hours

Time-Off Awards 21 - 30 hours; Awards 48.00 27.08 72.92 4,17 95.83
Given

Time-Off Awards 21 - 30 Hours: Total 1183.00 26.97 73.03 4.06 95.94
Hours

Time-Off Awards 21 - 30 Hours: Average 24.65 2454 24.69 24.00 24.67
Hours

Time-Off Awards 31 - 40 hours. Awards 102.00 18.63 81.37 5.88 94.12
Given

Time-Off Awards 31 - 40 Hours: Total 3958.00 18.37 81.63 5.66 94.34
Hours

Time-Off Awards 31 - 40 Hours: Average 38.80 38.26 38.93 37.33 38.90
Hours

Time-Off Awards 41 or more Hours: 0.00 0.00 0.00 0.00 0.00
Awards Given

Time-Off Awards 41 or more Hours: Total 0.00 0.00 0.00 0.00 0.00
Hours

Time-Off Awards 41 or more Hours: 0.00 0.00 0.00 0.00 0.00

Average Hours
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FY 2025

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: 37.00 811 91.89 2.70 97.30
Awards Given
Cash Awards $500 and Under: Total 16557.00 8.00 92.00 3.02 96.98
Amount
Cash Awards $500 and Under: 447.49 441.33 448.03 500.00 446.03
Average Amount
Cash Awards: $501 - $999: Awards 37.00 16.22 83.78 5.41 94.59
Given
Cash Awards: $501 - $999: Total 29682.00 16.79 83.21 5.93 94.07
Amount
Cash Awards: $501 - $999: Average 802.22 830.83 796.68 879.50 797.80
Amount
Cash Awards: $1000 - $1999: 75.00 20.00 80.00 10.67 89.33
Awards Given
Cash Awards: $1000 - $1999: Total 107107.00 19.50 80.50 10.75 89.25
Amount
Cash Awards: $1000 - $1999: 1428.09 1392.40 1437.02 1439.38 1426.75
Average Amount
Cash Awards: $2000 - $2999: 86.00 17.44 82.56 5.81 94.19
Awards Given
Cash Awards: $2000 - $2999: Total 220338.00 17.07 82.93 5.66 94.34
Amount
Cash Awards: $2000 - $2999: 2562.07 2506.93 2573.72 2496.40 2566.12
Average Amount
Cash Awards: $3000 - $3999: 87.00 14.94 85.06 5.75 94.25
Awards Given
Cash Awards: $3000 - $3999: Total 293513.00 14.62 85.38 5.59 94.41
Amount
Cash Awards: $3000 - $3999: 3373.71 3301.77 3386.35 3283.00 3379.24
Average Amount
Cash Awards: $4000 - $4999: 31.00 22.58 7742 9.68 90.32
Awards Given
Cash Awards: $4000 - $4999: Total 134572.00 23.07 76.93 10.45 89.56
Amount
Cash Awards: $4000 - $4999: 4341.03 4435.14 4313.58 4685.33 4304.14
Average Amount
Cash Awards: $5000 or more: 52.00 9.62 90.38 5.77 94.23
Awards Given
Cash Awards: $5000 or more: Total 499864.00 6.80 93.20 3.88 96.12
Amount
Cash Awards: $5000 or more: 9612.77 6802.00 9911.79 6471.67 9805.08
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: No
Answer: No
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Without
Reportable Reportable Without Targeted
Total Disability Disability Targeted Disability Disability
Other Awards (Number) (Per centage) (Per centage) (Per centage) (Percentage)
Total Performance Based Pay Increases 7.00 0.00 100.00 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 is the 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: No
ii. Internal Selections (PWTD) Answer: No
b. Grade GS-15
i. Qualified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No
c. Grade GS-14
i. Qualified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No
d. Grade GS-13
i. Qualified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No

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 data in the text box.

a SES
i. Qualified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No
b. Grade GS-15
i. Qualified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No
c. Grade GS-14
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i. Qualified Internal Applicants (PWTD) Answer: No

ii. Internal Selections (PWTD) Answer: No
d. Grade GS-13

i. Qualified Internal Applicants (PWTD) Answer: No

ii. Internal Selections (PWTD) Answer: No

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 datais not available for your agency, and describe your plan to provide the datain the text box.

a New Hiresto SES (PWD) Answer: No
b. New Hiresto GS-15 (PWD) Answer: No
¢. New Hiresto GS-14 (PWD) Answer: No
d. New Hiresto GS-13 (PWD) Answer: No

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 data in the text box.

a New Hiresto SES (PWTD) Answer: No
b. New Hiresto GS-15 (PWTD) Answer: No
¢. New Hiresto GS-14 (PWTD) Answer: No
d. New Hiresto GS-13 (PWTD) Answer: No

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: No
ii. Internal Selections (PWD) Answer: No
b. Managers
i. Qualified Internal Applicants (PWD) Answer: No
ii. Internal Selections (PWD) Answer: No

C. Supervisors
i. Qualified Internal Applicants (PWD) Answer: No
ii. Internal Selections (PWD) Answer: No

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: No
ii. Internal Selections (PWTD) Answer: No
b. Managers
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i. Qualified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No

C. Supervisors
i. Quaified Internal Applicants (PWTD) Answer: No
ii. Internal Selections (PWTD) Answer: No

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: No
b. New Hiresfor Managers (PWD) Answer: No
¢. New Hires for Supervisors (PWD) Answer: No

8. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD 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 data in the text box.

a New Hiresfor Executives (PWTD) Answer: No
b. New Hires for Managers (PWTD) Answer: No
¢. New Hiresfor Supervisors (PWTD) Answer: No
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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: No

Conversions did not occur due to a personnel action freeze in effect during the reporting period.

2. Using the inclusion 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: Yes
b.Involuntary Separations (PWD) Answer: No

Voluntary Separations - Thereisatrigger identified for voluntary separations because the Inclusion rate for Persons with disabilitiesis
higher than the inclusion rate for Persons without Disabilities.

Inclusion rate for Pw/oD: 169 (total separations) — 37 (PwD separations) = 132

Inclusion rate: 37/46 (total # of PWDs) = 80.43 Percent

Benchmark inclusion rate: 132/218 (total # of Pw/oDs) = 60.55 Percent

Reportable Without Reportable

Total Disabilities Disabilities

Separ ations (Number) (Percentage) (Percentage)

Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 0 0.00 0.00
Permanent Workforce: Resignation 20 8.70 7.34
Permanent Workforce: Retirement 10 217 413
Permanent Workforce: Other Separations 135 65.22 48.17
Permanent Workforce: Total Separations 165 76.09 59.63

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 0 0.00 0.00
Permanent Workforce: Resignation 20 0.00 8.16
Permanent Workforce: Retirement 10 5.26 3.67
Permanent Workforce: Other Separations 135 36.84 52.24
Permanent Workforce: Total Separations 165 42.11 64.08
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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.

Exit survey/interview tools used during the reporting period did not capture disability statusin away that supports analysis of separation
rates for PWD/PWTD; therefore, sufficient data were not available to assess triggers. OSM will continue to use available separation data and
employee feedback channelsto identify and address retention issues impacting employees with disabilities.

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

Pursuant to 29 CFR §1614.203(d)(4), federal agencies are reguired 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.osmre.gov/laws-and-regul ations/accessi bility

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.

OSM dignswith DOI’s public-facing accessibility and Architectural Barriers Act (ABA) information and complaint guidance, available at:
https.//www.doi.gov/accessibility

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.

OSM continues to strengthen accessibility of technology and facilities through ongoing Section 508 compliance and accessibility practices,
including: maintaining a designated 508/accessibility point of contact; supporting accessible document and communication practices,
coordinating with I'T and program offices to assess, remediate, and prevent accessibility barriers; and addressing accessibility needs through
the reasonable accommodation process (including assistive technology when appropriate). OSM will continue coordinating with DOI/OS
and facility partners to identify and address facility accessibility needs consistent with ABA requirements and to ensure employees and
applicants have clear pathways to report accessibility concerns.

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 all 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.)

Average processing time: 15-30 calendar daysfor initial RA reguests; interim accommodations are implemented when additional timeis
needed.

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency's reasonabl e 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.

OSM’ s reasonable accommodation (RA) program demonstrated strong responsiveness and flexibility in FY 2025. Most requests were
processed within established timeframes, and interim accommodations were implemented when processing was delayed (including during
furlough-related impacts). Telework and remote work arrangements were among the most frequently used accommodations and were
tailored to individual medical needs while supporting mission requirements. Continued coordination among HR, IT, and Bureau of Safety
and Environmental Enforcement (BSEE) strengthened consistency in implementation and improved the overall customer experience for
employees and managers.

D. PERSONAL ASSISTANCE SERVICESALLOWING EMPLOYEESTO PARTICIPATE IN THE
WORKPLACE
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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 requests for trends.

Personal Assistance Services (PAS) were not requested or utilized during the FY 2025 reporting period, and no PAS requests were processed or
provided. OSM maintains procedures to ensure PAS can be implemented promptly when needed, including established steps for receiving and
processing reguests, coordinating with appropriate offices, identifying qualified service providers, and ensuring compliance with applicable
requirements. While no PAS-specific training was conducted during the reporting period, general disability and reasonable accommodation awareness
shared with managers and supervisors includes information on PAS availability and requirements. OSM remains prepared to respond promptly to any
future PAS requests and is committed to ensuring employees with targeted disabilities receive the support needed to fully participate in the workplace

and perform essential job functions.
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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: No

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.

In FY 2025, OSM had zero findings of discrimination alleging harassment based on disability status.

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: No

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.

In FY 2025, OSM had zero findings of discrimination involving the failure to provide aRA.

Page 15



DOI Office of Surfacing Mining, Reclamation and Enfor cement FY 2025

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

Source of the Trigger 1 (Workforce Data Table, Complaintsdata, FEV'S, or other sour ces)
Source Workforce Data (if so identify the table)

Specific Workforce Data Table Workforce Data Table - B1

Statement of Condition that wasa Trigger Persons with disability voluntary separated at higher rate than persons without disabilities.
for a Potential Barrier:

Provide a brief narrative describing the

condition at issue. How was the condition

recognized as a potential barrier?

Barrier Analysis Process Completed? N
Barrier(s) |dentified? N

Statement of | dentified Barrier:
Provide a succinct statement of the agency policy, procedure or practice that has been determined to be the barrier of the undesired condition.

Description of Policy, Procedure, or Practice

Objective(s) and Datesfor EEO Plan

Date I nitiated 12/30/2025

Target Date 09/30/2028

Sufficient Funding / Staffing? Yes

Date Modified

Date Completed

Objective Description Continue monitoring workforce indicators and complaint trends; conduct barrier anaysisif a

trigger isidentified in afuture reporting period.

Responsible Official(s)
N/A

Planned Activities Toward Completion of Objective
Target Date 12/02/2025

Planned Activities Validate FY 2025 disability-related indicators by reviewing MD-715 workforce tables and
Section 6 inputs (harassment and reasonable accommodation) to confirm no triggers were
identified; document results and retain supporting source documentation for the MD-715 record.

Sufficient Staffing & Funding? No
Modified Date
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Completion Date
Target Date
Planned Activities

Sufficient Staffing & Funding?
Modified Date

Completion Date

Target Date

Planned Activities

Sufficient Staffing & Funding?
M odified Date
Completion Date

Report of Accomplishments
Fiscal Year

Accomplishment

01/12/2026
12/16/2025

Coordinate with HR and the EEO Complaints Program to confirm FY 2025 disability-related
complaint totals and outcomes; if any trigger isidentified, initiate abarrier analysis and draft
corrective actions, responsible officials, and timelines for leadership review.

No

12/30/2025
12/30/2025

Finalize Section 7 documentation for MD-715 submission, including a summary of monitoring
steps completed and the process the agency will follow to conduct barrier analysis and
implement corrective actionsiif triggers arise in a future reporting period.

No

01/12/2026

2025

Implemented effective reasonable accommodation solutions (e.g., telework/remote work and
schedul e adjustments) to support employees with disabilities and maintain mission continuity.

Improved reasonable accommodation processing timeliness by using interim accommaodations
when needed and tracking cases to reduce delays.

Expanded use of flexible work schedules (e.g., maxiflex and hybrid schedules where applicable)
to address medical needs while meeting operational requirements.

Strengthened coordination with HR, 1T, and applicable program offices to improve consistency
in implementing reasonable accommodations.

Enhanced internal procedures and documentation (including templates/SOP updates as needed)
to support consistent case processing and better turnaround time.

Maintained disability representation above the 12% (PWD) and 2% (PWTD) benchmarks.

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.

Planned activities were not completed as originally scheduled due to competing mission priorities, limited staff capacity, and resource
constraints during the reporting period. In addition, periods of personnel action limitations/freezes and administrative processing delays
affected coordination, scheduling, and the ability to execute planned actions within the intended timeframes. Where delays occurred, the
agency implemented interim measures and adjusted target dates to maintain progress toward completion.

5. For the planned activities that were completed, please describe the actual impact of those activities toward eliminating the barrier(s).

Completed activities improved consistency, timeliness, and transparency in the agency’ s disability employment and reasonable
accommodation processes. More consistent procedures and stronger cross-office coordination (HR, 1T, and program offices) helped reduce
delays, clarify roles and expectations, and improve follow-through on implementation. Expanded use of effective accommodations (e.g.,
telework/remote work and flexible scheduling, when appropriate) supported retention and productivity and helped reduce barriers related to
workplace access, responsiveness, and continuity of support. Collectively, these actions strengthened the agency’ s capacity to prevent and
reduce barriers for PWD and PWTD by improving process reliability and employee access to needed workplace supports.

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.
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1. Improve RA status tracking: Standardize status categories and required documentation checkpoints, conduct routine case reviews, and
implement a consistent process for closing out interim/unknown cases to ensure timely finalization.

2. Strengthen interim RA management: Establish clearer interim accommodation timelines, required follow-up intervals, and escalation steps
when delays occur, including defined roles for HR/management and periodic status updates to the requester and supervisor (as appropriate).

3. Enhance cross-office coordination and data integration: Improve visibility of RA implementation by aligning tracking between program

offices and servicing partners (e.g., HR/IT), using shared reporting/metrics where feasible, and holding regular coordination touchpoints to
reduce delays and ensure consistent implementation.
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