DEPARTMENT OF VETERANS AFFAIRS
ASSISTANT SECRETARY FOR HUMAN RESQURCES AND ADMINISTRATION
WASHINGTON DC 20420

DEC 18 2014

Ms. Veronica E. Villalobos

Director, Office of Diversity and Inclusion

Attn: Fiscal Year 2014 FEORP REPORT and Fiscal Year 2015 PLAN
U.S. Office of Personnel Management

1900 E Street NW, Room 6547

Washington, DC 20415-9800

Dear Ms. Villalobos:

| am pleased to submit the Department of Veterans Affairs Annual Federal Equal
Opportunity Recruitment Program (FEORP) Fiscal Year (FY) 2014 Report and the FY
2015 Agency Plan and Certification.

Each year, in accordance with 5 U.S.C. 7201 and 5 CFR Part 720, Subpart B,
the Office of Personnel Management (OPM) requests each Federal agency to submit a
FEORP report and plan. In addition to these requirements, this submission also satisfies
reporting requirements for Executive Order (E.O.) 13583 (Agency Diversity and Inclusion
Strategic Plan), E.O. 13171 (Hispanic Employment in the Federal Government), and
E.O. 13548 (Increasing Federal Employment of Individuals with Disabilities).

This year, VA received the informal call memorandum from OPM on October 10,
2014, in which OPM was requesting submission of the FY 2014 report and FY 2015
plan. | have enclosed the following documents:

o Signed FY 2014 Plan Certification (Attachment 1}

o Annual Federal Equal Opportunity Recruitment Program

(Attachment 2)

Annual Federal Equal Opportunity Recruitment Program Fiscal Year 2015
(Attachment 3)

Promising Practices Reporting Narrative {Attachment 4)

Hispanic Employment Narrative {Attachment 5)

FEORP Progress Tracker (Attachment 6)

Employment of People with Disabilities Narrative (Attachment 7)

O

O 00 O0

If you have any questions concerning the report, please have a member of your
staff contact Tynnetta Lee, Equal Employment Opportunity Specialist, Office of Diversity
and Inclusion, at (202) 461-7968 or via email at tynnetia.lee@va.gov.

Sincerely,

Gina S. Farrisee

Enclosure



ANNUAL FEORP PLAN CERTIFICATION
FOR THE FISCAL YEAR 2014

A. Name and Address of Agency:

U.S. Department of Veterans Affairs
210 Vermont Avenue, NW
Washington, DC 20420

B. Name and Title of Designated FEORP Official (if address is different from Section A, include e-mail
address and telephone and fax numbers):

Gina S. Farrisee

Assistant Secretary for Human Resources and Administration
Gina_ Farrisee(@va.gov

(202) 461-7750

Fax number: (202) 461-5726

C. Name and Title of Contact Person (if address is different from Section A, include e-mail address and
telephone and fax numbers):

Georgia Coffey

Deputy Assistant Secretary for Diversity and Inclusion
Georgia.Coffey(@va.gov

(202) 461-4031

Fax number; (202) 501-2145

CERTIFICATION

1 certify the above agency: 1) Has a current Federal Equal Opportunity Recruitment Program (FEORP)
plan and the program is being implemented as required by Public Law 95-454 and subsequent regulations
and guidance issued by the U.S. Office of Personnel Management; 2) All field offices or installations with
fewer than 500 employees are covered by a FEORP plan; 3) All field offices or installations with 500 or
more employees are covered either by this plan or by a local plan; and 4) Such plans are available on
request from field offices or installations.

SIGNATURE ____ g~ . 0SS 3 DATE_V2-\S ‘\d\_

\_2 Chief Human Capital Officer

SIGNATURE W% w DATE V" 2-S™ \r\[

Direstdr, Equal Employment Opportunity

S'GNATURE_%@/ % DATE_ /2 - y2 R
irectde/ Diversity anfl ficlsion

**Note** If you are unable to use the digital signature function, please sign the Annual FEORP Plan Certification
and send it electronically with your submission.
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Promising Practices Reporting Narrative

Identify a policy, practice or procedure (do not list a set of completed tasks) where your
organization has been successful in the implementation of actions outlined in the VA
Diversity and Inclusion Strategic Plan.

In the Diversity and Inclusion Strategic Plan for the Department of Veterans Affairs (VA), one of
the actions identified is to achieve diversity in the broadest context throughout the workforce.
One of the methods employed to increase diversity in the National Cemetery Administration
(NCA) workforce and to increase opportunities for our nation’s Veterans was the implementation
of the Cemetery Caretaker Apprenticeship Program.

In 2012, NCA developed the Cemetery Caretaker Apprenticeship Program as part of VA’s
strategic initiative to End Veterans Homelessness by 2015. NCA partnered with VA Homeless
Veterans Supported Employment Program (HVSEP) to identify potential candidates. The first
class was hired in October 2012 and graduated in November 2013; 13 of 24 completed the
program. The current class will graduate in December 2014; 20 of 24 are projected to finish.
Thus far, 10 Veterans from the program have been promoted beyond the entry grade of WG-04.
The Apprentice Program has also enabled NCA to increase diversity among its total workforce
as well as within NCA’s Veterans cohort.

NCA headquarters provides funding and Full Time Equivalent for each class. Apprentices are
hired using either Schedule A or a non-competitive Veterans hiring authority (30% disabled,
Veterans Recruitment Act (VRA)). The first two classes were hired as WG-4754-04 Cemetery
Caretakers. Apprentices spend a year learning their trade and also receive instruction in areas
such as professionalism and conflict management. Upen graduation, Apprentices may stay at
their cemetery or compete for other positions within NCA, VA, and the Federal government.

NCA’s Business Process Improvement and Compliance Service will begin an evaluation of the
first two years (cohorts) to assess how well the program has served the Administration and
participants can consider ways to improve the program. Evaluation of the program is to begin in
the first quarter of FY 2015, and results are expected to be published in the second quarter of FY
2015.

There are plans to expand the program in FY 2015 to include another critical-fill position:
Cemetery Representative, GS-303-05. By expanding the program to include this position, NCA
plans to increase the hiring of women Veterans, while validating the apprenticeship as a feeder
program for selected positions. As a part of NCA, diversity and inclusion efforts are based on
lessons learned from integration of women into military units, NCA will assign female
Apprentice Cemetery Representatives to cemeteries in pairs.




The Veterans Benefits Administration (VBA) developed a pilot study was to determine the
degree to which diversity and inclusion indices are correlated with performance measures. To do
so, VBA was generous in providing to ODI data from three VBA cali centers as the primary
sample populations: National Call Center, Pension Call Center, and Education Call Center. The
specific performance metrics we analyzed were average call center wait times, client satisfaction
scores, and overall service quality. The data bestowed to our office was by month, from
September FY13 to June FY14. We employed the use of correlation and regression analyses to
statistically analyze the datasets. In our opinion, VBA is very metric-focused with clearly
defined, hard performance metrics hence why we selected VBA to be the predominant sample in
the pilot study. VBA maintains highly organized and manageable datasets that we deemed
apposite and efficient for the undertaking. Overall, VBA was quite diligent in providing to us all
of the necessary data, as they understood and condoned the relevance of this hot topic linking
diversity and inclusion to organizational performance. Essentially, the results can be summarized
as follows:

*Results from regression analyses suggest that statistically significant linkages between overall
service quality scores at the NCC and diversity may exist.

*Results from regression analyses suggest that statistically significant linkages between client
satisfaction scores at the PCC and diversity may exist.

*We are unable to confidently say that overall service quality scores and diversity are usually
connected, or that client satisfaction scores and diversity are usually connected; however, we
have found these correlations in 2 of 3 performance metrics, consistent with 2 call centers.

VBA Atlanta Regional Office (RO) developed a long-term Recruitment Initiative to network
with certifying school officials at colleges and universities in the RO’s commuting area to
identify eligible applicants for key technical positions at the Atlanta RO. The Atlanta RO
Human Resources (HR) Office has assigned three HR Specialists to specific college campuses to
conduct outreach visits on a routine basis, participate in college job fairs and to implement
specific RO job fairs as necessary. The established relationships assist the Agency in quickly
notifying veterans, disabled individuals and other affinity groups of employment opportunities
and vacancies at the Atlanta Regional Office.

When recruiting, the VBA’s Huntington RO notifies any contacts (potential applicants, agencies,
and colleges) that HR has come in contact with throughout the year during outreach and job fair
events. This effort helps to ensures that all vacancy postings reach as many potential candidates
as possible. When recruiting, they will continue to encourage all diversity groups to apply and
compete for VBA’s open vacancies. The Huntington RO announces external vacancies through
Delegated Examining Unit (DEU) and Pathway’s Programs Recent Graduates in order to reach
minority candidates throughout the United States.



The VBA Winston Salem RO has established a Diversity Committee. The primary mission of
this Committee is to ensure that the Winston Salem Regional Office provides a climate and
culture that fosters, promotes, and encourages social interactions that support a profound
appreciation and celebration of differences and cultivates a flexible, collaborative, and inclusive
work environment that leverages diversity and empowers all contributors.

The VBA Roanoke RO Growth Opportunities in Leadership Development (GOLD) Program was
developed to provide career development opportunities for upwardly mobile employees who
exhibit leadership potential and commitment to the mission of VBA or who are interested in both
personal and career development. GOLD is designed to provide employees with opportunities
for exploring leadership prospects at all levels and for enhancing their career and personal
development. The program is open to all non-supervisory employees with at least two years of
VBA experience and will incorporate both educational sessions and development activities over
a six-month period.

The VBA St. Louis VA RO has a new Continuing Education in Leadership (EXCEL) program.
The program is designed to enhance the leadership potential of high performing, non-supervisory
employees.

The VA is committed to providing the resources and support needed to assist the workforce in
managing conflict and resolving disputes. These services are traditionally provided through
Alternative Dispute Resolution (ADR) programs at the local and headquarters level. The Office
of Resolution Management’s (ORM) Workplace ADR Program further supports efforts at the
focal level by providing conflict management and dispute resolution services, including
Assessments across the Department.

In March 2014, ORM issued its revised Standard Operating Procedures for Conflict
Assessments. Conflict Assessments offer employees and managers an approach to
understanding workplace conflict and the alternative dispute resolution process, and a way to
improve employee satisfaction. The ultimate goal is to develop an in-depth understanding of an
existing, significant workplace conflict. When issues surrounding diversity are raised in the
assessment, they are addressed in the recommended action plan and follow-up evaluation. ORM
offers the survey six months after the assessment. In addition, twelve Conflict Assessments were
requested during FY 2014 and of the twelve assessment requests; nine were completed by the
end of FY 2014,

The Board of Veterans’ Appeals (BVA or Board) is the component of the VA responsible for
making final decisions on behalf of the Secretary for the thousands of claims for Veterans’
benefits that are presented for appellate review. Despite the dynamic environment in which
BVA has operated since the advent of judicial review, the mission has remained relatively
unchanged. The Board’s mission is to conduct hearings and issue timely, understandable, and
quality decisions for Veterans and other appellants in compliance with the requirements of law.



The Veterans Health Administration (VHA) Equal Employment Opportunity/ Affirmative
Employment Office (EEO/AEQ) developed an EEO Peer Review Pilot Program whereby VISN
Lead EEO Managers assessed EEO Programs under their jurisdiction. The EEOC MD 715
requires agencies to provide an assessment of their EEO Program related to the six essential
elements of a model EEO program. This review is a precursor to the assessments (i.e. VA Office
of Diversity and Inclusion Technical Assessment Reviews, EEOQC audits, Office of Resolution
Management - Organizational Climate Assessment Program) from other sources that provide
recommendations and strategics to further enhance and maintain a proactive comprehensive EEO
Program.

The VHA EEO Peer Review Pilot Program included interviews (senior management staff, EEO
professionals, ADR professionals, and others), and document reviews. Veterans Integrated
Service Networks (VISN) Lead EEOQ Managers were trained to conduct the reviews and were
provided standardized schedules and reporting tools. The reviews were conducted virtually or in
person at the discretion of the VISN Director. Each VISN selected one medical center for the
review. The results of the reviews provided information regarding training needs of EEO
professional, best practices, and strategies that will further enhance the EEO programs
throughout the Administration.



Hispanic Employment Narrative

Identify a policy, practice or procedure (do not list a set of completed tasks) where your
organization has been successful in the implementation of actions outlined in the VA
Diversity and Inclusion Strategic Plan.

Attachment 4

The Department of Veterans Affairs (VA) Office of Diversity and Inclusion (ODI) established
and implemented the VA Fiscal Year (FY) 2013-2016 Hispanic Employment, Retention and
Outreach (HERO) Strategic Plan. The Office of Personnel Management (OPM) cited VA’s new
HERO strategic plan FY 2013-2013 as a best practice in the December 2012 issue of Cyberfeds.
In addition, this plan contains the Student Outreach and Retention (SOAR) Initiative that began
implementation at the University of Southern California, Los Angeles, a Hispanic Serving
Institution. The purpose of SOAR is to create a linkage between colleges and universities and
VA. These linkages will result in the establishment of ambassador programs, mentoring
programs, and outreach to student Veterans.

The VA Diversity Council established a Hispanic Workgroup. Each Administration has
appointed representatives to work on this group; the group meets on a bi-monthly basis. The
focus of this group is to discuss issues/activities outlined in Federal Equal Opportunity
Recruitment Program report and plan, the Equal Employment Opportunity Commission’s
(EEOC) Management Directive (MD) 715, and the FY 2013-2016 HERO Strategic Plan.

Applicant Flow

Applicant flow data system development and analysis remain a critical component of VA’s
strategic diversity and inclusion initiative, particularly when it pertains to increasing the
representation of Hispanic in the VA workforce. Under Goal 1 of the VA Diversity and
Inclusion Strategic Plan for FY 2012 - 2016, “Build a diverse, high-performing workforce that
reflects segments of society,” VA identified the development of applicant flow data analysis
system as an essential strategic measure. VA has been increasing its capabilities in applicant
flow data analysis since FY 2012,

Part A: Provide information on the results of your analysis, if any, of the applicant flow
data for Hispanics and other underrepresented groups.

Similar to other Federal agencies, Hispanic representation remains a challenge for VA.
Representation of Hispanic men and women in VA stands at 60.93 percent and 73.70 percent,
respectively of the 2010 Civilian Labor Force (CLF).

For total audited vacancies in FY 2014, about 40 percent of applicants voluntarily provided some
type of information about their demographic background including race, ethnicity, or gender.
Nearly 16 percent of applicants identified themselves as Hispanic with 8.36 percent as men and
7.63 percent as women. The selection rate for Hispanic men and women, 6.83 percent and 6.91
percent, are higher than the CLF of 5.17 percent and 4.79 percent respectively. Detail Hispanic
applicant flow data is provided on the next page.




White Dlack Tlispanic Asian NIIPI AIAN TOM

(%) (%) (%} (%) (%) (%a) (%)
M w M w Ml w I m|lwlm|w | M w /[ M| W
2010 CLF | 3833 | 3403 | 549 | 653 [ 517 [ 479 [ 197 [ 193 | 0.07 | 007 | 053 | 053 | 026 | 028
FY2014 | o478 | 3507 | 925 | 1477 | 315 | 353 | 281 | 445 | 014 | 016 | 059 | 09 | 0.2 | 019

Onboard

Applicd | 1937 | 2305 | 1186 | 2001 | 836 [ 763 | 3.03 | 338 | 018 | 020 | 045 | 037 085 | 126
Quatiied | 1953 | 2411 | 1102 | 1974 [ 798 | 744 | 330 | 376 | 016 | 019 | 042 | 038 | 077 1.19
Reforred | 2089 | 25.00 | 1127 | 17.48 | 820 | 671 [ 327 | 398 | 0.18 | 047 | 045 | 039 | 082 | 1.09
selected | 2191 | 3030 | 974 | 1465 | 683 [ 691 | 278 | 400 | 021 | 0.4 | 043 | 043 | 066 | 110

*NHPI = Native Hawaiian/Pacific Islander, AIAN = American Indian:Alaska Native,

and TOM = Two or More Races, M = Men, W=1Vomen

Part B: List level of analysis conducted (e.g., by program, by field installation, by

component, etc.). If no analysis v
The less than expected representati
dimensional analysis of applicant data, especially wi
VA’s unique mission. To that end, VA examined

women.

Among all applicati
vacancies in occupation series 0303, Misce

vas done,

explain what barriers exist.
on of Hispanics in the VA workforce requires multi-

th the distinctive occupational blend given
VA's top occupation for Hispanic men and

table below, the selection rate for Hispanic is higher than application rate.

on received by Hispanic men in FY 2014, the highest number were for
llaneous Clerk and Assistant. As illustrated in the

White Black Hispanic Asian NIl AJAN TOM
Series 0303 (%) {%a) (%) (%) (*a) {%a) (%a)
M W M W M W M W M W M W M W
Applied 1380 | 2048 | 1146 | 26,78 | 910 | 1081 | 199 | 2.06 | 0.I7 | 0.28 036 | 043 | 079 | 149
Qualificd 1409 | 2033 | 1121 | 2685 | 924 1084 | 206 | 190 | 016 | 028 | 034 | 039 | 0.72 | 150
Referred 1730 | 1763 | 1404 | 2452 | 1031 | 907 | 212 | 132 | 006 | 0.23 043 | 057 | 087 | 143
Selected 1844 | 2303 | 089 | 2015 | 1026 | 830 | 220 | 232 | 012 | 012 061 | 049 | 1.10 | 208
*NHPI = Native Hawaiian Pacific Islander, AIAN = American Indian/Alaska Native, and TOM = Twa or More Races, M = Men, IV=Women

Hispanic women, on the other hand, applied for jobs in the 0610 series—Nurse. Hispanic
women make up 8.57 percent of the total 73,000 applications in this occupation series.

Examining the component based applicant
selection rate (see table below). Also, the se

occupational CLF of 4.6 percent.

flow data indicate relatively consistent referred and
lection rate is higher than the Hispanic 2010

White Black Hispanic Asian NHTF1 AIAN TOM
Scries 0610 ) (%) (%) (%0) (%) (%) (%)
M W M W M W M W M W M W M W

Applicd 10.74 | 4334 | 275 17.18 | 345 857 | 288 | 882 | 009 | 017 | 021 | 044 | 017 | L2I

Qualified 1109 | 4293 | 285 17.67 | 346 827 | 273 | 875 | 008 | 0.7 | 020 | 045 | 016 | 118

Reflerred 11,14 | 4316 | 290 1775 | 342 797 | 271 | 873 | 008 | 017 | 0.18 | 046 | 0.16 | 116

Selected 1232 | 4630 236 | 14.63 | 3.28 774 | 272 | 857 | 009 [ 000 | 030 [ 050 | 0.09 | 1.00
*NHPI = hative Hawaiian/Pacific Islander, AIAN = American Indian'4 laska Native, and TOM = Two or More Races, Af = Men, W=Women



Part C: Provide the Point of Contact for your applicant flow data analysis.
Name: Thomas Middleton, Analyst, Office of Diversity and Inclusion, Department of Veterans
Affairs, Phone: (202) 461-4036, E-mail: thomas.middleton@va.gov

Part D: Identify which backend system is used to collect the applicant flow data (e.g., USA
Staffing, Monster Government Solutions). VA is one of the very first agencies to receive
applicant flow data export from USA Staffing and is currently a partner with OPM’s Applicant
Flow Data Pilot. VA also has an agency representative on the Applicant Flow Data Workgroup.



Attachment 6

FEORP Progress Tracker

Agency has A Formal Mentoring Program

Yes

Mentoring Training provided

Yes

Program is evaluated

ESPOIM

Yes

Feedback is provided

Yes

Program is announced to all qualified
individuals

All employees briefed on agency's Diversity
and Inclusion Policies

Formal Diversity and Inclusion Training
provided

e e

Training on unconscious bias provided

Yes

All employees briefed on agency’s Diversity
and Inclusion Policies

Diversity and inclusion Council -

Agency has a Diversity and Inclusion Council

Diversity and Inclusion Council has a charter

Members have received training

Council’s mission is in alignment with agency




Attachment 6

FEORP Progress Tracker

Agency has a Career Development Program

Program is evaluated

Program is announced to all qualified
individuals

Mentoring - Quantitative Questions (# or %) |
Frequency of Program Evaluation (e.g., RESPONSE

Yes

annually, quarterly etc.) Quarterly
Percent of employees involved with
mentoring 1.35%

Response

Percent of SES involved with mentoring
5.16%

Response

Percent of managers involved with mentoring 14.11%

S . Response
Percent of supervisors involved with b

mentoring 0.41%

Response

Count of employees involved with mentoring 304

Response

142

Count of SES involved with mentoring

Response

234

Count of managers involved with mentoring

Response
Count of supervisors involved with

. 56
mentoring
Total number of employecs eHgioe ©

participate (this should not be equal to the

total count that has participated unless 100% Nk




Attachment 6

FEORP Progress Tracker

Diversity and Inclusion Training-

Quantitative Questions (# or %)

Frequency of Diversity and Inclusion
"T'raining per year (e.g., annually, quarterly
etc.)

Response

Quarterly

Percent of employees who have participated
this year in formal Diversity and Inclusion
Training

Response

100.00%

Percent of Senior Leadership that have
participated in formal Diversity and Inclusion
Training

Response

94.14%

Count of employees who have participated in
formal Diversity and Inclusion Training

Response

334725

Count of Senior Leadership that have
participated in formal Diversity and Inclusion
Training

Response

Total number of employees eligible to
participate (this should not be equal to the
total count that has participated unless 100%

Response

364918

Diversity and Inclusion Council-

Quantitative Questions (# or %)

Frequency of council meetings in FY2013
(e.g., annually, quarterly etc.)

Quarterly

Frequency of council events (e.g., annually,
quarterly etc.)

Response

Quarterly

Percent of Senior Leadership on council

83.33%

Percent of employees on council

6

Count of Senior Leadership on council

16.67%

Count of employees on council

25
5

Total number of people on council

30




Attachment 6

FEORP Progress Tracker

Development Program- Quantitative Questions (¥ or %)
Response

N/A 0%

Percent of GS1-4 who participated

Response

Percent of GS 5-8 who participated 2.00%

Response

Percent of GS 9-12 who participated 2.00%

Response

Percent of GS 13-15 who participated 2.00%

Response

0.80%

Percent of SES who have participated

Response
Count of GS1-4 who have participated

Response

70

|.|

Count of GS 5-8 who participated

Response

C S9-12w tici
ount of GS 9-12 who participated 316

Count of GS 18-15 who participated 56

Response
Count of SES who participated

|N|

Total number of employees eligible to Response

participate 244
{this should not be equal to the total count




Attachment 6

FEORP Progress Tracker

Does your agency have a Diversity and Inclusion element in the
following groups’ performance plans (this may also be incorporated in

5']., |§-‘.[Il,9._&t1in

Yes or No Percentage

100.00%




Attachment 6

Demographic Information

[Mentoring- (Mentee data)

Percent of Asian American Mentees

Response

6.00%

Percent of Black Mentees

Response

0.60%

Percent of Hispanic Mentees

Response

1.00%

Percent of Native American Mentees

Response

3.00%

Percent of Native Hawaiian/ Pacific Islander
Mentees

Response

57.00%

Percent of Mentees Two or More Races

Response

35.00%

Percent of White Mentees

Response

0.30%

Percent of Female Mentees

Response

0.30%

Percent of Male Mentees

0.30%

Percent of Veteran Mentees

Response

0.50%

Percent of Mentees that are People with
Disabilities

Response

0.80%

Total number of participants
(The count used to calculate the Mentee
percentages)

Response

37




Attachment 6

Demographic Information

Mentoring- (-M'éhtbr data)

Percent of Asian American Mentors

Percent of Black Mentors

Percent of Hispanic Mentors

Percent of Native American Mentors

Percent of Native Hawaiian/ Pacific Islander

Mentors

Percent of Mentors Two or More Races

Percent of White Mentors

Percent of Female Mentors

Percent of Male Mentors

Percent of Veteran Mentors

Percent of Mentors that are People with
Disabilities

Total number of Mentors
(The count used to calculate the Mentor
percentages)

“Demographic Data
" Response

14.00%

7.00%

——

_Response

0.80%

0.80%

3.00%

e |

_ 'Respopse’




Demographic Information

Attachment 6

Development Programs - Demographic_ﬁata
Percent of Asian American taking part in S SResponseiis s —
Development Programs 5.00%
Percent of Blacks taking part in Development == SEESHONSCE —
Programs 27.90%
— 15_ — m—
Percent of Hispanics taking part in — RESRONSE —
Development Programs 7.50%
Percent of Native Americans taking part in — Responses
Development Programs 1.70%
Percent of Native Hawaiian/ Pacific Islanders || 17 Response _;
taking part in Development Programs 0.10%
Percent of persons Two More or Races — - EE = —
taking part in Development Programs 0.10%
Percent of Whites taking part in s hesponsel L —
Development Programs 57.50%
Percent of Females taking part in BESRERES0nSE —_—
Development Programs 63.00%
Percent of Males taking part in Development SEESHONES
Programs 37.00%
i TE.‘. iTE = —et
Percent of Veterans taking part in LESDONSE S
Development Programs UNK/0%
Percent of People with Disabilities taking 5 E(%;lilﬁ:"ﬁ R
part in Development Programs
UNK/0%
Total number of participants (The count ‘Response. 5 |
used to calculate the Development Program
1438

participation percentages)




VBA Attachment 6

FEORP Progress Tracker

PROGRESS TRACKER AND DEMOGRAPHIC DATA
EXPLANATORY NOTES FOR PROGRESS TABLES

Formal mentoring or other programs typically will have some of the following
characteristics:

Organization announces program to all qualified groups

Announcement and individuals.

Candidates are identified through a request for

Recruitment o .
nominations or for applications to the program.

Organization screens and selects candidates based on merit
Competitive Selection system principles using predetermined criteria for
program.

Training program is finalized for selected participants
which includes a formal training experience that may

Trainin . . . .
& involve developmental assignments (continued service
agreements usually required).
I Organization monitors participants’ training activities and
Monitoring & . P p ing activi
progress in program against pre-established objectives.
Organization evaluates effectiveness of the formal training
. provided to individual participants and the effectiveness of
Evaluation

the formal development itself in meeting organizational
goals.

In order to complete FEORP report please email an electronic copy of this progress
tracker to diversityandinclusion@opm.gov printed copies will not be accepted.

If your agency has subcomponents that are not separately required to submit a FEORP
report pursuant to 5 U.S.C. 7201, you may select to prepare a separate Progress Tracker
for each subcomponent as appropriate.



VBA Attachment 6

FEORP Progress Tracker

Agency has A Formal Mentoring Program

Mentoring Training provided

L Resome

Program is evaluated Yes

Feedback is provided Yes

Program is announced to all qualified individuals Yes

All employees briefed on agency's Diversity and Inclusion BN EC TS B
Policies Yes

Formal Diversity and Inclusion Training provided

Training on unconscious bias provided

All employees briefed on agency’s Diversity and Inclusion
Policies Yes

Diversity and Inclusion Council -~~~

Agency has a Diversity and Inclusion Council

Yes

Diversity and Inclusion Council has a charter Yes

~ Response

Members have received training Yes

Council’s mission is in alignment with agency Ves




VBA

Attachment &

FEORP Progress Tracker

Agency has a Career Development Program

B Response SRR

Program is evaluated

Program is announced to all qualified individuals

Mentoring - Quantitative Questions (# or %)

Frequency of Program Evaluation (e.g., annually, quarterly etc.)

Respanse

Quarterly

Percent of employees involved with mentoring

Respanse

1.40%

Percent of SES involved with mentoring

0.06%

Percent of managers involved with mentoring

1.10%

Percent of supervisors involved with mentoring

0.20%

Count of employees involved with mentoring

Response

Count of SES involved with mentoring

Response

3

Count of managers involved with mentoring

1
23

Count of supervisors involved with mentoring

4
3

4

to the total count that has participated nmless 100% of workforce has participated)

Total number of employees eligible to participate (this should not be equal

20,822




Attachment 6

FEORP Progress Tracker

Diversity and Inclusion Training-

Quantitative Questions (# or %)

Frequency of Diversity and Inclusion Training per year (e.g.,
annually, quarterly etc.)

Response

l

Quaterly

Percent of employees who have participated this year in formal
Diversity and Inclusion Training

3.60%

Percent of Senior Leadership that have participated in formal
Diversity and Inclusion Training

Response

0.50%

Count of employees who have participated in formal Diversity

and Inclusion Training

750

Count of Senior Leadership that have participated in formal
Diversity and Inclusion Training

Response

100

Total number of employees eligible to participate (this should not be
equal to the total count that has participated unless 100% of workforce has participated)

Respaonse

I

20,822

Diversity and Inclusion Council-

Quantitative Questions (# or %)

Frequency of council meetings in FY2014 (e.g., annually, quarterly
etc.)

Respo

Quaterly

Frequency of council events {e.g., annually, quarterly etc.)

I

Response

Quaterly

Percent of Senior Leadership on council

Response

I

36.00%

Percent of employees on council

Respanse

|

64.00%

Count of Senior Leadership on council

Response

J

Count of employees on council

Total number of people on council

I‘.

Response

14




VBA

FEORP Progress Tracker

Attachment 6

Development Program-

Percent of GS1-4 who participated

0.00%

Percent of GS 5-8 who participated

Percent of GS 9-12 who participated

71.00%

Respcnse

16.00%
Response

Quantitative Questions (# or %)
Response

Percent of GS 13-15 who participated

Response

12.60%

Percent of SES who have participated

0.45%

0
70

Count of GS1-4 who have participated

Count of GS 5-8 who participated

Response

Count of GS 9-12 who participated

Response

Count of GS 13-15 who participated

Response

Total number of employees eligible to participate

(this should not be equal to the total count that has participated unless 100% of workforce

Count of SES who participated

has participated)




VBA Attachment 6

FEORP Progress Tracker

Does your agency have a Diversity and Inclusion element in the
following groups’ performance plans (this may also be incorporated in

Percentage '

Yes or No-r

Yes or No Percentage




VBA Attachment 6

Demographic Information

~ Demographic Data

Response

Mentoring- {Mentee data)

Percent of Asian American Mentees
0.10%

Respcnse

I

Percent of Black Mentees 20.00%

Response

l

Percent of Hispanic Mentees
1.01%
Response

Percent of Native American Mentees o

Respcnse

Percent of Native Hawaiian/ Pacific Islander Mentees T
A (]

Response

Percent of Mentees Two or More Races s

Response

|

Percent of White Mentees e

Response

Percent of Female Mentees 29.00%

Response

Percent of Male Mentees 29.00%

|

Respcnse
Percent of Veteran Mentees

5.00%
Percent of Mentees that are People with Disabilities
4.00%
Total number of participants Respanse

(The count used to calculate the Mentee percentages) 37




VBEA Attachment 6

Demographic Information

Mentoring- (Mentor data) _ i Demographic Data

. Response

Percent of Asian American Mentors T

Response

|

Percent of Black Mentors 3.70%

Percent of Hispanic Mentors 6.00%

Percent of Native American Mentors 13.00%

Percent of Native Hawailan/ Pacific Islander Mentors e

Percent of Mentors Two or More Races o

l

Percent of White Mentors T

Percent of Female Mentors 57.00%

Percent of Male Mentors 30.30%

|

Percent of Veteran Mentors 24.00%

Percent of Mentors that are People with Disabilities
7.00%

Total number of Mentors
(The count used to calculate the Mentor percentages) 87

|




VEA

Demographic Information

Attachment 6

Development Programs - Demographic Data _
Percent of Asian American taking part in Development SREspOnse —
Programs 2.30%

Res _ﬁﬂ
Percent of Blacks taking part in Development Programs .

Response) |
Percent of Hispanics taking part in Development Programs oo
Percent of Native Americans taking part in Development Respanse =
Programs 13.00%
Percent of Native Hawaiian/ Pacific Islanders taking part in L Eﬁﬁ
Development Programs 0.00%
Percent of persons T'wo More or Races taking part in Sespenss
Development Programs 0.10%

..... _ Response
Percent of Whites taking part in Development Programs e
- (]

Response |
Percent of Females taking part in Development Programs _

Response
Percent of Males taking part in Development Programs e

Response
Percent of Veterans taking part in Development Programs o
Percent of People with Disabilities taking part in Development _ Response
Programs 0.49%
Total number of participants (The count used to calculate the [0 Response |1 i
Development Program participation percentages) 469




National Cemetery Administration Attachment 6

FEORP Progress Tracker

PROGRESS TRACKER AND DEMOGRAPHIC DATA
EXPLANATORY NOTES FOR PROGRESS TABLES

Formal mentoring or other programs typically will have some of the following characteristics:

Organization announces program to all qualified groups and

LU s individuals.

Candidates are identified through a request for nominations or for

Recruitment ..
applications to the program.

Organization screens and selects candidates based on merit

Competitive Selection - . . _—
system principles using predetermined criteria for program.

Training program is finalized for selected participants which
includes a formal training experience that may involve

Training . . .
& developmental assignments (continued service agreements usually
required).
- Organization monitors participants’ training activities and
Monitoring & p P g

progress in program against pre-established objectives.

Organization evaluates effectiveness of the formal training
Evaluation provided to individual participants and the effectiveness of the
formal development itself in meeting organizational goals.

In order to complete FEORP report please email an electronic copy of this progress tracker to
diversityandinclusion@opm.gov printed copies will not be accepted.

If your agency has subcomponents that are not separately required to submit a FEORP report
pursuant to 5 U.S.C. 7201, you may select to prepare a separate Progress Tracker for each
subcomponent as appropriate.



National Cemetery Administration

FEORP Progress Tracker

Agency has A Formal Mentoring Program

Mentoring Training provided

Program is evaluated

Feedback is provided

B = .

e
Response

Program is announced to all qualified individuals

All employees briefed on agency's Diversity and Inclusion
Policies

Diversity and Inclusion Training

[Formal Diversity and Inclusion Training provided

Yes

Respo

nse
—_— e

Training on unconscious bias provided

e —_—
i Response

P e

~ Response

Agency has a Diversity and Inclusion Council

Diversity and Inclusion Council has a charter

Response

Yes

Members have received training

'‘Response

Council’s mission is in alignment with agency

P———

Response

Yes




National Cemetery Administration

Attachment 6

FEORP Progress Tracker

Agency has a Career Development Program

Program is evaluated

Program is announced to all qualified individuals

Mentoring - Quantitative Questions (# or %)

Frequency of Program Evaluation (e.g., annually, quarterly etc.)

Response

Quarterly

Percent of employees involved with mentoring

Response

<1%

Percent of SES involved with mentoring

Response

0.00%

Percent of managers involved with mentoring

Response

99.00%

Percent of supervisors involved with mentoring

Response

<1 %

Count of employees involved with mentoring

Response

Count of SES involved with mentoring

Respconse

Count of managers involved with mentoring

Respcnse

=
w

Count of supervisors involved with mentoring

Resporse

Total number of employees eligible to participate (this should not be equal

to the total count that has participated unless 100% of workforce has participated)

Response

14




National Cemetery Administration

FEORP Progress Tracker

Diversity and Inclusion Training- Quantitative Questions (# or %)

FFrequency of Diversity and Inclusion Training per year (e.g.,
annually, quarterly etc.)

Response

Quarterly

Percent of employees who have participated this year in formal
Diversity and Inclusion Training

Response

16.97%

Percent of Senior Leadership that have participated in formal
Diversity and Inclusion Training

CSPO

100.00%

Count of employees who have participated in formal Diversity
and Inclusion Training

Response

295

Count of Senior Leadership that have participated in formal
Diversity and Inclusion Training

Response

11

Total number of employees eligible to participate (this should not be
equal to the total count that has participated untess 100% of workforce has participated)

Response

14

Diversity and Inclusion Council- Quantitative Questions (# or %)

Frequency of council meetings in FY2013 (e.g., annually, quarterly
etc.)

Response

Quarterly

Frequency of council events (e.g., annually, quarterly etc.)

Response

Quarterly

Percent of Senior Leadership on council

Response

8.40%

Percent of employees on council

Response

1.40%

Count of Senior Leadership on council

Response

Count of employees on council

|Hl

Response

]
£

Total number of people on council

Response

25




National Cemetery Administration Attachment 6

FEORP Progress Tracker

Development Program- Quantitative Questions (# or. %)

Response

Percent of GS1-4 who participated 7

Respaonse

Percent of GS 5-8 who participated 28.57%

Response

Percent of GS 9-12 who participated 72.00%

Percent of GS 13-15 who participated .

Response

Percent of SES who have participated e

Response

Count of G51-4 who have participated

Respanse
Count of GS 5-8 who participated

Response
Count of GS 9-12 who participated

Response

Count of GS 13-15 who participated

Response

Count of SES who participated

Total number of employees eligible to participate Response
{this should not be equal to the total count that has participated unless 100% of workforce

Jury
i

has participated)




National Cemetery Administration

FEORP Progress Tracker

Does your agency have a Diversity and Inclusion element in the following
groups’ performance plans (this may also be incorporated in the leading




National Cemetery Administration Attachment 6

Demographic Information

Mentoring- (Mentee data)

Percent of Asian American Mentees

Response
Percent of Black Mentees

Percent of Hispanic Mentees 0.00%

Response

Percent of Native American Mentees

Percent of Native Hawaiian/ Pacific Islander Mentees

0.00%

Respcnse

Percent of Mentees Two or More Races
0.00%

Response

Percent of Whit
e Mentees .

Response

P 4
ercent of Female Mentees 28.00%

Response

P t of M.
ercent of Male Mentees 72.00%

Response

Percent of Veteran Mentees 80.00%

Percent of Mentees that are People with Disabilities
0.00%

Total number of participants Response
(The count used to calculate the Mentee percentages)

.I




Demographic Information

Mentoring- (Mentor data) | " Demographic Data

e ——

.. Response |

Percent of Asian American Mentors

Percent of Black Mentors

Percent of Hispanic Mentors .
unable to obtain data

Percent of Native American Mentors .
unable to obtain data

Percent of Native Hawaiian/ Pacific Islander Mentors

Percent of Mentors Two or More Races

Percent of White Mentors

Percent of Female Mentors

Percent of Male Mentors

Response

Percent of Veteran Mentors .
unable to obtain data

-
250

Percent of Mentors that are People with Disabilities
unable to obtain data

Resoo

Total number of Mentors
(The count used to calculate the Mentor percentages) 14




National Cemetery Administration

Demographic Information

Attachment 6

Development Programs -

Demographic Data

Percent of Asian American taking part in Development SERE
Programs 0.00%
Percent of Blacks taking part in Development Programs .
L Response |
Percent of Hispanics taking part in Development Programs 0,008
Percent of Native Americans taking part in Development Response |
Programs 7.00%
s m . : . e —
Percent of Native Hawaiian/ Pacific Islanders taking part in L Response |
Development Programs 0.00%
. v == |nt BS00 N ]
Percent of persons Two More or Races taking part in SRR Response ’
Development Programs 0.00%
Response
Percent of Whites taking part in Development Programs o
Response 3|
Percent of Females taking part in Development Programs 28.00%
2 Response =
Percent of Males taking part in Development Programs e~
R REsponse | |
Percent of Veterans taking part in Development Programs o
. (]
Percent of People with Disabilities taking part in Development Response |
Programs 0.00%
Total number of participants (The count used to calculate the Response || i
Development Program participation percentages) 14




VHA FEORP Progress Tracker Attacment 6

FEQRP Progress Tracker

Agency has A Formal Mentoring Program

]

[ Reponsd

Mentoring Training provided

Program is evaluated

Feedback is provided

Response
ot 0 S BT

Program is announced to all qualified individuals

All employees briefed on agency's Diversity and Inclusion Policies
Diversity and Inclusion Training

Formal Diversity and Inclusion Training provided

‘T'raining on unconscious bias provided

Yes

Yes

Yes

Yes

All employees briefed on agency's Diversity and Inclusion Policies

Diversity and Inclusion Council

Agency has a Diversity and Inclusion Council

Yes

Yes

Diversity and Inclusion Council has a charter

Yes

Members have received training

Council's mission is in alignment with agency

This data is not currently tracked centrally by VHA and therefore is not available



VHA FEORP Progress Tracker Attacment 6

Agency has a Career Development Program

Program is evaluated

Program is announced to all qualified individuals

Mentoring

Response

As needed

Response

Percent of employees involved with mentoring 0.00%
. ]

Hesparnse

Frequency of Program Evaluation (e.g., annually, quarterly etc.)

Percent of SES involved with mentoring

. . . Response:
Percent of managers involved with mentoring

Response
Percent of supervisors involved with mentoring

Response
Count of employees involved with mentoring

X . . . Respronse
Count of SES involved with mentoring

] ) Hesponse:
Count of managers involved with mentoring

J Response
Count of supervisors involved with mentoring

Total number of employees eligible to participate (this should not be equal to the total count that has
participated unless 100% of workforce has participated)

Diversity and Tnclusion Training- ﬁQunntitative Questions (# or %)
Frequency of Diversity and Inclusion Training per year {e.g. annually, quarterly etc.} Respotsc

Quarterly

Respoiise
Percent of employees who have participated this year in formal Diversity and Inclusion Training 0.00%
G 1]

Responsc

Percent of Senior Leadership that have participated in formal Diversity and Inclusion Training 0.00%
. i

Response
Count of employees who have participated in formal Diversity and Inclusion Training

Response
|Count of Senior Leadership that have participated in formal Diversity and Inclusion Training

‘Total number of employees eligible to participate (this should not be equal to the total count that has Respatise
participated unless 100% of workforce has participated)

This data is not currently tracked centrally by VHA and therefore is not available



VHA FEORP Progress Tracker Attacment 6

Diversity and Inclusion Council

Response:
Frequency of council meetings in FY2014+ {e.g., annually, quarterly etc.) Annual
F F i 1 Iy et Respuoiise
Frequency ncil events (eg., annually, quarterly etc. .
requency of council events (e.g., annually, quarterly e ) Bi-Monthly
—— . . Response
Percent of Senior Leadership on council
ercent of Senior Leadership on cou O
P r 1 n Response
ercent of employees on couna
nt« ployees o 93.00%

. . : Response
Count of Senior Leadership on council

Respurist

ICount of employees on council

19
Total number of people on council Response
JT)c:w:lt::pmem‘. Program
Percent of GS1-4 who participated
0.00%
Percent of GS 5-8 who participated
’ paricty 0.00%
Percent of GS 9-12 who participated
P I 0.00%
Percent of GS 13-15 who participated
0.00%
Percent of SES who have participated
l [ 0.00%
Count of GSi-+ who have participated .
Count of GS 5-8 who participated
0
Count of GS 9-12 who participated
0
Count of GS 13-15 who participated =
Count of SES who participated -
otal number of employees engible to participate {this should not be equial Lo the total count that
participated unless 100% of workforce anticipated)
0

e =

1.D&I Element in SES

—-
“— T g= e e R e AT T o R 1

5
.l

Unknown

——t————— e AT

This data is unknown.

oyee

Unknown Unknown

This data is not currently tracked centrally by VHA and therefore is not avallable



VHA FEORP Progress Tracker Attacment &

Mentoring (Mentee data)

. . Response
Percent of Asian American Mentees [

. Response
Percent of Black Mentees

Response

Percent of Hispanic Mentees

. . B Lsnonse
Percent of Native American Mentees !

. v . Response
Percent of Native Hawaiian/ Pacific 1slander Mentees I

. Besponse
Percent of Mentees Two or More Races 3

. Rl'slmll‘i!'
Percent of White Mentees

Response
Percent of Female Mentees

Response

Percent of Male Mentees

IR esponse
Percent of Veteran Mentees J

Percent of Mentees that are People with Disabilities Respottse

Total number of participants Responist
(The count used to calculate the Mentee percentages)

[Mentoring (Mentor data)

i
Response.

Percent of Asian Ametican Mentors

Percent of Black Mentors

Percent of Hispanic Mentors

Percent of Native American Mentors

Percent of Native Hawaiian/ Pacific Islander Mentors

Percent of Mentors Two or More Races

Percent of White Mentors

Percent of Female Mentors

Percent of Male Mentors

Percent of Veteran Mentors

Percent of Mentors that are People with Disalrlities

Total number of Mentors {The
count used to calculate the Mentor percentages)

This data is not currently tracked centrally by VHA and therefore is not available



VHA FEORP Progress Tracker Attacment 6

Development Programs

Percent of Asian American taking part in Development Programs

Percent of Blacks taking part in Development Programs

L

s

Percent of Hispanics taking part in Development Programs

Response

O

Percent of Native Americans taking part in Development Programs

Hesponse 5|
000%

Percent of Native Hawaiian/ Pacific Islanders taking patt in Development Programs

L Rusponse |
0.00%

Percent of persons Two More or Races taking part in Development Programs

*
— Response
O00%

Percent of Whites taking part in Development Programs

T Rieponse |
LS

Percent of Females taking part in Development Programs

eaponse

0.00%
S—— - -
. . . Response
Percent of Males taking part in Development Programs
0.00%
. . . Response
Percent of Veterans taking part in Development Programs e
A 1]
Percent of People with Disabilities taking part in Development Programs “Response. : 5|
0U00%
Total number of participants (The count used to calenlate the Development Program participation Renan |
percentages) = o

This data is not currently tracked centrally by VHA and therefore is not available



Employment of People with Disabilities Narrative

Identify strategic activities or actions the agency is implementing to meet the goals set forth
in Executive Order 13548-Incressing Federal Employment of Individuals with Disabilities.

Attachment 7

Self-Identification
During Fiscal Year (FY) 2014, the Department of Veterans Affairs (VA) continued its efforts towards
resurveying the workforce via Standard Form 256, “Self-1dentification of Disability”.

Hiring

During FY 2014, VA continued its established hiring goal of 3 percent for Individuals with Targeted
Disabilities (IWTDs) in support of Executive Order (EQ) 13548, “Increasing Federal Employment of
Individuals with Disabilities”. Overall, VA exceeded the Federal standard of 2 percent onboard; and the
overal! hire rate of 3.27 percent of IWTDs also exceeded the goal. During FY 2014, 1,621 individuals
with targeted disabilities were hired (3.27 percent of new hires). Of the total hires in VA Centrai Office
(VACO), 2.23 percent were individuals with targeted disabilities. Of the National Cemetery
Administration's (NCA) total hires, 6.86 percent had targeted disabilities. In the Veterans Health
Administration (VHA), 3.24 percent of total hires had targeted disabilities, and of the Veterans Benefits
Administration’s (VBA) total hires, 3.98 percent had targeted disabilities.

NCA continued to utilize flexible hiring authorities in order to increase workforce participation for
IWTDs to inciude Schedule A and non-competitive Veterans hiring authorities such as the 30% disabled,
and the Veterans Recruitment Act of 1973, as amended. As such, this can be attributed to NCA’s success
of exceeding the VA’s goal of 3 percent in double proportions of 6.86 of total new hires.

Benchmarking and Analysis
In alignment with E.O. 13548, VA made a tremendous effort to meet its established goal of 2 percent of

the workforce for IWTDs and has been exceeding this goal since October 2013. Overall, VA’s number of
individuals onboard for FY 2014 is 2.10 percent. Of the total onboard individuals in VACO, 1.75

percent was IWTDs. Of NCA's total onboard individuals, 3.1 6 percent had targeted disabilities. Of
VHA’s total onboard individuals, 2.09 percent had targeted disabilities, and of VBA's total onboard
individuals, 2.41 percent had targeted disabilities.

Reasonable Accommodations

In FY 2014, VA revised its handbook, “Processing Requests for Reasonable Accommaodations from
Employees and Applicants with Disabilities.” In addition, training was conducted throughout the
Administrations and Central Staff Offices whereby, approximately 500 VA’ers received training on RA.

VA has established a Centralized Fund for reasonable accommodations for employees with disabilities to
help decrease the financial burden that VA offices face when providing reasonable accommodations. In
FY 2014, the total amount of accommodations reimbursed were $376,606.43.




Training and Education
VA has created a fact sheet and a brochure with information on the Schedule A hiring authority. In

FY 14, ODI also trained 450 employees on how to identify less than expected participation rates within
their respective facilities and how to apply the Schedule A hiring authority.

Outreach and Recruitment

Outreach to IWTDs is accomplished using public recruiting sources, including OPM’s Shared List of
People with Disabilities; One-Stop Career Centers established under the Workforce Investment Act; State
vocational rehabilitation agencies and community rehabilitation programs; State employment agencies;
Employment Networks established under the Ticket to Work program; independent living centers
established under Title VII of the Rehabilitation Act; and the Department of Veterans Affairs Regional
Offices.

NCAs Human Resource Center located in Indianapolis continued to recruit qualified IWTDs, and they
are being selected to serve in NCA positions nationwide. NCA hiring managers find that by supporting
this important program they are creating a win-win situation for the administration and the job sceker.

VBA collaborates with state and other rehabilitation organizations dealing with seiective job piacement of
Veterans. In addition, employment information is provided to Reserve and Nationa} Guard commanders
and recently discharged Veterans in Operation Enduring Freedom/lraqi Freedom Outreach Programs.
VBA’s external recruitment always includes the applicant sources of Veterans Rehabilitation Act and 30
percent or more disabled Veterans. For participation in the VA Work Study Allowance Program, priority
is given to disabled Veterans for their participation in the VA Work Study Allowance Program. VBA
also participated in job fairs held at various military basics bases.

VHA facilities continued to support the "Fulfilling the Commitment — Coming Home to Work" initiative.
This initiative focuses on ensuring that transitional service members, particularly service-connected
disabled veterans from Operation Enduring Freedom (OEF)/Operation Iraqi Freedom (OIF) military
campaigns have access to a full-range of resources to obtain suitable employment. This initiative will
serve as an on-going catalyst to actively engage veterans service organizations to increase the applicant
pool of disabled veterans. It is anticipated that the increase in the applicant pool of disabled veterans will
also increase the number of individuals with targeted disabilities.

VA also participated in the Workforce Recruitment Program (WRP), which connects Federal employers
with college students and recent graduates with disabilities and ultimately hired some permanently.
Overall, VA brought on 48 students during the FY 2013 WRP cycle (spring/summer), paying a total of
approximately $275,000. Seven out of the 48 students were converted to full time status and 1 was hired
permanently from the beginning of the cycle, for a tota} of 8 permanent WRP originated hires.

Internal and External Communication

VA created a brochure to use at career fairs and outreach events to market website information on career
search and Schedule A hiring practices. Additionally, VA has an internet website that contains mass
information on the “Individuals with Disabilities Employment Program”. This website contains the
reasonable accommodation handbook; Schedule A information, listing of the Selective Placement
Coordinators and LRACs, reporting information, strategic plan, and training material.




