Disabled Veterans Affirmative Action Program (DVAAP) Plan and
Certification

1. Agency |U.S. Department of the Interior 2. FY |2020

3. POC Name |Kelly Sewell, Human Capital Communications Specialis | 4. Phone ((202) 208-4781

5. A statement of the agency's policy with regard to the employment and advancement of
disabled veterans, especially those who are 30 percent or more disabled (Attach supporting
addendums if needed)

The Department of the Interior (DOI) is a decentralized organization that hires at the local level, often in remote
locations. Providing career opportunities to disabled Veterans showed that as part of an overall recruitment
strategy. Bureaus and Offices engage in a variety of initiatives to recruit and place disabled Veterans, especially
those who are 30 percent or more disabled, into internships and careers.

Notably, Interior's Bureaus and Offices have taken tremendous steps to increase outreach efforts to the military
community and Veterans' organizations and strengthen partnerships with state and local agencies/organizations
that support disabled Veterans. Interior's Bureaus and Offices are also engage with Operation
Warfighter/Wounded Warrior Programs and have established relationships with various Veterans Support
Organizations, such as, Paralyzed Veterans of America, Hiring Our Heroes, Veterans of Foreign Wars,
Veterans Benefits Center, Non-Paid Work Experience Program, Workforce Recruitment Program, along with
other organizations that service-disabled Veterans.

Interior is committed to achieving a more diverse workforce, which includes disabled Veterans. DOI Bureaus
and Offices are developing specific recruitment action plans that integrate non-competitive hiring flexibilities and
targeted recruitment, including recruitment and placement of disabled Veterans. Our Bureaus are becoming
more engaged with Veterans Hiring programs such as the Office of Personnel Management's (OPM)
Vets2Feds. Utilizing this program has been instrumental in recruitment and hiring of Veterans located in remote
areas and finding qualified disabled veterans for mission-critical positions. Collaborative relationships with
external organizations, such as the Department of Veterans Affairs Employment Services Office and Operation
Warfighter Transition Coordinators, Wounded Warriors and Women's Veterans Interactive (WVI) are
established to facilitate increased recruitment and placement of disabled Veterans in permanent positions. DOI
will continue its efforts to train hiring managers and supeivisors on various veterans hiring authorities as well as
recruit and hire disabled Veterans as part of its overall strategy to build an inclusive, highly qualified and diverse
workforce.

The Department also has a strong Veteran Employee Resource Group (ERG) and collaborates to strengthen
the ERG as a recruitment and employment multiplier towards acheiving veteran employment, development and
retention.

The Department of the Interior's goal is to acheive 25% veteran hiring for total hiring.

6. OPM DVAAP Manager Official Use Only: Did agency provide a policy outline in regards to the
employment and advancement of disabled veterans, especially those that are 30 percent or more disabled?

Yes Somewhat No
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7. An assessment of the current status of disabled veteran employment within the agency, with
emphasis on those veterans who are 30 percent or more disabled (Attach supporting
graphs/charts if needed)

8. Total # 76,170 9. # Of 13.226 10. # Of Disabled 5834 11. # Of 30% Or More

. 3,738
Employees Veterans Veterans Disabled Veterans

Overall changes:

As of September 30, 2019, DOI's overall workforce totaled 76,170 employees and included 13,226 Veterans
(17%). Of the Veterans employed, 2,096 (16%) are disabled veterans and 3,738 (28%) were 30% or more
disabled veterans.

New Hires:

Of the 14,937 new hires in FY 2019:

- 2,189 (15%) Veterans

- 998 (7%) Disabled Veterans

- 699 (5%) 30% or more Disabled Veterans

NOTE: New Hires (Permanent Workforce). It should be noted that the Department of the Interior is highly
successful hiring veterans for careers (permanent positions), as shown in the statistics below:

- DOI hired 3,159 permanent employees in FY 2019

- 951 (30%) were veterans

- 502 (16%) were Disabled Veterans

- 363 (11%) were 30% or more Disabled Veterans

Separations:
Of the 15,498 separations in FY 2019, 2,339 (15%) were Veterans.

Promotions:
Of the 8,471 promotions in FY 2019, 1,516 (18%) were Veterans.

12. OPM DVAAP Manager Official Use Only: Did agency provide an assessment of the current status of
disabled veterans, especially those that are 30 percent or more disabled?

Yes Somewhat No
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13. A description of recruiting methods which will be used to seek out disabled veteran
applicants, including special steps to be taken to recruit veterans who are 30 percent or more
disabled (Attach supporting addendums if needed)

Some of the recruitment methods DO1's Bureaus and Offices will use to seek Disabled Veterans and 30% or
more Disabled Veterans include:

- Continue to include Veterans outreach collaborations with the Department of Veterans Affairs (VA) and the
Department of Labor (DOL) to include a category entitled "Member of a Federally Recognized Tribe" in the
"ebenefits.gov" Veteran profile section for veterans to select and add to their profile;

- Participate in recruitment events at colleges with known large populations of Veterans with Indian
Preference and Native American Veterans events such as the VA Southwest Region Veterans Training Summit
and the Native American Veterans Association regional events/conference;

- Establish a network of Veterans and Individuals with Disabilities Coordinators in each State/Center Office.
These coordinators work in concert with the Bureau's National Office Program Lead, local Human Resources
(HR) representatives, and selecting officials to disseminate information to veterans groups regarding
employment opportunities within their respective locations;

- Provide presentations at the military Transition Assistance Programs (TAP) for exiting military personnel
and attending monthly VA Job Club events comprised of Veterans seeking employment;

- Construct a new Eligibility Questionnaire for use in the Monster Government Solutions Hiring Management
System to make it easier for applicants to apply for vacant positions utilizing appropriate hiring authorities, i.e.,
30% or more Disabled Veterans, providing opportunity for duel certification;

- Build and maintain relationships with Veterans Employment Representatives from agencies such as the
Workforce Recruitment Program (WRP), the Non-Paid Work Experience Program (NPWE)/Coming Home to
Work Program; Operation Warfighter Program (OWF); and Paralyzed Veterans of America (PVA);

- Convene a Military/Veteran Task Force with points of contacts from several program areas within the
Bureau to communicate with managers and HR professionals and aim at providing employment and volunteer
opportunities with veterans;

- Continue to educate and engage Human Resource (HR) professionals and hiring managers on the
USAJOBS Next Generation Resume Mining Tool and the Vets2Feds Program as alternatives to finding qualified
disabled Veterans for non-competitive consideration, outreach and help to expedite the hiring process;

- Utilize the pre-Recruitment Consultation process with hiring managers both ongoing and at the initiation of
recruitment action to educate and encourage utilization of special hiring flexibilities and authorities, including
30% or more disabled Veterans and Schedule A Authorities and to hire a talent pipeline through Student
Pathways programs and VA training programs;

- Continue to foster relationships with representatives from diverse hiring sources (i.e., DOL, Vocational
Rehabilitation Office, Office of Personnel Management (OPM), VA, etc.) to increase the applicant pool identified
for diversity programs (i.e., Disabled Veterans Center/Expansion of Petroleum Engineering Technician and
Cybersecurity/Information Technology Technician recruitment through OPM's Vets to Feds hiring initiative).

14. OPM DVAAP Manager Official Use Only: Did agency provide a description of recruiting methods that
they will use to seek out disabled veterans?

Yes Somewhat No

15. OPM DVAAP Manager Official Use Only: Did agency provide special steps that would be taken to recruit
30 percent or more disabled veterans?

Yes D Somewhat No
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16. A description of how the agency will provide or improve internal advancement opportunities
for disabled veterans (Attach supporting addendums if needed)

DOl's Bureaus plan to provide or improve internal advancement opportunities for disabled Veterans include:

- Develop and implement leadership programs (i.e., Emerging Leaders, the Leadership Academy through the
National Training Center and the Leadership Fundamentals Program), which builds competency in leadership,
customer service, business planning and resource management, equipping participants to lead people and/or
programs. These programs also prepare leaders for entry-level supervisory and leadership positions from grade
GS-07 - GS-11;

- Continue to hire a talent pipeline through Student Pathways Programs, VA training Programs and the
Vets2Feds Program to assist with filling mission critical occupations;

- Identify and eliminate barriers and ensure program policies and procedures for merit promotion, awards,
career ladder promotions, and training programs provide equal opportunity for the participation of all employees;

- Employ Special Emphasis Recruiters to leverage collaborative approaches, engage leadership and equip
potential disabled Veterans as candidates for successful recruitment and employment;

- Establish routine communications, i.e., quarterly newsletters for timely, useful and practical sharing of
information to all supervisors, internal intranet pages that capture tools to assist supervisors in recruitment
activities and provide information related to hiring disabled Veterans, and surveys sent to Veterans to obtain
objective views for more effective recruitment and retention of disabled Veterans;

- Continue to maintain relationships with the Computer/Electronic Accommodations Program (CAP) to
provide assistive technology and information, along with related devices and services to disabled Veterans;

- Provide education to employees on internal advancement opportunities, public speaking, and leadership
skills through brown bag sessions and Special Emphasis Program (SEP) training. The SEP utilizes available
resources to provide disability awareness training to increase managers and supervisors confidence in working
with and retaining a diverse workforce, including disabled veterans;

- Develop a framework for New Federal Supervisors Training which will include guidance on fostering and
promoting diversity and inclusion practices, in support of the bureaus' commitment to a diverse and inclusive
workplace and furthering the accomplishment of the bureaus' mission goals;

- Hiring managers can advertise opportunities for detail assisngments through the Department's Bison
Connect Intranet site, providing details and temporary assignments for developmental growth opportunities;

- Promote individual activities to include mentoring programs, which matches interested employees in
mentoring relationships that enhance self-awareness, personal growth, and professional engagement;

- Provide appropriate tools and information to assist supervisors in properly converting Veterans Recruitment
Appointment (VRA) appointees upon their 2 year anniversary;

- Utilize the formal mentoring program "Pathways to Excellence" to match interested employees in mentoring
relationships that enhance self-awareness, personal growth, and professional engagement;

- Implement a DOI-wide talent management system which is intended to incorporate the full spectrum
of competency linkage, learning management, employee development, Individual Development Plans (IDP),
performance management and other talent management areas leading to greater employee job satisfaction.

17. OPM DVAAP Manager Official Use Only: Did agency provide a description of how they will provide
internal advancement opportunities for disabled veterans?

Yes Somewhat No

18. OPM DVAAP Manager Official Use Only: If needed, is there a plan of how the agency will improve
internal advancement opportunities for disabled veterans?

Yes Somewhat No Not Needed
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19. A description of how the agency will inform its operating components and field installations,
on a regular basis, of their responsibilities for employing and advancing disabled veterans
(Attach supporting addendums if needed)

The various ways in which DOI's Bureaus will share information regarding responsibilities for employment and
advancement of disabled veterans include:

- Provide training and consultation to management, hiring officials, HR representatives, and Equal
Employment Opportunity (EEO) communities to educate, train and encourage utilization of veterans programs
and special hiring flexibilities and authorities, to include 30 percent or more disabled Veterans and Schedule A
Hiring Authorities;

- Acquire Veteran hiring data through the workforce dashboard. The dashboard captures Veterans on-board,
gains, losses, and internal data to allow management continuous monitoring of Veteran recruitment and
retention results;

- Establish Memorandum of Understanding between Veterans Employment Service Office, State and local
disabled Veterans partners promoting employment opportunities;

- Establish routine communications, i.e., quarterly newsletters for timely, useful and practical sharing of
information to all supervisors, internal intranet pages (i.e., Bison Connect) that capture tools to assist
supervisors in recruitment activities and provide information related to hiring disabled Veterans, and surveys
sent to Veterans to obtain objective views for more effective recruitment and retention of disabled Veterans;

- Conduct monthly Position Management Committee meetings to discuss position management oversight
and recruitment strategies, identifying opportunities for career ladder, student programs, or special appointment
authorities; and exploring the area of recruitment consideration for all candidates to include disabled veterans;

- Conduct apprenticeship programs and leadership mastery workshops to strengthen skills and
competencies of disabled veterans;

- Promote the Operation Warfighter, Wounded Warrior Program, and Non-Paid Work Experience Program to
agency hiring officials and HR representatives as an avenue to increase employment of disabled veterans and
their spouses;

- Utilize the Diversity Change Agent (DCA) Program to inform the workforce on inclusive diversity as it
relates to disabled veterans;

- Develop and provide informational tools i.e., fact sheets on various hiring authorities, frequently asked
guestions on noncompetitive appointment of Military Spouses of disabled veterans, and policy and procedures
to issue career service recognition crediting civilian and honorable military years of service when computing
eligibility for career service recognition;

- Educate, inform and engage hiring managers and HR representatives on various resources and creative
methods (i.e., Vets2Feds Program and Student Pathways Program) to recruit professional cybersecurity
positions to increase opportunities to appoint disabled Veterans in these hard to fill positions;

- Organize Process Action Teams to share program evaluation, best practices, lessons learned, and
accomplishments regarding increased employment of disabled Veterans;

- Create policy recognizing the Veterans Affinity Group as a formal Employee Organization to serve as a
sounding board around strategic diversity and inclusion matters and provide a support system that offers
disabled veterans a sense of community, camaradarie and connection to the organization.

20. OPM DVAAP Manager Official Use Only: Did agency provide a description on how they will inform their
operating components and field installations, on responsibilities such as the employment and advancement of
disabled veterans? (Not Applicable for agencies that do not have operating components or field installations)

Yes Somewhat No Not Applicable
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21. A description of how the agency will monitor, review, and evaluate its planned efforts,
including implementation at operating component and field installation levels during the period
covered by the plan (Attach supporting addendums if needed)

The following is a description of how DOI's Bureaus plan to monitor, review, and evaluate its efforts during the
period covered by the plan:

- Present a combination of statistical data, accountability reviews and other feedback mechanisms to monitor
and evaluate disabled Veterans Programs. Oversight is embedded in performance management at all levels of
the organization;

- Promote regular communications between HR representatives and EEO Managers regarding disabled
veterans' trend data, feedback, hiring practices and barrier analysis as a means to streamline across bureaus
by leveraging Veterans and Individuals with Disabilities special hiring authority liaisons;

- Perform workforce analyses, monitor and assess progress in meeting recruitment goals and determining
the effectiveness of established and accomplished action items for employment of disabled veterans;

- Evaluate compliance of the selection process through Accountability Reviews. Inconsistencies and/or
issues identified either during the formal review process or through other means - such as employee or
candidate contact will be investigated and discussed;

- Utilize additional tools such as performance plans for evaluating commitment to and measuring success
with recruitment, hiring, development and promotion opportunities of disabled veterans;

- Obtain statistical and Veteran specific data on a regular basis by race and National Origin (RNO), Gender,
Veteran Status, Compensable Veteran Status, and Veterans who are 30% or more disabled;

- Utilize Federal Personnel Payroll System (FPPS), Data Mart/Oracle Business Intelligence Enterprise
Edition (OBIE) and USA Staffing Systems to monitor statistics, review and evaluate employee demographic
data;

- Senior leaders will periodically conduct barrier analysis by review of statistical data on the workforce,
including individuals with disabilities and disabled Veterans, and compare gains, losses, and promotions of the
total workforce to analysis, as required by Equal Employment Opportunity (EEOC) MD-715 Report;

- Combine conference calls and communications with Regional Recruiters and Diversity and Civil Rights
(DCR) Chiefs covering Veterans recruitment and outreach accomplishments and barriers;

- Establish metrics for programs, initiatives and action plans to ensure progress is guaged and adjustments
are made as appropriate;

- Conduct training and informational webinars for Recruiters and CODIs' in place of the annual face-to-face
winter training. Information on veterans programs and sessions covering recruitment and hiring of disabled
veterans is included in the sessions.

- Establish partnership with the VA to create and implement a system to recruit homeless veterans. A
process was developed that allows the Workforce Recruiters to provide vacancy announcements to the VA
Regional Recruiters for interested and qualified homeless and disabled veterans;

- Provide and review quarterly reports to the office of Diversity and Inclusive Workforce Management
(ODIWM). These reports capture all recruitment, partnerships and outreach activities and Veterans
accomplishments for the quarter.

- Conduct, review and evaluate surveys to guage employment of disabled veterans in the workplace. Provide
feedback and action plans to hiring managers and senior executives for methods of improvement as needed;

- Provide pre-recruitment and outreach consultations with hiring officials and EEO staff.

22. OPM DVAAP Manager Official Use Only: Did agency provide a description on how they will monitor,
review and evaluate its planned efforts? (If applicable as well as for major operating components and field
installations)

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

BUREAU OF INDIAN AFFAIRS
Geraldine Fox, geraldine.fox@bia.gov, 406-247-7259

BUREAU OF INDIAN EDUCATION
Jacque Benavides, jacqueline.benavides@bia.gov, 505-563-5313

BUREAU OF LAND MANAGEMENT
Alexie Rogers, alrogers@blm.gov, 202-912-7484
Trina Newby-Baker, tnewbyba@blm.gov, 202-912-7495

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

BUREAU OF RECLAMATION
Mark Susi, msusi@usbr.gov, 303-445-2131

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

INTERIOR BUSINESS CENTER
Jessica Romero, jessica_romero@ibc.doi.gov, 303 969-5538

NATIONAL PARK SERVICE
Marlon Taubenheim, marlon_taubenheim@nps.gov, 202-354-1826

OFFICE OF THE INSPECTOR GENERAL
April Avato, april_avato@doioig.gov, 703-487-5406

OFFICE OF THE SECRETARY
Kelly Sewell, kelly _sewell@ios.doi.gov, 202-208-4781

OFFICE OF SURFACE MINING RECLAMATION AND ENFORCEMENT
Jeffrey Telepo, jtelepo@osmre.gov, 202-208-2590

U.S. FISH AND WILDLIFE SERVICE
Bill Fuller, BILL_FULLER@fws.gov, 703-358-2367

U.S. GEOLOGICAL SURVEY
Audrey Tsuijita, atsujita@usgs.gov, 916-278-9401
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Plan Certification

The plans shall cover a time period of not less than one year, and may cover a longer period if concurrent with
the agency's Section 501(b) Plan. Each plan must specify the period of time it covers.

Agency must have a plan covering all of its operating components and field installations. The plan shall include
instructions assigning specific responsibilities on affirmative actions to be taken by the agency's operating
components and field installations to promote the employment and advancement of disabled veterans. OPM
must be informed when headquarters offices require plans at the field or installation level.

Agency operating components and field installations must have a copy of the plan covering them, and must
implement their responsibilities under the plan. OPM may require operating components and field installations
to develop separate plans in accordance with program guidance and/or instructions.

Certification

The below certification indicates that the program is being implemented as required by 5 CFR Part 720,
Subpart C and appropriate guidance issued by the U.S. Office of Personnel Management. Additionally, this
agency has a current plan as required by the regulation.

Please type or print clearly. After an original signature is obtained, scan and return this sheet.

24. Dates of the Period of Time the Plan is Covered From |10/01/2018 To |09/30/2019

25. Agency Name |U.S. Department of the Interior

26. DVAAP POC’s Name  |Kelly Sewell

27. Title |Human Capital Communications Specialist

28. Telephone Number (202) 208-4781 29. Email |kelly_sewell@ios.doi.gov

30. Date Plan Last Amended |09/30/2018 31. Date Effective [10/01/2019

32. DVAAP Certifying Official’s Name |Martin Pursley

33. Title |Director, Strategic Talent Management Division, Office of Human Capital

34. Telephone Number (202) 219-0727 35. Email |martin_pursley@ios.doi.gov

Digitally signed by MARTIN

36. DVAAP Certifying Official Signature |MARTIN PURSLEY Ppurste 37. Date |11/26/2019

Date: 2019.11.26 08:37:00 -05'00"
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Agency Disabled Veterans Affirmative Action Program Plan and Certification

Electronic Reporting Instructions

General Instructions:

1.
2.

Complete all items and questions in the forms field.

Electronic Requirements — Agency should only submit data for what they are planning to
do for the next Fiscal Year in accordance with the minimal requirements of the plan
content from Title 5 CFR Part 720 Subpart C, which is provided on this form.

Collection of plan data requires a completed plan data element that has been recorded to
be used throughout the Fiscal Year. Plans may vary from agency to agency. This form
provides conformity and standardization for the minimal required core data. The forms
have limited characters so agency may attach addendums when needed, if the form does
not allow you to capture the data completely.

DVAAP Plan and Certification Information

1.
2.

>

10.

Agency — Provide the name of the agency.

FY — Provide the Fiscal Year of which the plan will be covered under. If the plan is
covering more than one year capture it in the form field, as seen on the following
example: 2016-2018.

POC Name — Provide the name of the point of contact.

Phone — Provide the phone number of point of contact.

A statement of the agency's policy with regard to the employment and advancement
of disabled veterans, especially those who are 30 percent or more disabled — Provide
a statement of the agency's policy in regards to the employment and advancement of
disabled veterans, especially those who are 30 percent or more disabled. You may attach
supporting addendums if the information provided pertains to the requirement.

Did agency provide a policy outline in regards to the employment and advancement
of disabled veterans, especially those that are 30 percent or more disabled? — OPM
DVAAP Manager should click on “Yes”, “Somewhat” or “No” to indicate if the agency
provided a policy in regards to the employment and advancement of disabled veterans,
especially those that are 30 percent or more disabled.

An assessment of the current status of disabled veteran employment within the
agency, with emphasis on those veterans who are 30 percent or more disabled -
Provide an assessment of the current status within the agency of the total amount of
employees, veterans, disabled veterans and emphasizing those veterans who are 30
percent or more disabled. You may attach supporting graphs, charts, and addendums if
the information provided pertains to the requirement.

# of Employees — Provide the total number of employees within the agency.

# of Veterans — Provide the total number of veterans within the agency.

# of Disabled Veterans - Provide the total number of disabled veterans within the
agency.
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11.

12.

13.

14.

15.

16.

17.

18.

19.

# of 30% or More Disabled Veterans — Provide the total number of 30% or more
disabled veterans within the agency.

Did agency provide an assessment of the current status of disabled veterans,
especially those that are 30 percent or more disabled? — OPM DVAAP Manager
should click on “Yes”, “Somewhat” or “No” to indicate if the agency provided an
assessment of the current status of disabled veterans, especially those that are 30 percent
or more disabled.

A description of recruiting methods which will be used to seek out disabled veteran
applicants, including special steps to be taken to recruit veterans who are 30 percent
or more disabled — Provide a description of recruiting methods which will be used to
seek out disabled veteran applicants, including special steps to be taken to recruit veterans
who are 30 percent or more disabled. You may attach supporting addendums if the
information provided pertains to the requirement.

Did your agency provide a description of recruiting methods that they will use to
seek out disabled veterans? - OPM DVAAP Manager should click on “Yes”,
“Somewhat” or “No” to indicate if the agency provided a description of recruiting
methods that they will use to seek out disabled veterans.

Did your agency provide special steps that would be taken to recruit 30 percent or
more disabled veterans? - OPM DVAAP Manager should click on “Yes”, “Somewhat”
or “No” to indicate if the agency provided special steps that would be taken to recruit 30
percent or more disabled veterans.

A description of how the agency will provide or improve internal advancement
opportunities for disabled veterans — Provide a description of how the agency will
provide or improve internal advancement opportunities for disabled veterans. You may
attach supporting addendums if the information provided pertains to the requirement.
Did your agency provide a description of how they will provide internal
advancement opportunities for disabled veterans? - OPM DVAAP Manager should
click on “Yes”, “Somewhat” or “No” to indicate if the agency provided a description of
how they will provide internal advancement opportunities for disabled veterans.

If needed, is there a plan of how your agency will improve internal advancement
opportunities for disabled veterans? - OPM DVAAP Manager should click on “Yes”,
“Somewhat”, “No”, or “Not Needed” to indicate if agency provided a description of how
they will improve internal advancement opportunities for disabled veterans.

A description of how the agency will inform its operating components and field
installations, on a regular basis, of their responsibilities for employing and
advancing disabled veterans — Provide a description of how the agency will inform its
operating components and field installations, on a regular basis, of their responsibilities
for employing and advancing disabled veterans. You may attach supporting addendums if
the information provided pertains to the requirement. For agencies that do not have
operating components or field installations, state in the form field N/A.
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20.

21.

22.

23.

24,

25.
26.
27,
28.
29.
30.
31.
32.
33.
34.
35.
36.

37.

Did your agency provide a description on how they will inform their operating
components and field installations, on responsibilities such as the employment and
advancement of disabled veterans? - OPM DVAAP Manager should click on “Yes”,
“Somewhat”, “No”, or “Not Applicable” to indicate if agency provided a description on
how they will inform their operating components and field installations on a regular
basis, on responsibilities such as the employment and advancement of disabled veterans.
Not Applicable for agencies that do not have operating components or field installations.
A description of how the agency will monitor, review, and evaluate its planned
efforts, including implementation at operating component and field installation
levels during the period covered by the plan — Provide a description of how the agency
will monitor, review, and evaluate its planned efforts, if applicable, including
implementation at operating component and field installation levels during the period
covered by the plan. You may attach supporting addendums if the information provided
pertains to the requirement.

Did your agency provide a description on how they will monitor, review and
evaluate its planned efforts? OPM DVAAP Manager should click on “Yes”,
“Somewhat” or “No” to indicate if the agency provides a description on how they will
monitor, review and evaluate its planned efforts.

POC’s Name, Email, and Phone Number of Operating Components and Field
Installations — If applicable provide point of contact’s name, email, and phone number
of operating components and field installations.

Dates of the Period of Time the Plan is Covered — Provide the start date of the plan and
the end date of the plan.

Agency Name — Provide the name of the agency.

DVAAP POC’s Name — Provide the DVAAP point of contact’s name.

Title — Provide the title of the point of contact.

Telephone Number — Provide the phone number of the point of contact.

Email — Provide the email of the point of contact.

Date Plan Last Amended — Provide the date of when the plan was last amended.

Date Effective — Provide the date when the plan is effective.

DVAAP Certifying Official’s Name — Provide the DVAAP Certifying Official’s name.
Title — Provide the title of the DVAAP Certifying Official.

Telephone Number — Provide the phone number of the DVAAP Certifying Official.
Email — Provide the email of the DVAAP Certifying Official.

DVAAP Certifying Official Signature — DVAAP Certifying Official must provide an
electronic signature or print out the page and hand sign the plan certification.

Date — Provide the date that plan was signed.
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	Agency Disabled Veterans Affirmative Action Program Plan and Certification Electronic Reporting Instructions 
	General Instructions: 
	DVAAP Plan and Certification Information 



	Agency: U.S. Department of the Interior
	POC: Kelly Sewell, Human Capital Communications Specialis
	Phone: 202-208-4781
	Employees: 76170
	Veterans: 13226
	30_Percent: 3738
	Disabled_Veterans: 5834
	Multi1: The Department of the Interior (DOI) is a decentralized organization that hires at the local level, often in remote
locations. Providing career opportunities to disabled Veterans showed that as part of an overall recruitment
strategy. Bureaus and Offices engage in a variety of initiatives to recruit and place disabled Veterans, especially
those who are 30 percent or more disabled, into internships and careers.

Notably, Interior's Bureaus and Offices have taken tremendous steps to increase outreach efforts to the military
community and Veterans' organizations and strengthen partnerships with state and local agencies/organizations
that support disabled Veterans. Interior's Bureaus and Offices are also engage with Operation
Warfighter/Wounded Warrior Programs and have established relationships with various Veterans Support
Organizations, such as, Paralyzed Veterans of America, Hiring Our Heroes, Veterans of Foreign Wars,
Veterans Benefits Center, Non-Paid Work Experience Program, Workforce Recruitment Program, along with
other organizations that service-disabled Veterans.

Interior is committed to achieving a more diverse workforce, which includes disabled Veterans. DOI Bureaus and Offices are developing specific recruitment action plans that integrate non-competitive hiring flexibilities and
targeted recruitment, including recruitment and placement of disabled Veterans. Our Bureaus are becoming
more engaged with Veterans Hiring programs such as the Office of Personnel Management's (OPM)
Vets2Feds. Utilizing this program has been instrumental in recruitment and hiring of Veterans located in remote
areas and finding qualified disabled veterans for mission-critical positions. Collaborative relationships with
external organizations, such as the Department of Veterans Affairs Employment Services Office and Operation
Warfighter Transition Coordinators, Wounded Warriors and Women's Veterans Interactive (WVI) are
established to facilitate increased recruitment and placement of disabled Veterans in permanent positions. DOI
will continue its efforts to train hiring managers and supeivisors on various veterans hiring authorities as well as
recruit and hire disabled Veterans as part of its overall strategy to build an inclusive, highly qualified and diverse
workforce.

The Department also has a strong Veteran Employee Resource Group (ERG) and collaborates to strengthen the ERG as a recruitment and employment multiplier towards acheiving veteran employment, development and retention. 

The Department of the Interior's goal is to acheive 25% veteran hiring for total hiring. 
	Multi2: Overall changes:
As of September 30, 2019, DOI's overall workforce totaled 76,170 employees and included 13,226 Veterans (17%). Of the Veterans employed, 2,096 (16%) are disabled veterans and 3,738 (28%) were 30% or more disabled veterans.

New Hires:
Of the 14,937 new hires in FY 2019:
- 2,189 (15%) Veterans
- 998 (7%) Disabled Veterans
- 699 (5%) 30% or more Disabled Veterans

NOTE: New Hires (Permanent Workforce).  It should be noted that the Department of the Interior is highly successful hiring veterans for careers (permanent positions), as shown in the statistics below:
- DOI hired 3,159 permanent employees in FY 2019
- 951 (30%) were veterans
- 502 (16%) were Disabled Veterans
- 363 (11%) were 30% or more Disabled Veterans

Separations:
Of the 15,498 separations in FY 2019, 2,339 (15%) were Veterans.

Promotions:
Of the 8,471 promotions in FY 2019, 1,516 (18%) were Veterans.
	Multi3: Some of the recruitment methods DO1's Bureaus and Offices will use to seek Disabled Veterans and 30% or
more Disabled Veterans include:

     - Continue to include Veterans outreach collaborations with the Department of Veterans Affairs (VA) and the Department of Labor (DOL) to include a category entitled "Member of a Federally Recognized Tribe" in the "ebenefits.gov" Veteran profile section for veterans to select and add to their profile;
     - Participate in recruitment events at colleges with known large populations of Veterans with Indian Preference and Native American Veterans events such as the VA Southwest Region Veterans Training Summit and the Native American Veterans Association regional events/conference;
     - Establish a network of Veterans and Individuals with Disabilities Coordinators in each State/Center Office. These coordinators work in concert with the Bureau's National Office Program Lead, local Human Resources (HR) representatives, and selecting officials to disseminate information to veterans groups regarding employment opportunities within their respective locations;
     - Provide presentations at the military Transition Assistance Programs (TAP) for exiting military personnel and attending monthly VA Job Club events comprised of Veterans seeking employment; 
     - Construct a new Eligibility Questionnaire for use in the Monster Government Solutions Hiring Management System to make it easier for applicants to apply for vacant positions utilizing appropriate hiring authorities, i.e., 30% or more Disabled Veterans, providing opportunity for duel certification;
     - Build and maintain relationships with Veterans Employment Representatives from agencies such as the Workforce Recruitment Program (WRP), the Non-Paid Work Experience Program (NPWE)/Coming Home to Work Program; Operation Warfighter Program (OWF); and Paralyzed Veterans of America (PVA);
     - Convene a Military/Veteran Task Force with points of contacts from several program areas within the Bureau to communicate with managers and HR professionals and aim at providing employment and volunteer opportunities with veterans;
     - Continue to educate and engage Human Resource (HR) professionals and hiring managers on the USAJOBS Next Generation Resume Mining Tool and the Vets2Feds Program as alternatives to finding qualified disabled Veterans for non-competitive consideration, outreach and help to expedite the hiring process;
     - Utilize the pre-Recruitment Consultation process with hiring managers both ongoing and at the initiation of recruitment action to educate and encourage utilization of special hiring flexibilities and authorities, including 30% or more disabled Veterans and Schedule A Authorities and to hire a talent pipeline through Student Pathways programs and VA training programs; 
     - Continue to foster relationships with representatives from diverse hiring sources (i.e., DOL, Vocational Rehabilitation Office, Office of Personnel Management (OPM), VA, etc.) to increase the applicant pool identified for diversity programs (i.e., Disabled Veterans Center/Expansion of Petroleum Engineering Technician and Cybersecurity/Information Technology Technician recruitment through OPM's Vets to Feds hiring initiative).
	Multi4: DOI's Bureaus plan to provide or improve internal advancement opportunities for disabled Veterans include: 

     - Develop and implement leadership programs (i.e., Emerging Leaders, the Leadership Academy through the National Training Center and the Leadership Fundamentals Program), which builds competency in leadership, customer service, business planning and resource management, equipping participants to lead people and/or programs. These programs also prepare leaders for entry-level supervisory and leadership positions from grade GS-07 - GS-11; 
     - Continue to hire a talent pipeline through Student Pathways Programs, VA training Programs and the Vets2Feds Program to assist with filling mission critical occupations; 
     - Identify and eliminate barriers and ensure program policies and procedures for merit promotion, awards, career ladder promotions, and training programs provide equal opportunity for the participation of all employees;
     - Employ Special Emphasis Recruiters to leverage collaborative approaches, engage leadership and equip potential disabled Veterans as candidates for successful recruitment and employment; 
     - Establish routine communications, i.e., quarterly newsletters for timely, useful and practical sharing of information to all supervisors, internal intranet pages that capture tools to assist supervisors in recruitment activities and provide information related to hiring disabled Veterans, and surveys sent to Veterans to obtain objective views for more effective recruitment and retention of disabled Veterans;
     - Continue to maintain relationships with the Computer/Electronic Accommodations Program (CAP) to provide assistive technology and information, along with related devices and services to disabled Veterans;
     - Provide education to employees on internal advancement opportunities, public speaking, and leadership skills through brown bag sessions and Special Emphasis Program (SEP) training. The SEP utilizes available resources to provide disability awareness training to increase managers and supervisors confidence in working with and retaining a diverse workforce, including disabled veterans;
     -  Develop a framework for New Federal Supervisors Training which will include guidance on fostering and promoting diversity and inclusion practices, in support of the bureaus' commitment to a diverse and inclusive workplace and furthering the accomplishment of the bureaus' mission goals;
     -  Hiring managers can advertise opportunities for detail assisngments through the Department's Bison Connect Intranet site, providing details and temporary assignments for developmental growth opportunities;
     - Promote individual activities to include mentoring programs, which matches interested employees in mentoring relationships that enhance self-awareness, personal growth, and professional engagement;
     - Provide appropriate tools and information to assist supervisors in properly converting Veterans Recruitment Appointment (VRA) appointees upon their 2 year anniversary;
     - Utilize the formal mentoring program "Pathways to Excellence" to match interested employees in mentoring relationships that enhance self-awareness, personal growth, and professional engagement;
     - Implement a DOI-wide talent management system which is intended to incorporate the full spectrum  
of competency linkage, learning management, employee development, Individual Development Plans (IDP), performance management and other talent management areas leading to greater employee job satisfaction.
	Multi5: The various ways in which DOI's Bureaus will share information regarding responsibilities for employment and advancement of disabled veterans include: 

     -  Provide training and consultation to management, hiring officials, HR representatives, and Equal Employment Opportunity (EEO) communities to educate, train and encourage utilization of veterans programs and special hiring flexibilities and authorities, to include 30 percent or more disabled Veterans and Schedule A Hiring Authorities;
     - Acquire Veteran hiring data through the workforce dashboard. The dashboard captures Veterans on-board, gains, losses, and internal data to allow management continuous monitoring of Veteran recruitment and retention results;
     - Establish Memorandum of Understanding between Veterans Employment Service Office, State and local disabled Veterans partners promoting employment opportunities;
     - Establish routine communications, i.e., quarterly newsletters for timely, useful and practical sharing of information to all supervisors, internal intranet pages (i.e., Bison Connect) that capture tools to assist supervisors in recruitment activities and provide information related to hiring disabled Veterans, and surveys sent to Veterans to obtain objective views for more effective recruitment and retention of disabled Veterans;
     - Conduct monthly Position Management Committee meetings to discuss position management oversight and recruitment strategies, identifying opportunities for career ladder, student programs, or special appointment authorities; and exploring the area of recruitment consideration for all candidates to include disabled veterans;
     - Conduct apprenticeship programs and leadership mastery workshops to strengthen skills and competencies of disabled veterans;
     - Promote the Operation Warfighter, Wounded Warrior Program, and Non-Paid Work Experience Program to agency hiring officials and HR representatives as an avenue to increase employment of disabled veterans and their spouses;
     -  Utilize the Diversity Change Agent (DCA) Program to inform the workforce on inclusive diversity as it relates to disabled veterans;
     - Develop and provide informational tools i.e., fact sheets on various hiring authorities, frequently asked questions on noncompetitive appointment of Military Spouses of disabled veterans, and policy and procedures to issue career service recognition crediting civilian and honorable military years of service when computing eligibility for career service recognition; 
     - Educate, inform and engage hiring managers and HR representatives on various resources and creative methods (i.e., Vets2Feds Program and Student Pathways Program) to recruit professional cybersecurity positions to increase opportunities to appoint disabled Veterans in these hard to fill positions; 
     - Organize Process Action Teams to share program evaluation, best practices, lessons learned, and accomplishments regarding increased employment of disabled Veterans;
     - Create policy recognizing the Veterans Affinity Group as a formal Employee Organization to serve as a sounding board around strategic diversity and inclusion matters and provide a support system that offers disabled veterans a sense of community, camaradarie and connection to the organization. 
	Multi7: BUREAU OF INDIAN AFFAIRS
Geraldine Fox, geraldine.fox@bia.gov, 406-247-7259

BUREAU OF INDIAN EDUCATION
Jacque Benavides, jacqueline.benavides@bia.gov, 505-563-5313

BUREAU OF LAND MANAGEMENT
Alexie Rogers, alrogers@blm.gov, 202-912-7484
Trina Newby-Baker, tnewbyba@blm.gov, 202-912-7495

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

BUREAU OF RECLAMATION
Mark Susi, msusi@usbr.gov, 303-445-2131

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

INTERIOR BUSINESS CENTER
Jessica Romero, jessica_romero@ibc.doi.gov, 303 969-5538

NATIONAL PARK SERVICE
Marlon Taubenheim, marlon_taubenheim@nps.gov, 202-354-1826

OFFICE OF THE INSPECTOR GENERAL
April Avato, april_avato@doioig.gov, 703-487-5406

OFFICE OF THE SECRETARY
Kelly Sewell, kelly_sewell@ios.doi.gov, 202-208-4781

OFFICE OF SURFACE MINING RECLAMATION AND ENFORCEMENT
Jeffrey Telepo, jtelepo@osmre.gov, 202-208-2590

U.S. FISH AND WILDLIFE SERVICE
Bill Fuller, BILL_FULLER@fws.gov, 703-358-2367

U.S. GEOLOGICAL SURVEY
Audrey Tsujita, atsujita@usgs.gov, 916-278-9401
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	Multi6: The following is a description of how DOI's Bureaus plan to monitor, review, and evaluate its efforts during the period covered by the plan:

     - Present a combination of statistical data, accountability reviews and other feedback mechanisms to monitor and evaluate disabled Veterans Programs. Oversight is embedded in performance management at all levels of the organization;
     - Promote regular communications between HR representatives and EEO Managers regarding disabled veterans' trend data, feedback, hiring practices and barrier analysis as a means to streamline across bureaus by leveraging Veterans and Individuals with Disabilities special hiring authority liaisons;
     - Perform workforce analyses, monitor and assess progress in meeting recruitment goals and determining the effectiveness of established and accomplished action items for employment of disabled veterans;
     - Evaluate compliance of the selection process through Accountability Reviews. Inconsistencies and/or issues identified either during the formal review process or through other means - such as employee or candidate contact will be investigated and discussed;
     - Utilize additional tools such as performance plans for evaluating commitment to and measuring success with recruitment, hiring, development and promotion opportunities of disabled veterans;
     - Obtain statistical and Veteran specific data on a regular basis by race and National Origin (RNO), Gender, Veteran Status, Compensable Veteran Status, and Veterans who are 30% or more disabled;
     - Utilize Federal Personnel Payroll System (FPPS), Data Mart/Oracle Business Intelligence Enterprise Edition (OBIE) and USA Staffing Systems to monitor statistics, review and evaluate employee demographic data;
     - Senior leaders will periodically conduct barrier analysis by review of statistical data on the workforce, including individuals with disabilities and disabled Veterans, and compare gains, losses, and promotions of the total workforce to analysis, as required by Equal Employment Opportunity (EEOC) MD-715 Report;
     - Combine conference calls and communications with Regional Recruiters and Diversity and Civil Rights (DCR) Chiefs covering Veterans recruitment and outreach accomplishments and barriers;
     - Establish metrics for programs, initiatives and action plans to ensure progress is guaged and adjustments are made as appropriate;
     - Conduct training and informational webinars for Recruiters and CODIs' in place of the annual face-to-face winter training. Information on veterans programs and sessions covering recruitment and hiring of disabled veterans is included in the sessions.
     - Establish partnership with the VA to create and implement a system to recruit homeless veterans. A process was developed that allows the Workforce Recruiters to provide vacancy announcements to the VA Regional Recruiters for interested and qualified homeless and disabled veterans;
     - Provide and review quarterly reports to the office of Diversity and Inclusive Workforce Management (ODIWM). These reports capture all recruitment, partnerships and outreach activities and Veterans accomplishments for the quarter.
     - Conduct, review and evaluate surveys to guage employment of disabled veterans in the workplace. Provide feedback and action plans to hiring managers and senior executives for methods of improvement as needed;
     - Provide pre-recruitment and outreach consultations with hiring officials and EEO staff.


