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DEPARTMENT OF VETERANS AFFAIRS
Assistant Secretary for Human Resources and Administration
Washington DC 20420

March 4, 2016

Dear Colleagues:

The Department of Veterans Affairs (VA) is proud to present its fiscal year (FY)
2015 Equal Employment Opportunity (EEO) Report and FY 2016 National EEO Plan in
accordance with EEOC Management Directive 715. This report presents the prior
year's accomplishments and current year’s plan for creating and sustaining a diverse
workforce and inclusive workplace in VA. The Office of Human Resources and
Administration and its Office of Diversity and Inclusion are proud to lead the effort
toward achieving these goals as articulated in the VA Diversity & Inclusion Strategic
Plan for Fiscal Years 2012-2016.

This National Plan provides the common framework for achieving VA’s equal
opportunity and diversity objectives and serves to guide the efforts of our three
Administrations: Veterans Health Administration, Veterans Benefits Administration, and
National Cemetery Administration, as well as its Staff Offices. The objectives contained
in this Plan are directly aligned with VA Diversity and Inclusion Strategic Goals, VA
Hispanic Employment Plan, and VA's Strategic Plan. The accomplishments and
activities presented in this Plan could not be achieved without the collaboration and
contributions of our colleagues and stakeholders.

As the second largest cabinet level agency and government leader in diversity
practices, VA is proud to share its best practices toward becoming a Model EEQO
Program. We thank our colleagues and stakeholders for their invaluable contributions
and commitment to creating a diverse workforce that provides high-quality service to
Veterans and their families.

Sincerely,

S . —
ina S. Farrisee
Assistant Secretary for eputy Assistant Secretary for
Human Resources and Administration Diversity and Inclusion
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PART A

Department
or Agency
Identifying
Information

PART B

Total
Employment

PART C

Agency
Official(s)
Responsible
For Oversight
of EEO
Program(s)

EEOC FORM 715-01 PART A-D

EEOC FORM
715-01 PARTA-D
U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

For period covering October 1, 2014, to September 30, 2015.

1. Agency
1.a. 2" level reporting component

1.b. 3" level reporting component

1.c. 4™ level reporting component

2. Address 2. 810 Vermont Ave., N.W.

3. City, State, Zip Code 3. Washington, DC 20420

4. CPDF
Code

5. FIPS code(s) 4. VA

1. Enter total number of permanent full-time and part-time employees

2. Enter total number of temporary employees

3. Enter total number employees paid from non-appropriated funds

4. TOTAL EMPLOYMENT [add lines B 1 through 3]

1. Department of Veterans Affairs

5.11 DC

338,699

19,409

3,838

361,946

1. Head of Agency 1. Robert A. McDonald, Secretary of Veterans
Official Title Affairs

2. Agency Head Designee 2.

3. Principal EEO Director/ 3. Gina S. Farrisee, Assistant Secretary for Human

Official Title/series/grade

4. Title VII Affirmative EEO 4.
Program Official Diversity and Inclusion
5. Section 501 Affirmative Action 5.
Program Official Diversity and Inclusion
6. Complaint Processing Program 6.
Manager

Resources and Administration

Georgia Coffey, Deputy Assistant Secretary for

Georgia Coffey, Deputy Assistant Secretary for

Harvey W. Johnson, Deputy Assistant Secretary
for Resolution Management
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7. Other Responsible EEO Staff 7. Maxanne Witkin, Director, Office of Employment
Discrimination Complaint Adjudication

8. Pam Mitchell, Deputy Assistant Secretary of
Human Resources Management

EEOC FORM
715-01 PARTA-D
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

PART D Subordinate Component and Location CPDF and FIPS
(City/State) codes
List of Subordinate Components
Covered in This Report Veterans Health Administration VATA 11 DC
(Washington, DC)

Veterans Benefits Administration VALA 11 DC
(Washington, DC)

National Cemetery Administration VAPA 11 DC
(Washington, DC)



EEOC FORM 715-01 PART A-D

EEOC FORMS and Documents Included With This Report

*Executive Summary [FORM 715-01 PART E], that includes:

Brief paragraph describing the agency's mission and
mission-related functions

Summary of results of agency's annual self-assessment
against MD-715 "Essential Elements"

Summary of Analysis of Work Force Profiles including net
change analysis and comparison to the Relevant Civilian
Labor Force

Summary of EEO Plan objectives planned to eliminate
identified barriers or correct program deficiencies

Summary of EEO Plan action items implemented or
accomplished

*Statement of Establishment of Continuing Equal Employment
Opportunity Programs
[FORM 715-01 PART F]

*Copies of relevant EEO Policy Statement(s) and/or excerpts
from revisions made to EEO Policy Statements. Referenced at
http://www.diversity.va.gov/policy/files/EEO_Policy_Statement.pdf

\/

*Optional Annual Self-Assessment Checklist

Against Essential Elements [FORM 715-01PART G]

*EEO Plan To Attain the Essential Elements of a
Model EEO Program [FORM 715-01PART H] for
each programmatic essential element requiring
improvement

*EEO Plan To Eliminate Identified Barrier
[FORM 715-01 PART I] for each identified barrier

*Special Program Plan for the Recruitment, Hiring,
and Advancement of Individuals With Targeted
Disabilities for agencies with 1,000 or more
employees [FORM 715-01 PART J]

*Copy of Workforce Data Tables as necessary to
support Executive Summary and/or EEO Plans

*Copy of data from 462 Report as necessary to
support action items related to Complaint
Processing Program deficiencies, ADR
effectiveness, or other compliance issues.

*Copy of Facility Accessibility Survey results as
necessary to support EEO Action Plan for building
renovation projects

*QOrganizational Chart

\/
Attached

N/A

N/A
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EEOC FORM 715-01 PART E

EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART E EEO PROGRAM STATUS REPORT

Department of Veterans Affairs

EXECUTIVE SUMMARY

Introduction

The Department of Veterans Affairs (VA) is proud to present VA's Management Directive (MD) 715
Equal Employment Opportunity (EEO) Program Status Report for fiscal year (FY) 2015 and EEO Plan
for FY 2016. This report addresses all the required elements of the Equal Employment Opportunity
Commission’s (EEOC) MD-715 for building and sustaining a Model EEO Program.

VA is comprised of a Central Office (VACO), which is located in Washington, DC, and field facilities
throughout the Nation, as well as the U.S. territories and the Philippines. Programs are administered
by three major line organizations: Veterans Health Administration (VHA), Veterans Benefits
Administration (VBA), and the National Cemetery Administration (NCA). VA is the second largest
Federal Department, with a workforce of approximately 362,000 employees. VA employs 118,600
Veterans, which is approximately 32.7 percent of the workforce.

VA provides health care, benefits, and memorial services for approximately 21.7 million Veterans.*
VA provides these services through three major organizational subcomponents: the VHA, with 152
medical centers, 997 outpatient clinics (including hospital-based, independent, mobile, and
community-based outpatient clinics), 136 community living centers, 113 domiciliary rehabilitation
treatment programs, and 300 readjustment counseling centers; VBA, with 56 regional offices; and the
NCA, with 133 cemeteries. In addition to the national cemeteries, NCA supports VA's Cemetery
Grant Program which is designed to complement NCA'’s national cemeteries across the country.
VACO is the national headquarters office comprising numerous Staff Offices reporting to the
Secretary.

Unlike most Federal agencies, VA maintains a tri-partite structure for the administration of its
Department-wide EEO and diversity management functions. The respective functions and
responsibilities are distributed among three independent offices as described below:

e The Office of Diversity and Inclusion (ODI) develops Department-wide EEO and diversity
policies; performs workforce analyses and reporting; develops outreach and retention
programs, and provides training and communication on EEO and diversity topics.

e The Office of Resolution Management (ORM) administers the Department’s EEO complaint
processing system (counseling, procedural decisions, investigation, and compliance),
oversees the Workplace Alternative Dispute Resolution (ADR) Program, and provides
oversight for the VA’s Anti-Harassment Office to ensure allegations of workplace harassment
are handled in a fair and effective manner.

e The Office of Employment Discrimination Complaint Adjudication (OEDCA) issues final agency
decisions (FAD) based upon an investigative record or final orders following a decision by an
EEOC administrative judge.

! Data Source: National Center for Veterans Analysis and Statistics Web site, http://www1.va.gov/vetdata/Veteran_Population.asp; date pulled October
14, 2015.
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In FY 2014, Secretary Robert McDonald provided his vision for VA; to transform VA from its current
way of doing business to one that places the Veterans in control of how, when and where they wished
to be served. This transformational process is referred as MyVA and will serve as a catalyst to
modernize VA’s processes, culture and capabilities to put the needs of the Veterans and their families
first. As identified in the MyVA Integrated Plan, dated July 30, 2015 “, the MyVA vision is to provide a
seamless, unified Veteran experience across the entire organization and throughout the country.”

Officials and specialists responsible for managing and accounting for all VA's EEO program have
embraced the vision and are currently working to enable the EEO programs to incorporate the MyVA
goals and strategies while still ensuring compliance with all EEO regulations.

Limitations on Applicant flow data

Please note that the Office of Personnel Management’s (OPM) new USA Staffing information system
is sufficient to populate EEOC's table A-7 and B-7 tables. However, it does not contain the necessary
data to populate EEOC'’s A9, B9, A1l and B11 tables. Hence table A11 and B11 will not include
applicant information.

For the current USA Staffing system, a three month time lag exists with the publishing of OPM’s
audited applicant data. Hence the applicant data published in tables A-7 and B-7 of this report will
reflect the period of time covering October 1, 2014, through July 31, 2015 only. The remaining
workforce tables are for the period ending September 30, 2015.

Summary of Self-Assessment against the Model EEO Program Essential Elements

In FY 2015, VA continued to make progress toward implementing a Model EEO Program in
accordance with EEOC's six essential elements identified in Part G, which contains a list of yes/no
type questions grouped under each of the elements. A “no” response indicates a deficiency in that
aspect of the EEO program. ODI monitors VA'’s status on these elements through a sophisticated
web-based system that enables VA components to enter and track their self-assessments on the MD-
715 Parts G and H at all organizational levels. Deficiencies identified at the national level focused
mainly on structural challenges, such as inconsistent coordination between EEO and Human
Resources (HR) staff and lack of centralized tracking and enforcement in some areas. These issues
have been addressed in Part H. Table 1 displays the percent of the “Compliance Indicators”
assessed as met in Part G of the report and is grouped by each Model EEO program essential
element. Generally, “Compliance Indicators” in Part G were assessed as being met completely in four
of the six essential elements. As indicated at Table 1, there has been some measured improvement
in the management and program accountability element and the efficiency element. The paragraphs
following Table 1 depict some of VA's major accomplishments and challenges under each of the six
essential elements.
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Table 1. Percent of Compliance Indicators met by EEOC Essential Element

EEO Essential Element FY 2014 FY 2015
Demonstrated Commitment by Agency Leadership 100% 100%
Integration of EEO into the Agency's Strategic Mission 100% 100%
Management and Program Accountability 80% 90%
Proactive Prevention of Unlawful Discrimination 100% 100%
Efficiency 90.3% 93.5%
Responsiveness and Legal Compliance 100% 100%

DEMONSTRATED COMMITMENT BY AGENCY LEADERSHIP: Robert A. McDonald was
nominated by President Obama to serve as the eighth Secretary of Veterans Affairs and was
confirmed by the United State Senate on July 29, 2014. As the new Secretary of VA, he has
demonstrated his strong commitment to EEO and diversity in the workforce through several initiatives.
VA strengthened the language of its EEO, Diversity and Inclusion, the Notification and Federal
Employee Antidiscrimination and Retaliation Act (No FEAR), and Whistleblower Rights and Protection
Policy Statements. On April 20, 2015, Secretary McDonald signed the policy statement and
reaffirmed VA’s commitment to the rights and protections enshrined in the Civil Rights Act of 1964, the
Notification and Federal Employee Antidiscrimination and Retaliation Act, the Whistleblower
Protection Act, and related Federal laws that protect our employees. For FY 2015, the hiring of
individuals with targeted disabilities (IWTD) were 3.05 percent of total hires. The representation of
IWTDs was 2.16 percent, exceeding the Secretary’s two percent onboard goal and three percent
hiring goal for IWTDs, respectively. The Assistant Secretary for Human Resources and
Administration (ASHRA) and the Deputy Assistant Secretary (DAS) for Diversity and Inclusion
continue to co-chair the VA Diversity Council, comprising of senior executives, employee unions, and
affinity groups. Additionally, the Diversity Council supported the Secretary’s Annual Diversity and
Inclusion Excellence Awards Program. VA ODI led an interagency work group that created the
framework for the new Diversity in Government Council (DIG). The DIG Council was launched in May
2015. The council consists of senior level representation from all Cabinet-level departments and
provides a forum for improving senior leadership collaboration on operational and strategic diversity
and inclusion issues.

ORM recognizes exemplary effort on the part of employees, managers, ADR neutrals, the Office of
General Counsel, senior executives, ADR programs, and ADR committees/councils/forums in
managing conflict and resolving workplace disputes and EEO complaints. In March 2015, the Fourth
Annual Secretary’s ADR Excellence Awards ceremony was held recognizing individuals and
programs in all of the aforementioned categories.

The Under Secretary for Health (USH), David J. Shulkin, M.D., is strongly committed to EEO and
diversity in the workforce, and uses multiple approaches to demonstrate his commitment to an
expanded EEO program. The USH and VHA leadership embrace and promote EEO and diversity in
the VHA workforce through fostering an environment of open, responsive, and proactive
communication and holding Senior Executives accountable for their efforts related to EEO and
diversity through their performance measures, and by implementing other policies to strengthen the
message of the importance of EEO, diversity and inclusion. VHA conducted EEO competency
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training for EEO Managers (both full-time and collateral duty) and additional collateral-duty and EEO
staff (i.e., Special Emphasis Program Managers, EEO Specialists and EEO Assistants) who
implemented EEO policy and program guidance at all VA Medical Centers (VAMCs). The USH
ensured that sufficient staffing and resources were available to operate the EEO program, as well as
the VHA Office of Diversity and Inclusion in an effective manner.

VBA Equal Employment Office (VBA/EEO) updated VBA's policies to reflect changes in laws and
VA’s EEO Policy Statement, VA’s Prevention and Elimination of Harassment in the Workplace Policy,
VA'’s Prevention of Sexual Harassment Policy Statement, and ADR Policy. VBA/EEO ensures EEO as
a mandatory performance standard for all Senior Executive Service (SES) level managers.

Ronald E. Walters was named the VA'’s Interim Under Secretary for Memorial Affairs (USMA),
effective June 23, 2014. The Interim UMSA has supported continued efforts to improve the overall
workforce environment though a number of initiatives. During FY 2015, as part of MyVA Initiative, the
Interim USMA focused on opening the lines of communication with NCA employees to foster an
environment of transparency and employee engagement. As part of that effort, the Interim USMA
created a central email where NCA employees could communicate directly with him and his staff. He
also produced brief videos to share special events and happenings that are occurring at the Central
Office and in the Field; the first video was disseminated to the workforce in September 2015. For FY-
2015, NCA was 99 percent compliant with the annual training and reinforcement of ICARE Integrity,
Commitment, Advocacy, Respect, and Excellence (ICARE) values.

Through awareness and training programs NCA continues to educate supervisors and managers
about the barriers to employment and the hiring challenges that individuals with targeted disabilities
face. An example is the Post Traumatic Stress Disorder (PTSD) webinar, which was presented in
June 2015.

Additional accomplishments addressing agency leadership commitment are provided at Part H and |
of this report.

INTEGRATION OF EEO INTO THE AGENCY’S STRATEGIC MISSION: During FY 2015, ODI
continued to lead the implementation of VA’s Diversity and Inclusion Strategic Plan for FY 2012 —
2016 that served as a Government-wide model. Progress on the strategic objectives was reported to
the Secretary, senior leadership, and will be disseminated publicly in VA'’s sixth Diversity and
Inclusion Annual Performance Report for FY 2015. The Assistant Secretary for Human Resources
and Administration (ASHRA), as the designated EEO Director, meets regularly with the Secretary and
Deputy Secretary on EEO and diversity issues. Furthermore, the DAS for Diversity and Inclusion
participates in the Monthly Performance Review process, the ASHRA'’s senior staff meetings, the
Integrated Human Resources Management Board, quarterly HR statistics reviews, and leadership
development oversight boards to ensure integration of EEO and diversity policies in Departmental
operations. ODI is a key participatory member on the Workforce Planning (WFP) Council ensuring
that VA’s Diversity and Inclusion Strategic Plan is embodied in all WFP initiatives.

During FY 2015 and in accordance with the Memorandum of Understanding (MOU), established in FY
2014, VA partnered with the African American Federal Executive Association (AAFEA), and the Asian
American Government Executives Network (AAGEN) to announce VA’s Senior Executive Service
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Candidate Development Program (SES-CDP) and host a training workshop at VA’s Central Office that
consisted of presentations on Executive Core Qualifications (ECQs) and Life as a SES employee.

FY 2015 was a record breaking year in the number of candidates who applied to the Corporate
Employee Development Board (CEDB) to attend Federal leadership development programs. The
CEDB'’s objective is to identify and nominate the best qualified employees from across VA to attend
prescribed high-impact training and professional development programs/opportunities. The CEDB
aims to develop a broad cadre of leaders who can help drive change, inform, shape strategic
planning, and integrate policy at VA.

ODI assisted the Office of General Counsel (OGC) with the development of OGC's first Diversity and
Inclusion Strategic plan. The plan incorporates recommendations from the VA's OGC Leadership
Development Program Diverse and Inclusive Group and supports the strategic goals identified in the
2008 VA Office of General Counsel Strategic Plan and 2012 Addendum and the VA Diversity and
Inclusion Strategic Plan for FY 2012 - 2016.

The budget for the VA National Diversity Intern Program (NDIP) decreased in FY 2015. The NDIP,
administered by ODI, sponsored 135 talented student interns (down from 200 interns in the previous
year) from diverse institutions of postsecondary education in a variety of professional fields. The
NDIP is a program that facilitates the hiring of a diverse group of students to the VA workforce.

During 2015, VA hosted many training events with facilities focusing on learning how to explore
opportunities, find a right career path, and sharing the MyCareer@VA tool with others in their network.
The presentations offered practical advice to help VA employees strengthen their professional
development and highlighting via MyCareer@VA, VA Learning University (VALU)'s premiere career
development resource.

VHA incorporated EEO principles into its Workforce and Succession Strategic Plan, Operational Plan,
and VA'’s Diversity and Inclusion FY 2012 — 2016 Strategic Plan. VHA ODI supported and
implemented various components of the VA Diversity and Inclusion Plan. The VHA ODI developed the
first VHA ODI Strategic Plan 2014-1019, which reflects goals that complement and support EEO
principles. VHA ODI staff supported the EEO Training Institute by conducting classes on
Unconscious Bias, Micro-Inequities, Working with Difficult People, Managing Change and Diversity
Dimensions. The Equal Employment Opportunity/Affirmative Employment office (EEO/AEOQ) provided
guidance to Senior Executives within VHA Central Office, the Veteran Integrated Service Network
(VISN), and VAMCs. The EEO/AEO met monthly with VISN Lead EEO Managers and quarterly with
all VHA EEO Managers. VHA EEO Managers had direct contact with senior leadership through
various venues, including virtual via Adobe Connect/Live meetings, staff meetings, and emails. Senior
leadership supported the achievement of the goals and objectives of the VHA EEO program. VHA
widely disseminated EEO policies through VHA'’s expansive communication vehicles, which included
the VHA EEO/AEO Web site and SharePoint, emails, conference calls, MS-Live training
teleconferences, and quarterly communications with Senior Executives throughout the Administration.

VBA/EEO provides monthly EEO training for supervisors and managers enrolled in VBA leadership
programs. VBA coordinated with ODI to provide 16 face-to-face sessions of Diversity and Inclusion
and Cultural Competency Training at the Philadelphia Regional Office (RO) and Insurance Center.
The South Dakota RO received Cultural Competency and Prevention of Bullying in the Workplace
Training.
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In August 2015, the NCA EEO team presented the Interim USMA and his key managers the NCA
State of the Agency on the accomplishments and challenges the administration faced in FY 2015.
NCA had a total of 12 graduates that completed the year-long Cemetery Director Intern Program.
Interns were placed in GS-7 through GS-11 positions as cemetery directors or assistant directors.
The demographics of the interns were diverse and 91.67 percent were Veterans; 50 percent were 30
percent or more disabled. NCA continues to utilize hiring authorities such as Schedule A, the non-
competitive Veterans hiring authority for Veterans with 30 percent disability, the Veterans’
Recruitment Appointment to hire qualified candidates. In FY 2015, 16 caretakers graduated from
NCA's Apprenticeship Program. NCA'’s selected one Asian male in the SES position.

During FY 2015 the Office of Information Technology (OI&T) Diversity Management Advisory Council
(DMAC) Chairperson collaborated with the National and VA Federal Asian Pacific American Council
(FAPAC). Through their collaboration, OI&T will co-host events and disseminate information to
increase visibility and participation in the Asian Americans and Pacific Islanders programs. OI&T
established a VA Workgroup through the DMAC to monitor and assess the implementation of the
White House Asian American Pacific Islander (WHAAPI) FY 2014 and FY 2015 Plan.

Additional accomplishments addressing integration of EEO into the Agency’s strategic plan are
provided at Part H and | of this report.

MANAGEMENT AND PROGRAM ACCOUNTABILITY: ODI conducted quarterly MD-715 progress
review meetings with all Administrations, OI&T, VACO and developed standard monthly diversity
reports for distribution to VACO Staff Offices and the Administrations. ODI performed six on site EEO
Technical Assistance Reviews (TAR) at selected field facilities. The purpose was to analyze hires,
separations, promotions, EEO complaints, and employee survey results systematically to identify
potential EEO barriers and share best practices. ODI continued to report EEO workforce statistics to
the senior leadership through monthly and quarterly workforce diversity reports and briefings. ODI
prepared and submitted the Department’s EEO status and plans to EEOC in accordance with MD-715
and produced and published the VA Diversity and Inclusion FY 2014 report documenting the
accomplishments and outcomes of meeting the VA Diversity and Inclusion Strategic Plan.

Additionally, ODI conducted six national outreach events in collaboration with its affinity group
partners to build a diverse and inclusive workforce in VA. .

ODI continued to provide monthly training on reasonable accommodations (RA) and Schedule A
hiring. ODI also provided centralized funding for RAs, which OPM has recognized as a best practice
for the retention of IWTDs. VA participated in the Workforce Recruitment Program (WRP), which
connects Federal employers with college students and recent graduates with disabilities. Overall, VA
hired 19 students during the FY 2015 WRP cycle, and there were seven (7) conversions for which
WRP students will have an opportunity to become career federal employees. Of special note, out of
all federal agencies participating in WRP, VA ranks number two with regard to WRP conversions.
These strategies contributed a marginal increase in VA's employment of IWTDs (permanent and
temporary) from 2.10 percent in FY 2014 to 2.16 percent in FY 2015. The employment of these
strategies was instrumental in helping VA make strides in meeting the Secretary's 3 percent hiring
goal for IWTD.

Executive Summary
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VHA continues to rate Senior Executives against appropriate performance metrics consisting of six
elements addressing a model EEO program. These performance measures, coupled with the VHA
EEO/AEO Quarterly Survey and EEO Program Status Report, allowed Senior Executives to identify
systemic barriers to the Model EEO Program and create corrective action plans throughout the year.
To help ensure program accountability VHA-wide, EEO/AEOQ participated in two program
assessments. In addition, a total of 20 VISNs conducted a Peer Review during FY 2015. VHA Peer
Review Reports are being summarized by EEO/AEO to identify the top five trends in VHA EEO
Programs for monitoring and reporting on program results. VHA dedicated staff to coordinate the
Federal Equal Opportunity Recruitment Program (FEORP), Selective Placement Program, and
Disabled Veterans Affirmative Action Program. VHA successfully placed ten interns under the
Workforce Recruitment Program into field facilities to gain work experience. Four of five EEO
Technical Career Field (TCF) graduates from the 2013 Class were successfully placed into EEO
Specialist positions within VHA during FY 2015. The 2014 Program has five (5) trainees who have
completed the first year of the program and continue to receive specific training as described in their
individual development plan. The 2015 Program hired ten trainees, who began their training in July
2015. EEO/AEO has approved ten positions for the 2016 Program. VHA has steadily increased its
representation of disabled Veterans through its Veterans Employment Coordination Service (VECS),
which serves as a model for the President’s Executive Order on Veteran Employment Qutreach. The
EEO/AEO conducted quarterly surveys through its Dashboard system. The EEO/AEO survey
encompassed the six elements of a comprehensive EEO program as described by the EEOC’'s MD—
715 policy. The data was included in Senior Executives’ performance plans.

VBA's Oakland RO established policy that supervisors and managers complete VA’'s on-line Talent
Management System (TMS) Diversity and Conflict Management Training and was 100 percent
compliant by September 30, 2015. In FY 2015 and in accordance with EEOC provisions and VA's
Strategic Plan FY 2012-2016, ODI conducted internal audits, i.e. TARs at two VBA facilities: the
Records Management Center and Seattle RO.

NCA senior leaders continue to be evaluated on their efforts to ensure equality of opportunity for all
employees. These metrics are completed annually in conjunction with SES performance evaluations.
Since these metrics were implemented, diversity metrics have continued to improve significantly in
disability and targeted disability representation.

During FY 2014, the NCA EEO Office worked with NCA’s Business Process Improvement and
Compliance Service to develop an internal audit process to re view the Title VIl and Rehabilitation Act
programs. In FY 2015, the internal audit process was finalized and will be utilized in FY 2016 to
evaluate the programs. During FY 2015, NCA's EEO office continued to hold conference calls with
OGC, Human Resources (HR), Labor Relations and Employee Relations (LR/ER), local Reasonable
Accommodations Coordinator (LRAC), managers, supervisors, and employee representatives
providing guidance to ensure the agency provided the best legal course of action. NCA addressed
over 45 requests for reasonable accommodations.

OI&T’'s DMAC identified the lack of clarity on the Employee EXxit Survey. It has been decided by the
DMAC and other staff offices that improvement to the Employee Exit Survey is warranted and the
policy, VA Directive 5004 — Employee Entrance and Exit Survey, be revised.

Additional accomplishments addressing management and program accountability are provided at Part
H and | of this report.
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PROACTIVE PREVENTION OF UNLAWFUL DISCRIMINATION: In FY 2015, ODI delivered 205
elective, virtual or face-to-face, learning events at VA facilities nationwide to over 8,134 VA employees
addressing the following topics: bullying; generations; processing reasonable accommodation
requests; VHA Support Service Center training; barrier analysis; lesbian, gay, bisexual, and
transgender (LGBT); the inclusion paradigm; diversity and inclusion for new employees and new
supervisors, and cultural competency. ODI also issued the inaugural VA Guidance on Religious
Expression and Exercise in VA Facilities and Property under VA’'s control. ODI, VALU collaboration
enabled VA to earn Honorable Mention at the 2014 MarCom Awards - an international creative
competition for individuals and companies involved in the concept, writing and design of print, visual,
audio and web materials and programs. VA continues to excel with its mandatory bi-annual training
programs: Prevention of Workplace Harassment/No FEAR training (workforce is 96 percent
compliant), EEO, Diversity, and Conflict Management Training for Managers and Supervisors
(supervisor and manager workforce is 93 percent compliant); Whistleblower Rights and Protection
and Prohibited Personnel Practices Training (supervisor and manager workforce is 98 percent
compliant). As a result of these training programs and the other proactive prevention strategies
described below, VA's informal EEO Resolution Rate remained steady at 53 percent from FY 2014 to
FY 2015.

VA has developed the background, overview, scope, and design details for the development of a new
Web-based course on implicit bias and implicit association. The production task is contingent on
funding availability for VALU'’s contracting process for FY 2016. VA ODI has proposed and obtained
approval of a concept using the World Café model to initiate a race-relations dialog at the VBA
Records Management Center in St. Louis, MO which will be preceded by a pilot test in VACO on
December 8, 2015.

VA published 12 issues of the Diversity and Inclusion newsletter, six editions of NewsLink and six
editions of Diversity News videos for FY 2015.

At the request of Jersey City the Mayor of Jersey City, New Jersey, the Honorable Steven Fulop, Dr.
John Fuller, VA's Chief Diversity Educator, provide the city's first inaugural LGBT awareness training
for city employees. Dr. Fuller presented two LGBT Awareness sessions at City Hall Auditorium for all
employees, managers, and supervisors on April 16, 2015. Dr. Fuller received congratulatory
recognition from both Mayor Fulop and VA Secretary Robert McDonald for his valuable community
outreach effort for LGBT inclusion.

After consultation with EEOC, VA created the framework for a new Anti-Harassment Program and
Program Office (AHO), which stood up in ORM in December 2014. During FY 2015, AHO established
an office containing a program manager, two AHO specialists, and one program specialist. The office
created the initial draft policy and handbook detailing procedures and guidance for managers and
supervisors to address, proactively, allegations of harassment in the workplace.

In June 2015, ORM awarded a contract to conduct Conflict Management and Mediation training.
Over the course of twelve months, twenty-two 3-day training sessions will be delivered to promote
skills and competency in managing conflict and resolving workplace disputes and EEO complaints.
The sessions are designed to provide VA senior executives, supervisors, union officials, and
employees with communication, negotiation, and problem solving capabilities to effectively address
and prevent from escalating the day to day conflicts that arise in the workplace. In addition to the 3-
day sessions, four 1-day sessions will be delivered with labor and management together in one
setting. In FY2015, five 3-day sessions were completed and 107 employees trained, and two 1-day
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sessions were completed with 88 labor and management officials trained 98% of the individuals
attending the training rated it as highly effective.

In addition to the Conflict Management and Mediation training, ORM trained 590 employees in ADR
Awareness, Basic Mediation Skills, and Communication Skills. ORM provided quarterly briefings to
new employees and supervisors in VA Central Office on ADR and EEO. ORM trained VHA EEO
Program Managers on the role of ORM, their responsibilities as EEO program managers, and
settlement compliance monitoring.

ORM conducted 10 Conflict Assessments in FY 2015, to explore workplace conflict, and to provide a
picture of the organization that helped leadership respond more effectively to workplace issues.
These assessments were offered as another tool to determine areas in which proactive measures
may resolve disputes at the earliest opportunity, the Assessments provided leadership with in-depth,
confidential feedback regarding employee concerns, root cause analysis of problem areas, and
customized suggestions for resolutions.

In FY 2015, ORM also conducted 296 hours of training for 393 individuals related to 33 findings of
discrimination.

ORM continues to provide tools and resources to senior executives, managers and supervisors, and
employees on the EEO complaint and ADR process. In FY 2015, ORM re-issued several publications
and educational materials, such as VA’'s EEO poster and brochure. ORM updated this information to
reflect coverage for allegations of discrimination based on sexual orientation under Title VII and the
basis of sex. ORM also updated and re-issued a training DVD on the Root Causes of Workplace
Disputes as well as its Executive Leaders Guide on EEO complaints and ADR.

VHA took measures to prevent unlawful discrimination through a variety of events, actions, and
activities to promote EEO and the acceptance of diversity. During FY 2015, EEO/AEO personnel
provided training to managers and supervisors upon request. EEO/AEO also provided training to
three VHA Central Office program offices. Monthly training sessions were held for EEO Managers.
The EEO/AEOQ personnel conducted a total of 31 training sessions in FY 2015 for EEO professionals
and other stakeholders (i.e., workforce planners, Human Resources Management Staff, Education
Coordinators, etc.). EEO/AEOQ dispersed quarterly reports on ADR metrics and targeted disabilities
which included enhancement tips in order to keep the VISN and medical center Directors abreast of
their progress towards meeting FY 2015 goals.

VBA maintains a RA program that processes requests and accommodations within the required time-
frames. RA training is regularly provided to ensure LRACS are informed of new laws, updated
agency policies and EEOC provisions. In FY 2015, RA training was provided by General Counsel via
video for supervisors and managers and LRACs. Additionally, General Counsel conducted RA
training at the VBA's Director's Conference in June 2015. The filing of EEO complaints based on
disability has decreased from 98 in FY 2014 to 69 in FY 2015, and the failure to accommodate claim
decreased from 53 in FY 2014 to 34 in FY 2015.

During FY 2015, the NCA EEO office met with the Director of the new Anti-Harassment Office. NCA
will develop a cadre of individuals that have experience and the skill set to conduct investigations
when harassment allegations arise. Further, NCA's leadership participated in the mandatory EEO,
Diversity & Inclusion, and Conflict Management training with a 97.12 percent completion rate. This
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course reinforced knowledge and skills acquired throughout the year, enabling managers to address
challenging issues and improve the workplace climate. Management also participated in other EEO
related training and pre-mediation discussions which are paramount to addressing and resolving both
EEO and Non-EEO concerns.

Additional accomplishments addressing proactive prevention of unlawful discrimination are provided
at Part H and | of this report.

EFFICIENCY: ORM tracks EEO complaint processing for each stage of the EEO complaint process
from the initial, informal contact through closure. ORM continued to process counseling sessions
below the requisite 30 days (24 days in FY 2015) and completed the informal complaint process when
ADR was elected on an average of 66 days, well below the EEOC requirement of 90 calendar days.
Un-amended investigations in FY 2015 were processed on an average of 177 days, below the 180-
day requirement for investigation processing time.

In FY 2015, OEDCA decision output increased 9.5 percent and case inventory was reduced 47
percent. At the end of FY 2015, 37 percent (no change from FY 2014) of OEDCA's pending cases
were older than 60 days.

ORM'’s ADR program has had an extremely positive impact on the efficiency of VA’'s EEO program
nationwide, with ADR being offered in 99 percent of all informal EEO complaints. The ADR election
rate of informal EEO complaints in which both VA and the aggrieved person agree to participate in
ADR was 59 percent. ADR is used for both EEO and non-EEO disputes with very positive results:

Table 2. ADR in EEO Process

FY 2014 FY 2015
Contacts 4,626 5,052
Offers? 98% 99%
Participation® 55% 59%

Table 3. ADR Outcomes

EEO Non EEO
FY 2014 FY 2015 FY 2014 FY 2015
Completed 2,508 2,966 1,727 1,530
Resolved 49% 52% 85% 83%

2 ADR offer rate represents the percentage of informal EEO complaints in which VA offers the aggrieved person an opportunity to participate
in ADR versus traditional counseling.

% ADR participation rate represents the percentage of informal EEO complaints in which both VA and the aggrieved person agree to
participate in ADR.
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VA estimates that without early intervention, approximately 50 percent of the non-EEO disputes could
become EEO complaints.

ORM provides all VA administrations access to the EEO, Diversity, and ADR Dashboard. This
Dashboard is used to monitor and identify the status of EEO complaints, the complaint resolution
process, and other information/data necessary to analyze complaint activity and historical trends.

In FY 2015, VBA experienced 144 EEO complaints, which is a decrease from 171 EEO complaints in
FY 2014. VBA maintains an effective Alternative Dispute Program. In FY 2015, the offer rate was
100 percent exceeding the 80 percent goal. For VBA, the participation rate was 55 percent exceeding
the goal of 53 percent participation in ADR for informal complaints. For VBA, the resolution rate was
51 percent exceeding the goal of 50 percent. VBA's total cost avoidance is estimated at $450 million.

In FY 2015, NCA experienced a filing of 42 informal complaints and 92 percent (39) of the mediations
of these complaints were completed below the requisite timeframe. NCA’s ADR program is vital to
the overall workforce. In addressing workforce concerns from workplace disputes to EEO complaints,
NCA developed ADR training to focus not only on the benefits of mediation but providing the tools to
both management and employees to address conflict as early as possible. This training addresses
communication, trust, respect and the importance of a diverse and inclusive work environment. This
fiscal year NCA's ADR participation rate is 64.29 percent, up from 51.85 percent the previous fiscal
year. NCA recognizes that complaint activity has increased for FY 2015; however, NCA is working
diligently to reduce the number of complaints filed by 15 percent for FY 2016. To accomplish this
goal, NCA has partnered with the Federal Mediation Conciliation Services (FMCS) to provide an in-
depth ADR training across at all national cemeteries. For FY 2016, 13 cemeteries were identified to
receive this training. Additionally, NCA’s EEO office received several requests from cemetery
directors to conduct various training and climate assessments to address issues to improve the work
environment. These requests show that managers and supervisors are engaging in proactive
measures to improve their overall workforce environment. These assessments are planned to be
conducted in FY 2016.

Additional accomplishments addressing efficiency are provided at Part H and | of this report.

RESPONSIVENESS AND LEGAL COMPLIANCE: ODI, ORM, OEDCA, and the Office of Human
Resources Management (OHRM), and the Administrations share responsibility for responsiveness
and legal compliance in the area of EEO. In FY2015, ORM conducted a comprehensive review of the
revised EEOC Management Directive 110 (MD-110) and engaged ORM National Advisors for
Counseling, Procedural Determinations, and Investigations to update policy, procedure, and training
materials to comply with the new guidance. Information and resources were communicated to and
shared with all ORM employees. In addition, ORM participated in a pilot with EEOC to transition from
EFX to FedSep. VA was one of the first federal agencies to use FedSep to transmit hearing and
appeal files to EEOC and monitor and update status of hearings and appeals in real time. In FY2015,
ORM continued to monitor compliance with findings of discrimination and report compliance to EEOC.
ORM played a lead role in conducting training ordered in these cases and in reviewing decisions on
whether or not to take disciplinary action against a responsible management official. In FY2014, the
Assistant Secretary for Human Resources and Administration, VA's EEO Director, issued guidance on
the documentation required by VA administrations and staff offices when discipline was to be
considered in an effort to ensure greater accountability of management officials when discrimination
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was found. As a result, the number of cases where discipline was taken has increased, ensuring
discrimination does not recur.

ORM also revised its settlement agreement templates to better account for the Defense Finance and
Accounting Service’s (DFAS) role in certain actions such as back pay and restoration of leave and
secured OGC's agreement to conduct legal sufficiency reviews of all settlements involving EEO
complaints prior to execution of the agreement. These steps are intended to ensure compliance and
prevent breach allegations.

Finally, ORM implemented Interagency Agreements with other federal agencies to process conflict of
interest cases. These steps ensure VA’'s compliance with MD-110 and provide for neutral and
impartial processing of complaints involving ORM employees and individuals in the EEO Director’s
chain of command.

VHA has an active ADR program with a 99.41 percent offer rate for EEO cases. Mediation may be
utilized for all workplace disputes, not just EEO complaints. For FY 2015 the ADR program alone
provided VHA an estimated cost avoidance of more than $54 million. In FY 2015, five of the seven
ADR three-day training sessions were held. Three sessions targeted audiences who were “All
Grades/Full-time employees, two sessions targeted audiences who were GS-12 and below and Title
38 equivalents. ORM reported 107 senior managers (i.e., GS-12 and below, GS-13 — 15 and SES)
attended conflict management and ADR training to enhance their conflict management and resolution
skills. In FY 2015, two remaining sessions were one-day events and there were 88 employees that
participated. OEDCA, ORM, OHR, VISNs, and facilities all shared responsibility for the
responsiveness and legal compliance in the area of EEO. VHA has been a vigorous proponent of
MD-715 since it was published and continues to improve and lead the government in the area of
workforce analysis for EEO reporting purposes. ODI developed the first government software for
producing the tables and analytic tools, and made the software available for free to other agencies.

In FY 2015, VBA had three findings of discrimination. Two findings were based on disability and one
finding based reprisal. The requirements stipulated in the final orders for these cases were completed.

Further accomplishments of these essential elements are addressed in the Part H accomplishments
section.

Additional accomplishments addressing responsiveness and legal compliance are provided at Part H
and | of this report.

Workforce Composition

As the second largest Cabinet-level executive department, VA is proud to be one of the most diverse
agencies in the Federal Government. The Relevant Civilian Labor Force (RCLF) is the benchmark
against which we measure the diversity of our workforce. Compared to the RCLF, VA’s workforce is
at or above the RCLF representation in all areas except for White and Hispanic females, and Hispanic
and Asian males. While the overall representation of most demographic groups increased in FY
2015, the proportional representation of Hispanic females increased marginally from 3.53 percent to
3.62 percent. The proportional representation of White females decreased from 35.17 percent to
34.86 percent. The proportional representation of Hispanic males increased from 3.15 percent to 3.16
percent. The proportional representation of Asian males increased from 2.81 percent to 2.86 percent.
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Figure 1 depicts VA’s current on-board representation as compared with the CLF and RCLF.

Figure 1. VA Onboard versus RCLF/CLF
(Permanent and Temporary)

50.00%

Less than Expected

Met or Exceeded Expected Representation

45.00%

40.00%

35.00%

30.00%

25.00%

20.00%

15.00%

10.00%

5.00%

1 ] m_ | -

0.00% - -
Native Native . .
" " American | American
Two or Black or | Black or Hawaiian | Hawaiian Indi Indi Two or
Hispanic | Hispanic | White Asian More White African | African Asian | or Other | or Other | oan OF [ INAANOTT 0o
X X . . Alaska Alaska
male female female male Races male | American|American | female Pacific Pacific . . Races
Native Native
female male female Islander | Islander male
male female
male female
m Va workforce FY 2015 | 3.16% 3.61% | 34.86% | 2.86% 0.28% | 24.46% | 9.25% 14.92% | 4.57% 0.15% 0.17% 0.60% 0.92% 0.19%
M RCLF 3.84% 570% | 45.69% | 2.95% 0.37% | 23.10% | 3.51% 9.20% 438% 0.04% 0.08% 0.27% 0.64% 0.19%
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CLF includes all occupations and RCLF is limited to VA occupations in VA proportions. The Civilian Labor Force (CLF) consists of
all U.S. citizens 16 years of age and over, excluding those in the Armed Forces, who are employed or unemployed and seeking
employment in all U.S. occupations. The CLF does not include Puerto Rico or other U.S. territories. The Relevant Civilian Labor
Force (RCLF) consists of all U.S. citizens 16 years of age and over, excluding those in the Armed Forces, who are employed in or
unemployed and seeking employment in VA specific occupations. When the organization has a presence in Puerto Rico, the
population of Puerto Rico is included.

We look at net change in order to determine whether the groups with low participation rates are
increasing at the same rate or higher than the change for the total VA workforce. The net change for
the total VA workforce in FY 2015 was a 4.29 percent increase, or 14,892 employees. At the end of
FY 2015, VA’s workforce totaled 361,946 employees, including 19,409 temporary employees®*. For
the second year in a row since EEOC’s MD 715 was enacted, the growth rate for all minority groups,
excluding White women, exceeded the total workforce average growth rate. This is a “good” news

* This figure includes intermittent employees, so it is greater than the figure in Part B of this report which excludes intermittent employees.
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story. ODI believes this is a testament to the success of improving the workforce diversity by focusing
on outreach and retention programs to the historically under-represented race, ethnicity, and gender
(REG) groups.

The workforce growth rate for White males and females decreased. White females had a lower than
expected representation rate (compared with the RCLF) and experienced a growth rate of 3.38
percent. White males experienced a growth rate of 2.96 percent and still exceeded its expected
representation. VA will continue to place special emphasis on outreach and retention efforts for
Hispanic males and females, White females, and Asian males given that they fall below their expected
representation. Table 4 provides detail of the net changes of the total workforce by Race, Ethnicity,
and Gender (REG). The net change for each REG is compared to the net change for the total
number of employees. Net changes below the average net change for the entire workforce are
highlighted in red.

Table 4. Net Change Analysis

RACE/ZETHNICITY
TOTAL Non-Hispanic or Latino
EMPLOYEES Hispanic or Native .
All VA par Black or . American Two or More
Latino . . . Hawaiian or :
White African Asian . Indian or Races/
. Other Pacific 5 -
American Alaska Native Undisclosed
Islander
All male female male female male female male female male female male female male female
Net 4.83
Change 4.29% % 6.55% 2.96% 3.38% 4.33% 5.35% 6.31% 7.30% 11.65% 14.75% 5.48% 5.97% 57.74% 50.00%

Net change is calculated by dividing the difference between the number of current employees and the number of employees in the prior
year by the number of employees in the prior year.

Targeted Disabilities

In addition to examining the workforce by REG, we also reviewed the data for IWTD®. Continuing with
last year’s trend, the representation of IWTD (permanent and temporary) increased from 2.10 percent
in FY 2014 to 2.16 percent in FY 2015, the highest among all cabinet level departments. The net
change for this group’s population was a positive 7.12 percent, compared to 4.29 percent for the total
VA workforce. We believe this increase is a testament to the success of VA's focused efforts as
guided by its FY 2012-2016 Diversity and Inclusion Strategic Plan, and the Secretary’s three percent
hiring goal for IWTD. In addition, VA annually resurveys its workforce, focusing on the disability
status of its employees. The resurvey is executed on a volunteer self-identification basis. Permanent
employees with targeted disabilities increased from 2.08 percent in FY 2014 to 2.17 percent of the VA
permanent workforce in FY 2015. VA will continue to monitor, monthly, the onboard and hiring
statistics for IWTD as a performance metric and to determine if VA policy goals for IWTDs should be
adjusted to higher goals starting in FY 2017. Approximately 63 percent of VA's employees with
targeted disabilities are Veterans.

According to Figure 2, from FY 2014 to FY 2015 there was an increase of employees with targeted
disabilities who self-identified as having a psychiatric disability. Individuals with psychiatric disabilities

® Disabilities: The Federal Government, as a matter of policy, has identified for special emphasis in affirmative action programs. They are deafness,
blindness, partial paralysis, complete paralysis, missing extremities, severe intellectual disabilities, psychiatric disabilities, epilepsy, and dwarfism. There
are no RCLF standards for targeted disabilities categories. Census does not track these categories.
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grew at a rate of 10.76% and are the largest component (60.05 percent) of IWTD. The number of
employees who identified with a psychiatric disability increased from 4,266 in FY 2014 to 4,725 in FY
2015. This group also had the highest involuntary separation rate of all EEO groups, compared to
their onboard rate. Many of these employees are disabled Veterans. The separation rate for
permanent employees with targeted disabilities is of particular concern. Although they represented
2.08 percent of the permanent workforce at the beginning of FY 2015, their voluntary separation rate
during the fiscal year was 2.03 percent, and their involuntary separation rate was 5.93 percent. This
high separation rate does impact VA'’s efforts to maintain its two percent or higher onboard goal for
employees with targeted disabilities.

Figure 2. Comparison of Targeted Disabilities by Type of Disability.

W FY 2014

W FY 2015

Secretary McDonald is committed to maintaining the two percent onboard goal for this group. For FY
2015, Secretary McDonald is also committed to setting the hiring goal at three percent. Further
corrective strategies will focus on: 1) Develop enhanced capabilities in the Reasonable
Accommodations Compliance System; 2) Continued training to HR and managers on the use of
Schedule A and VA’'s RA procedures; and 3) Improving advancement opportunities as part of a
retention strategy.

Diversity and Inclusion Indices

The Diversity Index and Inclusion Index (rebranded by OPM as the Inclusion Quotient) provide
leadership with the capability to view quickly how well their diversity and inclusion program is
performing versus relying on a series of 28 analytical tables and employment survey results to
interpret. The Diversity Index measures the convergence of an organization’s aggregate workforce
representation by race, ethnicity, gender (REG) with the CLF or RCLF, as applicable. The metric can
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be expanded to include other dimensions such as education and disability once baselines are
established. The algorithm calculates the aggregate mean of the ratios of an agency’s workforce
representation by REG with the corresponding representation in the RCLF or CLF. The resultis a
single metric on a scale of 0 to 100 percent, reflecting an organization’s overall diversity. Where
appropriate, the algorithm is applied to the RCLF to isolate the qualified relevant labor force. This
method provides a more appropriate, efficient metric to gauge Federal workforce diversity. An index
value of 100 percent means the organization’s diversity aligns perfectly with the RCLF or CLF. VA'’s
monthly Diversity Index for FY 2014 is provided at Figure 3. Note: This index currently focuses on
REG and does not track the disability aspect of diversity. The monthly Diversity Index is incorporated
within the Monthly Performance Review process.

Figure 3. VA's FY 2015 Diversity Index
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VA’s Inclusion Index is a measure of organizational inclusion based on employee responses to
empirically validated items in the Federal Employee Viewpoint Survey (FEVS). It is calculated as the
ratio of the total favorable responses to the total responses utilizing OPM’s weighted survey results.
In FY 2013, OPM adopted VA’s methodology to measure workforce inclusion for the entire Federal
Government and rebranded it as the Inclusion Quotient. The Inclusion Indices for FY 2015 are
provided at Table 5.
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Table 5. Inclusion Index (OPM Inclusion Quotient)

FY 2014 FY 2015
VA-wide 53% 53%
VHA 53% 53%
VBA 50% 52%
NCA 61% 59%
VACO 54% 54%
OIG 70% 69%

Barrier Analysis

The EEOC guidance regarding barriers to full participation refers to the indication of a possible barrier
as a “trigger.” VA has identified six primary triggers in its barrier analysis, which are addressed in Part
| of this report. VA is able to track and report on its barrier analyses and the impact of corrective
strategies through its Web-based workforce data system, VHA Service Support Center applications
(VSSC). In order to fully integrate VA'’s Diversity and Inclusion Strategic Plan goals with
Administration operations, ODI embedded the Department-wide goals into the objectives of the MD-
715 Part | Plans. This was done to ensure that field components assume some accountability for
Departmental goals because their EEO offices do not report directly to ODI. While the goals are
Department-wide, subcomponent organizations were encouraged to identify and address their
organization-specific triggers in their Part | Plans. This was communicated through quarterly
Microsoft Live Web-based technical assistance meetings with field entities to assist them in the
development of their organization-specific EEO Plans.

The six triggers identified in the Part | plans are:

1. Less than expected representation of White females: Compared with the respective
RCLFs, White females (permanent and temporary employees) had less than expected
participation in the VA workforce. White females are 34.86 percent (10.83 percent below the
RCLF of 45.69 percent). This less than expected participation trickles down to Administration
level (VHA, VBA, NCA, and VACO). A more detailed trigger and barrier analysis is provided at
Part | of this report.

2. Less than expected representation of Hispanics: Compared with the respective RCLF,
Hispanic males and females (permanent and temporary employees) had less than expected
participation in the VA workforce. In VA, Hispanic males represent 3.16 percent of the
permanent and temporary workforce and Hispanic females represent 3.61 percent, whereas
Hispanic males represent 3.84 percent of the RCLF and 5.17 percent of the CLF and Hispanic
females represent 5.70 percent and 4.79 percent, respectively. The net change for Hispanic
males (4.83 percent) and females (6.55 percent) is above the net change for the total
workforce (4.29 percent), meaning that Hispanic males and females are growing at a rate
greater than that of the total workforce. This less than expected patrticipation trickles down to
the Administration level (VHA, VBA, NCA, and VACO). A more detailed trigger and barrier
analysis is provided at Part | of this report.

3. Less than expected representation of Asian males: Compared with the respective RCLF,
Asian males (permanent and temporary employees) had less than expected participation in
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the VA workforce. In VA, Asian males represent 2.86 percent of the permanent and temporary
workforce, whereas Asian males represent 2.95 percent of the RCLF. However, the net
change for Asian males (6.31 percent) is above the net change for the total workforce (4.29
percent), meaning that Asian males are growing at a rate above that of the total workforce.
This less than expected participation trickles down to Administration level (VHA, VBA, NCA,
and VACO). A more detailed trigger and barrier analysis is provided at Part | of this report.

4. Disparate promotion rates: Black females experienced lower promotion rates (15.83
percent) as compared to the overall promotion rate (16.82 percent) for permanent entry level
positions (GS 3-8). Native Hawaiian/Pacific Islander males (NHOPIM) and females (NHOPIF)
experienced a low promotion rate at the entry and senior level. The promotion rates for
NHOPIMs were 15.24 percent and 4.65 percent, respectively. The promotion rates for
NHOPIFs at the entry level were 15.32 percent and 0.00 percent at the senior level. Asian
females experienced low promotion rates at the entry level and journeyman level only, 11.83
percent and 20.12 percent, respectively. A more detailed trigger and barrier analysis is
provided at Part | of this report.

5. High volume of discrimination complaints: The per capita filing rate at the informal stage
increased from 1.33 percent to 1.43 percent from FY 2014 to FY 2015, while the formal
complaint filing rate increased from 0.61 percent to 0.66. These rates remain slightly higher
than the government-wide rates of 1.1 percent and .5 percent, respectively. In FY 2015, the
number of findings in discrimination increased (29 in FY 2014 and 33 in FY 2015). Reprisal,
race, and disability were the most prevalent bases of discrimination in those findings.
Recommended corrective strategies include increasing early resolution of EEO complaints
through counseling and ADR, reviewing findings and incorporating lessons learned into
training, and increasing EEO and consultative services. A more detailed trigger and barrier
analysis is provided at Part | of this report.

6. Less than expected representation in the SES Cadre (permanent workforce): With the
exception of White, Hispanic and the American Indian/Alaska Native males, all the other
race/ethnicity and gender groups fall below their expected representation. The representation
of White men (45.38 percent) alone is almost double the expected representation (23.05
percent) and most likely serves as the catalyst for the less than expected representation for
the other demographic groups.
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Table 6. SES Demographics

Hawaiian |Hawaiian |American

/Pacific |/Pacific |Indian/Al{American

Islander |Islander |aska Indian/Ala
White White Black Black Hispanic [Hispanic |Asian Asian Male Female [Native |ska Native
Male Female [Male Female [Male Female [Male Female [Male Female [Male Female

Native

Native

SES (Excludes Title 38)

45.38%

29.08%

5.43%

4.62%

3.26%

0.82%

1.36%

1.09%

0.00%

0.00%

0.82%

0.54%

GS 14&15 Benchmark

42.17%

31.85%

6.59%

9.65%

2.33%

1.73%

2.36%

1.88%

0.04%

0.11%

0.52%

0.49%

Upward Mobility Benchmark

34.72%

27.82%

7.23%

10.37%

3.18%

2.78%

5.79%

5.62%

0.14%

0.12%

0.84%

0.90%

Workforce

23.05%

37.39%

7.12%

15.79%

2.91%

3.84%

2.82%

4.81%

0.13%

0.18%

0.54%

0.98%

Source: VSSC — HR Database; Red font Red indicates where ES patrticipation fell below workforce benchmark; Upward
mobility benchmark represents the demographics of the groups focusing on just those occupations (16 occupations) that

have the opportunity to advance from GS/GM grade 1 to the SES levels.

White and Hispanic males do quite well compared with the three benchmarks. A more detailed trigger

and barrier analysis is provided at Part | of this report.

Summary of Planned Objectives for FY 2016

The following list summarizes the planned initiatives laid out in Part H, I, and J for FY 2016 to
eliminate identified barriers or correct program deficiencies.

o Refine anti-harassment program: (1) enhance anti-harassment coordinator (AHC) network, (2)
expand case management system, and (3) launch training for employees, supervisors,
managers, union officials, and AHCs.

e Continue marketing MyCareer@VA to additional facilities focusing on career mapping
strategies to facilitate career advancement for all groups.

e Continue to track VA-wide disciplinary actions taken against RMOs in findings of discrimination
and report as appropriate in MD 715 Part G.

e Continue implementation of training evaluation instrument and metrics.

e Integrate the new USA Staffing Applicant Flow System into VA HR information system...

e Update VSSC to track participation in VA leadership development programs by REG in VA’s

TMS.

e Increase the number of Conflict Assessments conducted to provide insight that may improve

workplaces and reduce disputes and complaints.
e Revise the management and implementation of ODI’s Web site.
e Continue to streamline the FAD process.
¢ Revise the Relevant Civilian Labor Force computation to align with EEOC guidance.

e VA ODI staff will continue to implement the National Diversity Internship Program that provides

career exploration opportunities for current undergraduate and graduate students from diverse
socioeconomic and cultural backgrounds.

VA ODI staff will continue to implement the Workforce Recruitment Program, a program used
to connect federal and private sector employers nationwide with college students and recent
graduates with disabilities who are eager to prove their abilities in the workplace through
summer employment or permanent jobs.

Design and initiate Special Emphasis Program training for all VBA EEO managers.

Executive Summary
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¢ Conduct technical and quality review of the refresh projects on mandatory EEO, D&l,
Reasonable Accommodation, Conflict Resolution Training, and whistleblower rights and
protection; conduct technical and quality review of the refresh project on harassment
prevention, NOFEAR, and whistleblower protection for all employees. Plan deployment for
early FY 2017.

¢ Design, obtain funding, implement, and report on World Café events to initiate race-relations
dialogs at the VBA Records Management Center in St. Louis MO in mid 2016, preceded by a
pilot test in VACO on December 8, 2015. (Notified local union representatives in St. Louis
RMC/VACO in October/November 2015)

o Develop and publish the VA D&l Strategic Plan 2016-2020 and integrate goals into the VA
Strategic Plan and HR&A Strategic Plan.

e Manage administration of VA Diversity Council and proposed name change and charter
revision.

e Establish a Diversity and Inclusion Competency Model.

e Plan and implement Whistleblower protection campaign to obtain OSC re-certification in Oct
2018.

Executive Summary
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US Equal EMployment Opportumty Commrssmn PN R
" -FEDERALAGENCY-ANNUAL ey
1 ""E-EQ"PROG.RAM]STATUS"BE_POR__T .

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

ecretary for Human Resourges and Administration am the

(Insert name above)

Frincipal EEO Director/Official for

{Insert Agency/Component Name
above)

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential elements as
prescribed by EEQ MD-715. If an essential element was not fully compliant with the standards of EEQ MD-715, a further evaluation
was conducted and, as appropriate, EEQ Plans for Attaining the Essential Elements of a Model EEQ Program, are included with this
Federal Agency Annual EEO Program Siatus Report.

The agency has also analyzed its workforce profiles and conducted barrier analyses aimed at detecting whether any management ar
personnel policy, pracedure or practice is operating to disadvantage any group based on race, national origin, gender or disability.
EEQ Plans to Eliminate Identified Barriers, as approptiate, are included with this Federal Agency Annual EEC Program Status
Report.

| certify that proper documentation of this assessment is in place and is being maintained for EEOC review upon request.

Signature of Principal EEO Director/Official Date
Certifies that this Federal Agency Annual EEO Program Status Report is in compliance with EEO MD-715.

Signature of Agency Head or Agency Head Designee

25




FY 2015 REPORT

26



EEOC FORM
715-01 PART G

National

EEOC FORM 715-01 PART G

U.S. Equal Employment Opportunity Commission
FEDERAL Agency ANNUAL EEO PROGRAM STATUS REPORT

AGENCY SELF-ASSESSMENT CHECKLIST MEASURING ESSENTIAL ELEMENTS

Who contributed to the
responses?

Agency Secretary

Agency HR Chief

Agency EEO/Diversity
Manager

Agency Disabilities Manager

Agency Program Manager

Resolution Management

Human Resources
Management

Report Generated on 12/31/2015

Others who contributed to the responses: Has the Agency Secretary given written approval of these responses? Yes No
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Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP
Requires the Agency head to issue written policy statements ensuring a workplace free of discriminatory harassment and a commitment to equal
employment opportunity.

Compliance
p Measure has been met

Indicator .
EEO policy statements are up-to-date.

Measures Yes No

1. Was the EEO policy Statement issued within 9 months of the installation of the Agency Head? Yes No
X

2. During the current Agency Head's tenure, has the EEO policy Statement been re-issued annually? Yes No

** Secretary McDonald re-issued and signed the EEO Policy statement on April 20, 2015.
X

3. Are new employees provided a copy of the EEO policy statement during orientation? Yes No
X

4. When an employee is promoted into the supervisory ranks, is s/he provided a copy of the EEO policy statement? Yes No
X

Compliance
p Measure has been met

Indicator
EEO policy statements have been communicated to all employees.

Measures Yes No
5. Have the heads of subordinate reporting components communicated support of all Agency EEO policies through the Yes No
ranks?

X
6. Has the Agency made written materials available to all employees and applicants, informing them of the variety of EEO Yes No
programs and administrative and judicial remedial procedures available to them?

X
7. Has the Agency prominently posted such written materials in all personnel offices, EEO offices, and on the Agency's Yes No
internal Web site? [see 29 CFR §1614.102(b)(5)]

X

Compliance

A Measure has been met
Indicator

Agency EEO policy is vigorously enforced by Agency management.

Measures Yes No

Are managers and supervisors evaluated on their commitment to Agency EEO policies and principles, including their
efforts to:

8. resolve problems/disagreements and other conflicts in their respective work environments as they arise? Yes No
** VA stresses compliance with these guidelines but has not identified a method to measure.

X
9. address concerns, whether perceived or real, raised by employees and following-up with appropriate action to Yes No
correct or eliminate tension in the workplace?
** VA stresses compliance with these guidelines but has not identified a method to measure. X
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10. support the Agency's EEO program through allocation of mission personnel to participate in community out-reach Yes No
and recruitment programs with private employers, public schools and universities?
** VA stresses compliance with these guidelines but has not identified a method to measure. X
11. ensure full cooperation of employees under his/her supervision with EEO office officials such as EEO Counselors, Yes No
EEO Investigators, etc.?
X
12. ensure a workplace that is free from all forms of discrimination, harassment and retaliation? Yes No
X
13. ensure that subordinate supervisors have effective managerial, communication and interpersonal skills in order to Yes No
supervise most effectively in a workplace with diverse employees and avoid disputes arising from ineffective
communications? X
14. ensure the provision of requested religious accommodations when such accommodations do not cause an undue Yes No
hardship?
X
15. ensure the provision of requested disability accommodations to qualified individuals with disabilities when such Yes No
accommodations do not cause an undue hardship?
X
16. Have all employees been informed about what behaviors are inappropriate in the workplace and that this behavior Yes No
may result in disciplinary actions?
X
17. Describe what means were utilized by the Agency to so inform its workforce about the penalties for unacceptable Yes No
behavior.
** Information is posted on web pages, in the form of policy statements, training materials, through VA-wide
communications media (newsletters, broadcasts, etc.), and through bulletin board postings of findings of discrimination. X
New employees are briefed during on-boarding process. VA established the Office of Accountability Review (OAR) ensure
leadership accountability for improprieties related to patient scheduling and access to care, whistleblower retaliation and
related matters that impact public trust in VA. Since September 26 2014, VA has announced the proposed removal of four
senior executives following investigations by the OAR and the VA Office of Inspector General.
18. Have the procedures for reasonable accommodation for individuals with disabilities been made readily Yes No
available/accessible to all employees by disseminating such procedures during orientation of new employees and by
making such procedures available on the World Wide Web or Internet? X
19. Have managers and supervisor been trained on their responsibilities under the procedures for reasonable Yes No
accommodation?
** The office of Diversity and Inclusion continuously provides training to managers, supervisors, HR and EEO specialists X

on the procedures for reasonable accommodations.
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Essential Element B: INTEGRATION OF EEO INTO THE AGENCY'S STRATEGIC MISSION

Requires that the Agency's EEO programs be organized and structured to maintain a workplace that is free from discrimination in any of the

Agency's policies, procedures or practices and supports the Agency's strategic mission.

Compliance Indicator The reporting structure for the EEO Program provides the Principal EEO Official
with appropriate authority and resources to effectively carry out a successful

EEO Program.
Measures

20. Is the EEO Manager/Officer under the immediate supervision of the Agency head official?
(For example, does the Regional EEO Officer report to the Regional Administrator?)

21. Are the duties and responsibilities of EEO staff clearly defined?

22. Does the EEO staff have the knowledge, skills, and abilities to carry out the duties and responsibilities of their positions?

23. If the facility has 2" level reporting components, are there organizational charts that clearly define the reporting structure
for EEO programs?

** Each VA administration is required to submit a separate MD 715 report which includes an organization chart with the EEO
program office separately identified.

24. If the facility has 2" level reporting components, does the facility-wide EEO Manager have authority for the EEO programs
within the subordinate reporting components? If not, please describe how EEO program authority is delegated to subordinate
reporting components.

Compliance Indicator The EEO Manager and other EEO professional staff responsible for EEO programs
have regular and effective means of informing the facility head and senior
management officials of the status of EEO programs and are involved in, and
Measures consulted on, management/personnel actions.

25. Does the EEO Manager have a regular and effective means of informing the facility head and other top management
officials of the effectiveness, efficiency and legal compliance of the facility's EEO program?

26. Following the submission of the immediately preceding FORM 715-01, did the EEO Director/Officer present to the head of
the facility and other senior officials the "EEO state of the Facility" briefing covering all components of the EEO report,
including an assessment of the performance of the facility in each of the six elements of the Model EEO Program and a report
on the progress of the facility in completing its barrier analysis including any barriers it identified and/or eliminated or reduced
the impact of?

** State of the Agency brief provided to the VA Diversity Council and the Secretary in June 2015.

27. Are EEO program officials present during facility deliberations prior to decisions regarding recruitment strategies, vacancy
projections, succession planning, selections for training/career development opportunities, and other workforce changes?

28. Does the facility consider whether any group of employees or applicants might be negatively impacted prior to
making human resource decisions such as re-organizations and re-alignments?

29. Are management/personnel policies, procedures and practices examined at regular intervals to assess whether there
are hidden impediments to the realization of equality of opportunity for any group(s) of employees or applicants? [see
29 C.F.R. § 1614.102(b)(3)]

30. Is the EEO Manager included in the facility's strategic planning, especially the facility’'s human capital plan, regarding
succession planning, training, etc., to ensure that EEO concerns are integrated into the facility's strategic mission?
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Compliance Indicator
The facility has committed sufficient human resources and budget allocations to

its EEO programs to ensure successful operation.
Measures

31. Does the EEO Manager have the authority and funding to ensure implementation of facility EEO action plans to improve
EEO program efficiency and/or eliminate identified barriers to the realization of equality of opportunity?

32. Are sufficient personnel resources allocated to the EEO Program to ensure that facility self-assessments and self-analyses
prescribed by EEO MD-715 are conducted annually and to maintain an effective complaint processing system?

33. Are statutory/regulatory EEO related Special Emphasis Programs sufficiently staffed?

34. Federal Women's Program - 5 U.S.C. 7201; 38 U.S.C. 4214; Title 5 CFR, Subpart B, 720.204

35. Hispanic Employment Program - Title 5 CFR, Subpart B, 720.204

36. People With Disabilities Program Manager; Selective Placement Program for Individuals With Disabilities - Section 501
of the Rehabilitation Act; Title 5 U.S.C. Subpart B, Chapter 31, Subchapter 1-3102; 5 CFR 213.3102(t) and (u); 5 CFR
315.709

37. Are other facility special emphasis programs monitored by the EEO Office for coordination and compliance with EEO
guidelines and principles, such as FEORP - 5 CFR 720; Veterans Employment Programs; and Black/African American; American
Indian/Alaska Native, Asian American/Pacific Islander programs?

38. Are there sufficient resources to enable the facility to conduct a thorough barrier analysis of its workforce, including the
provision of adequate data collection and tracking systems?

39. Is there sufficient budget allocated to all employees to utilize, when desired, all EEO programs, including the complaint
processing program and ADR, and to make a request for reasonable accommodation? (Including subordinate level reporting
components?)

40. Has funding been secured for publication and distribution of EEO materials (e.g. harassment policies, EEO posters,
reasonable accommodations procedures, etc.)?

41. Is there a central fund or other mechanism for funding supplies, equipment and services necessary to provide disability
accommodations?

42. Does the facility fund major renovation projects to ensure timely compliance with Uniform Federal Accessibility Standards?
** The Federal Accessibility Standards are superseded by the Architectural Barriers Act Accessibility Standards (ABAAS). Each
VA facility has its own budget.

43. Is the EEO Program allocated sufficient resources to train all employees on EEO Programs, including administrative and
judicial remedial procedures available to employees?

44. Is there sufficient funding to ensure the prominent posting of written materials in all personnel and EEO offices?
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Compliance Indicator
The facility has committed sufficient human resources and budget allocations to

its EEO programs to ensure successful operation.
Measures

45. Is there sufficient funding to ensure that all employees have access to this training and information?

46. Is there sufficient funding to provide all managers and supervisors with training and periodic up-dates on their EEO
responsibilities:

47. for ensuring a workplace that is free from all forms of discrimination, including harassment and retaliation?

48. to provide religious accommodations?

49. to provide disability accommodations in accordance with the facility's written procedures?

50. in the EEO discrimination complaint process?

** Office of Resolution Management has sole responsibility

51. to participate in ADR?
** Office of Resolution Management has sole responsibility

32

Measure has been

met
Yes No
Yes No
X
Yes No
Yes No
X
Yes No
X
Yes No
X
Yes No
X
Yes No
X



EEOC FORM 715-01 PART G

Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY
This element requires the facility Head to hold all managers, supervisors, and EEO Officials responsible for the effective implementation of the
facility's EEO Program and Plan.

Compliance
Indicator o _ _ ) _ . Measure has been met
n EEO program officials advise and provide appropriate assistance to managers/supervisors about the status
of EEO programs within each manager's or supervisor's area or responsibility.
Measures Yes No
52. Are regular (monthly/quarterly/semi-annually) EEO updates provided to management/supervisory officials by EEO Yes No
program officials?
X
53. Do EEO program officials coordinate the development and implementation of EEO Plans with all appropriate facility Yes No
managers to include facility Counsel, Human Resource Officials, Finance, and the Chief information Officer?
X
Compliance M has b t
Indicator The Human Resources Manager and the EEO Manager meet regularly to assess whether personnel easure has been me
programs, policies, and procedures are in conformity with instructions contained in EEOC management
directives. [see 29 CFR § 1614.102(b)(3)]
Measures Yes No
54. Have time-tables or schedules been established for the facility to review its Merit Promotion Program Policy and Yes No
Procedures for systemic barriers that may be impeding full participation in promotion opportunities by all groups?
X
55. Have time-tables or schedules been established for the facility to review its Employee Recognition Awards Program Yes No
and Procedures for systemic barriers that may be impeding full participation in the program by all groups?
X
56. Have time-tables or schedules been established for the facility to review its Employee Development/Training Programs Yes No
for systemic barriers that may be impeding full participation in training opportunities by all groups?
X
(I:odmpltlance o o B o ) Measure has been met
nhdicator When findings of discrimination are made, the facility explores whether or not disciplinary actions should
be taken.
Measures Yes No
57. Does the facility have a disciplinary policy and/or a table of penalties that covers employees found to have committed Yes No
discrimination?
X
58. Have all employees, supervisors, and managers been informed as to the penalties for being found to perpetrate Yes No
discriminatory behavior or for taking personnel actions based upon a prohibited basis?
X
59. Has the facility, when appropriate, disciplined or sanctioned managers/supervisors or employees found to have Yes No
discriminated over the past two years? If so, cite number found to have discriminated and list penalty /disciplinary action
for each type of violation. X

**In FY 2014 there were a total of 29 findings of discrimination. In 25 of the 29 findings, the Department was ordered to
consider taking disciplinary actions. Ultimately, discipline was taken in 13 of these findings; 11 of which were reported as
counseling or admonishment.

** Information pertaining to findings/actions taken in FY 2015 is limited at the time of this writing. In FY 2015, there
were a total of 33 findings of discrimination. In 31 of the 33 findings, the Department was ordered to consider taking
disciplinary actions. To date, discipline has been taken in 12 of the 31 findings; in which 18 RMO's received a counseling
or admonishment; nine received a reprimand; two received a proposed suspension; one received proposed reprimand;
and a decision on disciplinary action for two RMO’s are pending.
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60. Does the facility promptly (within the established time frame) comply with EEOC, Merit Systems Protection Board, Yes
Federal Labor Relations Authority, labor arbitrators, and District Court orders?
** Office of Resolution Management has sole responsibility for enforcing compliance with EEOC and OEDCA.

X
61. Does the facility review disability accommodation decisions/actions to ensure compliance with its written procedures Yes
and analyze the information tracked for trends, problems, etc.?

X
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Essential Element D: PROACTIVE PREVENTION

Requires that the facility head makes early efforts to prevent discriminatory actions and eliminate barriers to equal employment opportunity in the

workplace.

Compliance

Indicator Analyses to identify and remove unnecessary barriers to employment are conducted
throughout the year.

Measures

62. Do senior managers meet with and assist the EEO Manager and/or other EEO staff in the identification of barriers that
may be impeding the realization of equal employment opportunity?

63. When barriers are identified, do senior managers develop and implement, with the assistance of the facility EEO office,

facility EEO Action Plans to eliminate said barriers?

64. Do senior managers successfully implement EEO Action Plans and incorporate the EEO Action Plan Objectives into
facility strategic plans?

65. Are trend analyses of workforce profiles conducted by race, national origin, sex and disability?

66. Are trend analyses of the workforce's major occupations conducted by race, national origin, sex and disability?

67. Are trends analyses of the workforce's grade level distribution conducted by race, national origin, sex and disability?

68. Are trend analyses of the workforce's compensation and reward system conducted by race, national origin, sex and
disability?

** During FY 2015, minimal trend analysis was conducted on the compensation and reward system using Table A13.
Current analytical tools do not possess the robust and discrete capabilities to drill into the data.

69. Are trend analyses of the effects of management/personnel policies, procedures and practices conducted by race,
national origin, sex and disability?

Compliance
Indicator

The use of Alternative Dispute Resolution (ADR) is encouraged by senior management.
Measures

70. Are all employees encouraged to use ADR?
** Office of Resolution Management has responsibility

71. Is the participation of supervisors and managers in the ADR process required?
** Office of Resolution Management has responsibility to encourage parties to participate
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Essential Element E: EFFICIENCY
Requires that the facility head ensure that there are effective systems in place for evaluating the impact and effectiveness of the facility's EEO
Programs as well as an efficient and fair dispute resolution process.

Compliance

Indicator The facility has sufficient staffing, funding, and authority to achieve the elimination of
identified barriers.

Measure has been met

Measures Yes No
72. Does the EEO Office employ personnel with adequate training and experience to conduct the analyses required by MD- Yes No
715 and these instructions?

X
73. Has the facility implemented an adequate data collection and analysis systems that permit tracking of the information Yes No
required by MD-715 and these instructions?
** VVA’s MD-715 automated system collects and populates all the EEOC required workforce tables. The system currently X
does not track applicant flow data adequately to populate the application portion of Tables 7, 9, 11, and 12.
74. Have sufficient resources been provided to conduct effective audits of field facilities' efforts to achieve a model EEO Yes No
program and eliminate discrimination under Title VIl and the Rehabilitation Act?
** ODI performed Technical Assistance Reviews at 6 facilities during FY 2015. Curtailment of future travel funds could X
negatively affect our ability to audit facilities.
75. Is there a designated facility official or other mechanism in place to coordinate or assist with processing requests for Yes No
disability accommodations in all major components of the facility?
** During FY 2015, representatives from each staff office ware identified to perform the required function. X
76. Are 90 percent of accommodation requests processed within the time frame set forth in the facility procedures for RA? Yes No
** Answer is uncertain because the capability to measure the percent of accommodation requests process does not
currently exist in the tracking system. For the moment answer will reflect until the uncertainty is eliminated X

Compliance
P Measure has been met

Indicator The facility has an effective complaint tracking and monitoring system in place to increase the

effectiveness of the facility's EEO Programs.
Measures Yes No
77. Does the facility use a complaint tracking and monitoring system that allows identification of the location and status of Yes No
complaints and length of time elapsed at each stage of the facility's complaint resolution process?
** Office of Resolution Management has sole responsibility X
78. Does the facility's tracking system identify the issues and bases of the complaints, the aggrieved Yes No
individuals/complainants, the involved management officials and other information to analyze complaint activity and
trends? X

** Office of Resolution Management has sole responsibility

79. Does the facility hold contractors accountable for delay in counseling and investigation processing times? Yes No
** Office of Resolution Management has sole responsibility

X
80. Does the facility monitor and ensure that new investigators, counselors, including contract and collateral duty Yes No
investigators, receive the 32 hours of training required in accordance with EEO Management Directive MD-110?
** Office of Resolution Management has sole responsibility X
81. Does the facility monitor and ensure that experienced counselors, investigators, including contract and collateral duty Yes No
investigators, receive the 8 hours of refresher training required on an annual basis in accordance with EEO Management
Directive MD-1107? X

** Office of Resolution Management has sole responsibility
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Compliance
Indicator The facility has sufficient staffing, funding and authority to comply with the time frames in

accordance with the EEOC (29 C.F.R. Part 1614) regulations for processing EEO complaints of
employment discrimination.

Measure has been met

Measures Yes No
82. Are benchmarks in place that compares the facility's discrimination complaint processes with 29 C.F.R. Part 1614? Yes No
** Office of Resolution Management has sole responsibility
X
83. Does the facility provide timely EEO counseling within 30 days of the initial request or within an agreed upon Yes No
extension in writing, up to 60 days?
** Office of Resolution Management has sole responsibility X
84. Does the facility provide an aggrieved person with written notification of his/her rights and responsibilities in the Yes No
EEO process in a timely fashion?
** Office of Resolution Management has sole responsibility X
85. Does the facility complete the investigations within the applicable prescribed time frame? Yes No
X
86. When a complainant requests a final Agency decision, does the facility issue the decision within 60 days of the Yes No
request?
X
87. When a complainant requests a hearing, does the facility immediately upon receipt of the request from the EEOC Yes No
AJ forward the investigative file to the EEOC Hearing Office?
** Office of Resolution Management has sole responsibility X
88. When a settlement agreement is entered into, does the facility timely complete any obligations provided for in Yes No
such agreements?
** Office of Resolution Management has oversight responsibility only X
89. Does the facility ensure timely compliance with EEOC AJ decisions which are not the subject of an appeal by the Yes No
facility?
** Office of Resolution Management has oversight responsibility only X

Compliance
P Measure has been met

Indicator There is an efficient and fair dispute resolution process and effective systems for evaluating

the impact and effectiveness of the facility's EEO complaint processing program.
Measures Yes No
90. In accordance with 29 C.F.R. §1614.102(b), has the facility established an ADR Program during the pre-complaint and Yes No
formal complaint stages of the EEO process?
** Office of Resolution Management has oversight responsibility only X
91. Does the facility require all managers and supervisors to receive ADR training in accordance with EEOC (29 C.F.R. Part Yes No
1614) regulations, with emphasis on the federal government's interest in encouraging mutual resolution of disputes and
the benefits associated with utilizing ADR? X

** Office of Resolution Management has oversight responsibility only

92. After the facility has offered ADR and the complainant has elected to participate in ADR, are the managers required to Yes No
participate?

X
93. Does the responsible management official directly involved in the dispute have settlement authority? Yes No
** Only in cases where there is no conflict of interest, otherwise other management officials with authority are involved. X
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Compliance
p Measure has been met

Indicator The facility has effective systems in place for maintaining and evaluating the impact and
effectiveness of its EEO programs.
Measures Yes No
94. Does the facility have a system of management controls in place to ensure the timely, accurate, complete and Yes No
consistent reporting of EEO complaint data to the EEOC?
X
95. Does the facility provide reasonable resources for the EEO complaint process to ensure efficient and successful Yes No
operation in accordance with 29 C.F.R. § 1614.102(a) (1)?
X
96. Does the facility EEO office have management controls in place to monitor and ensure that the data received from Yes No
Human Resources is accurate, timely received, and contains all the required data elements for submitting annual reports
to the EEOC? X
97. Do the facility's EEO programs address all of the laws enforced by the EEOC? Yes No
X
98. Does the facility identify and monitor significant trends in complaint processing to determine whether the facility is Yes No
meeting its obligations under Title VII and the Rehabilitation Act?
** Office of Resolution Management has sole responsibility X
99. Does the facility track recruitment efforts and analyze efforts to identify potential barriers in accordance with MD-715 Yes No
standards?
X
100. Does the facility consult with other agencies of similar size on the effectiveness of their EEO programs to identify best Yes No
practices and share ideas?
X

Compliance . . . . o . . . . M has b
Indicator The facility ensures that the investigation and adjudication function of its complaint resolution easure has been met

process are separate from its legal defense arm of facility or other offices with conflicting or
competing interests.

Measures Yes No
101. Are legal sufficiency reviews of EEO matters handled by a functional unit that is separate and apart from the unit Yes No
which handles facility representation in EEO complaints?
X
102. Does the facility discrimination complaint process ensure a neutral adjudication function? Yes No
X
103. If applicable, are processing time frames incorporated for the legal counsel's sufficiency review for timely processing Yes No
of complaints?
X
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Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE

This element requires that federal agencies are in full compliance with EEO statutes and EEOC regulations, policy guidance, and other written

instructions.

Compliance

Indicator Facility personnel are accountable for timely compliance with orders issued by EEOC
Administrative Judges.

Measures

104. Does the facility have a system of management control to ensure that facility officials timely comply with any orders
or directives issued by EEOC Administrative Judges?
** Office of Resolution Management has oversight responsibility only

Compliance
Indicator The facility's system of management controls ensures that the facility timely completes all

ordered corrective action and submits its compliance report to EEOC within 30 days of such

completion.
Measures

105. Does the agency have control over the payroll processing function of the agency? If Yes, answer the two questions
below.

106. Are there steps in place to guarantee responsive, timely, and predictable processing of ordered monetary relief?
** Office of Resolution Management has responsibility for monitoring compliance. The facility is responsible for the
processing.

107. Are procedures in place to promptly process other forms of ordered relief?
** Office of Resolution Management has oversight responsibility only. Facilities have responsibilities for processing.

Compliance

Indicator Facility personnel are accountable for the timely completion of actions required to comply with

orders of EEOC.
Measures

108. Is compliance with EEOC orders encompassed in the performance standards of any facility employees?
** Office of Resolution Management has oversight responsibility only

If so, please identify the employees by title in the comments section, and state how performance is measured.

109. Is the unit charged with the responsibility for compliance with EEOC orders located in the EEO office? If not, please
identify the unit in which it is located, the number of employees in the unit, and their grade levels in the comments
section.

** Office of Resolution Management has oversight responsibility only

110. Have the involved employees received any formal training in EEO compliance?
** Office of Resolution Management has oversight responsibility only

111. Does the facility promptly provide to the EEOC the following documentation for completing compliance:

112. Attorney Fees: Copy of check issued for attorney fees and /or a narrative statement by an appropriate facility
official, or facility payment order dating the dollar amount of attorney fees paid?
** Office of Resolution Management has oversight responsibility only

113. Awards: A narrative statement by an appropriate facility official stating the dollar amount and the criteria used
to calculate the award?
** Office of Resolution Management has oversight responsibility only
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114. Back Pay and Interest: Computer print-outs or payroll documents outlining gross back pay and interest, copy of
any checks issued, narrative statement by an appropriate facility official of total monies paid?
** Office of Resolution Management has oversight responsibility only

115. Compensatory Damages: The final Agency decision and evidence of payment, if made?
** Office of Resolution Management has oversight responsibility only

116. Training: Attendance roster at training session(s) or a narrative statement by an appropriate facility official
confirming that specific persons or groups of persons attended training on a date certain?
** Office of Resolution Management has oversight responsibility only

117. Personnel Actions (e.g., Reinstatement, Promotion, Hiring, Reassignment): Copies of SF-50s?
** Office of Resolution Management has oversight responsibility only

118. Posting of Notice of Violation: Original signed and dated notice reflecting the dates that the notice was posted?
A copy of the notice will suffice if the original is not available.
** Office of Resolution Management has oversight responsibility only

119. Supplemental Investigation: 1. Copy of letter to complainant acknowledging receipt from EEOC of remanded
case. 2. Copy of letter to complainant transmitting the Report of Investigation (not the ROI itself unless specified). 3.
Copy of request for a hearing (complainant's request or facility's transmittal letter)?

** Office of Resolution Management has sole responsibility

120. Final Agency Decision (FAD): FAD or copy of the complainant's request for a hearing?
** Office of Resolution Management has sole responsibility

121. Restoration of Leave: Print-out or statement identifying the amount of leave restored, if applicable. If not, an
explanation or statement?
** Office of Resolution Management has oversight responsibility only

122. Civil Actions: A complete copy of the civil action complaint demonstrating same issues raised as in compliance
matters?

123. Settlement Agreements: Signed and dated agreement with specific dollar amounts, if applicable? Also,
appropriate documentation of relief is provided.
** Office of Resolution Management has oversight responsibility only
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EEOC FORM
715-01 PART H

National
U.S. Equal Employment Opportunity Commission
ANNUAL EEO PROGRAM STATUS REPORT
Plan To Attain the Essential Elements of a Model EEO Program
Report Generated on 11/30/2015

STATEMENT of MODEL PROGRAM DEMONSTRATED COMMITMENT BY AGENCY LEADERSHIP: Agency EEO policy is vigorously enforced by
ESSENTIAL ELEMENT DEFICIENCY: Agency management.

Lack of anti-harassment program.
OBJECTIVE 1: (National) Develop an Anti-Harassment Program in VA
RESPONSIBLE OFFICIAL: OHRM, ORM, ODI
DATE OBJECTIVE INITIATED: June 13, 2014
TARGET DATE FOR September 30, 2016

COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific) example: mm/dd/yyyy

VA’'s ORM will take the lead for implementing a more structured Anti-harassment Program in VA. 11/28/2014
Completed
VA will issue a new directive/policy guidance memorandum establishing ORM as the responsible office 12/30/2015
and central point of contact for oversight of the Anti-harassment Program. Completed
09/30/2015

ORM will utilize VA’s Resolution Support Center as the “hotline” for reporting and referring allegations

of workplace harassment. Completed
ORM will work with the Office of Human Resources Management (OHRM)) and Office of Diversity and 09/30/2015
Inclusion (ODI) to create an automated centralized database to track VA-wide allegations and Completed
incidents of workplace harassment that are outside the Federal EEO complaint process.

ORM will assess resource needs to fully implement this responsibility and provide a timeline for full 09/30/2015
implementation. Completed
** New Office, AHO, is staffed with 1 program manager, 2 specialists, 1 program specialist

ODI, and the Office of General Counsel will support and assist as appropriate, ensuring appropriate 09/30/2015
“firewalls” (functional separations) are observed to maintain integrity of the process. Completed
Address some additional issues for sustaining the AHO: long range technology solutions (system of 09/30/2016
record), initial case volume, additional work load for VHA network

Enhance Anti-Harassment Coordinator (AHC) Network 3/31/2016
Expand case management system 3/31/2016
Launch training for employees, supervisors, managers, union officials, and AHCs. 3/31/2016
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REPORT OF ACCOMPLISHMENTS:

. In FY2015, VA issued a new directive/policy guidance memorandum establishing ORM as the responsible office and central point of contact for oversight of the
Anti-Harassment program. The Anti-Harassment program is administered by the Anti-Harassment Office, which consists of a Program Manager, two Anti-
Harassment Specialists and a Program Specialist. This office provides centralized tracking, monitoring and reporting of all allegations of harassment within VA.
Additionally, it ensures all harassment allegations are reported to VA leadership and provides education and awareness training on the harassment program and
the reporting process. Significant accomplishments by the AHO include:

a)

b)

c)

d

e)

Drafted the AHO handbook and directive outlining the roles and responsibilities of all employees, managers and supervisors under the anti-harassment
policy.

Established the AHO Network with designated Anti-Harassment Coordinators (AHCs) who serve as the local point of contact for allegations of harassing
conduct for their respective administrations or staff offices.

Created an automated case management tracking system to track VA-wide allegations and incidents of workplace harassment.

Created key training aids and fact sheets aimed at educating employees, managers, unions, supervisors and EEO staff on the definition
of harassment and their role and responsibility in ensuring the VA maintains a workplace free from harassment.

Produced a training video hosted by senior leadership announcing the establishment of the AHO.
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Report Generated on 11/30/2015

STATEMENT of MODEL PROGRAM MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
ESSENTIAL ELEMENT DEFICIENCY: disciplinary action; (Q52-61)

73. Has the facility implemented an adequate data collection and analysis systems that permit tracking of
the information required by MD-715 and these instructions?

OBJECTIVE 2: (National) Integrate applicant flow data with VA’'s MD 715 reporting system. Currently tables A/B 7, 9, 11, and 12
are lacking of applicant data as required by EEOC.

RESPONSIBLE OFFICIAL: ODI is the responsible organization to manage the program which will require collaboration with the VA
Learning University (VALU), OHRM, CSEMO, Administration Training Officers (TOs)

DATE OBJECTIVE INITIATED: October, 1, 2014

TARGET DATE FOR September 30, 2016
COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific) example: mm/dd/yyyy

Develop an IPT, project plan and project milestones. 9/30/2015
** This activity bypassed. Action officer working with VSSC Database specialist directly to implement a Cancelled

solution.

Document existing HR and applicant flow infrastructure 9/30/2015
** This activity bypassed. Action officer working with VSSC Database specialist directly to implement a In Progress
solution.

Collaborate with OPM to refine USAJOBS applicant flow data to provide additional information to separate 9/30/2015

applicant data to respective MD 715 data tables
** Representatives from ODI set in on numerous sessions to design new data interface systems (i.e.
COGNOS, ..) to allow agency analysts access to applicant data.

Develop a requirements document outlining functional and capability requirements along with interface 9/30/2015
design with multiple information systems (HR, VSSC, VALU, CSEMO). Cancelled
** This activity superseded by other events.

Modify existing applicant flow process to include new required features. 9/30/2016
In Progress
Integrate applicant data to VSSC MD 715 system (i.e. tables 7, 9, 11 and 12) 9/30/2016

** currently done manually; OPM recently developed a new applicant information system utilizing
COGNOS as the database of choice.

Integrate applicant flow data to the VSSC database and design improved analytical capabilities via 6/30/2017
ProClarity or other off-the-shelf vendor technology. In progress

REPORT OF ACCOMPLISHMENTS:
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STATEMENT of MODEL PROGRAM

ESSENTIAL ELEMENT DEFICIENCY:

OBJECTIVE 3: (National)

RESPONSIBLE OFFICIAL:

DATE OBJECTIVE INITIATED:

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

Report Generated on 11/30/2015

MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
disciplinary action; (Q52-61)

Q54. Have time-tables or schedules been established for the facility to review its Merit Promotion
Program Policy and Procedures for systemic barriers that may be impeding full participation in promotion
opportunities by all groups?

Collaborate with HR and Administrations to conduct analyses of Merit Promotion Policies and Procedures.
VA Learning University (VALU), ODI, OHRM, Administrations
January 7, 2010

September 30, 2016

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE

(Must be specific) example: mm/dd/yyyy

VBA will streamline its merit promotion plan to a single plan to be used for its VACO and VBA Field 09/30/2015
offices. Completed
VHA will streamline its merit promotion plan to a single plan to be used for its VACO and VHA Field 09/30/2016
offices. In Progress
OHRM will update and seek approval for 5005 Directive — VA-wide merit promotion policy and 09/30/2015
procedures. Completed

REPORT OF ACCOMPLISHMENTS:

NCA and VBA streamlined their respective Merit Promotion Plans (MPP) into a single plan for all facilities to utilize. In all cases the Administration’s
MPPs reference the VACO Directive 5005, which is the Department wide MPP for all Administrations and facitlies to adopt.

In May FY 2015, VA updated and certified is central MPP, Directive 5005.
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STATEMENT of MODEL PROGRAM

ESSENTIAL ELEMENT DEFICIENCY:

OBJECTIVE 4: (National)

RESPONSIBLE OFFICIAL:

DATE OBJECTIVE INITIATED:

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

EEOC FORM 715-01 PART H

Report Generated on 11/30/2015

MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
disciplinary action; (Q52-61)

Q55. Have time-tables or schedules been established for the facility to review its Employee Recognition
Awards Program and Procedures for systemic barriers that may be impeding full participation in the
program by all groups?

Collaborate with HR to conduct analyses of Employee Recognition and Awards Program.
VA Learning University (VALU), ODI, OHRM, Administration Training Officers (TOs)
January 7, 2010

September 30, 2016

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE

(Must be specific) example: mm/dd/yyyy

Work with OHRM to review Employee Recognition Awards Program policy for VACO 7/30/2017
** Due to lack of resources this planned activity was not completed.

Conduct semi-annual meetings with OHRM specialists conducting the reviews and audits of annual 9/30/2016

performance awards.

REPORT OF ACCOMPLISHMENTS:

Continuous
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STATEMENT of MODEL PROGRAM

ESSENTIAL ELEMENT DEFICIENCY:

OBJECTIVE 5: (National)

RESPONSIBLE OFFICIAL:

DATE OBJECTIVE INITIATED:

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

Report Generated on 11/30/2015

MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
disciplinary action; (Q52-61)

Q56: Have timetables or schedules been established for the organization to review its Employee
Development/Training Programs for systemic barriers that may be impeding full participation in the
programs by all groups?

Collaborate with HR to conduct analyses of Employee Development and Training Programs.
VA Learning University (VALU), ODI, OHRM, Administration Training Officers (TOs)
January 7, 2010

September 30, 2013
September, 2017

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE

(Must be specific) example: mm/dd/yyyy

Integrate employee demographic data into the Talent Management System 9/30/2017
Work with OHRM, VALU, VHA, NCA, and VBA to review competitive Employee Development/Training 5/30/2017
Programs.

** Due to lack of resources this planned activity was not initiated during FY 2015.

REPORT OF ACCOMPLISHMENTS:
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STATEMENT of MODEL PROGRAM
ESSENTIAL ELEMENT DEFICIENCY:

OBJECTIVE 6:  (National)

RESPONSIBLE OFFICIAL:

DATE OBJECTIVE INITIATED:

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

EEOC FORM 715-01 PART H

Report Generated on 12/18/2015

MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
disciplinary action; (Q52-61)

53. Do EEO program officials coordinate the development and implementation of EEO Plans with all
appropriate facility managers to include facility Counsel, Human Resource Officials, Finance, and the
Chief information Officer?

**_ Approximately six months ago we began having conference calls with facility management to discuss
compliance matters dues to interpretation of the remedial action and who was responsible for
implementing the relief. Calculations of back pay have been a deficiency within the agency since

calculations and payment of back pay is performed outside of the agency, namely Defense Finance and
Accounting Service (DFAS).

Ensure appropriate review and accountability when discrimination is found.
VA Learning University (VALU), ODI, ORM, OHRM, Administration Training Officers (TOs)
January 7, 2010

September 30, 2013
NEW DATE: June 30, 2016

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE

(Must be specific) example: mm/dd/yyyy

Reconvene task force of subject matter experts and stakeholders to update proposed process for 5/30/2014
reviewing corrective actions taken against RMOs in findings of discrimination Canceled

Prepare report for FY 2015 disciplinary actions taken 5/30/2016
Revamp ORM’s compliance monitoring program to provide timely reports to EEOC’s Office of Federal 6/30/2016

Operations (OFO).

Update and finalize proposal and draft SOP for EEO Accountability Board 6/30/2014
Canceled

Brief senior leadership on proposal and obtain necessary approvals 9/30/2014
Canceled

Appoint Board members and finalize Charter for EEO Accountability Board 9/30/2014
Canceled

Hold initial training meeting of Board 11/30/2014
Canceled

Hold first Board meeting 11/30/2014
Canceled

Issue first report of recommendations to RMO leadership chain and OSVA 3/30/2015
Canceled

REPORT OF ACCOMPLISHMENTS:

** The Assistant Secretary of Human Resource and Administration issued a Memorandum, “Ensuring Appropriate

Review of Findings of Discrimination,” dated June 4, 2014, establishing policy addressing the enforcement of appropriate disciplinary actions. Due to
this action, ORM receives detailed analysis and documentation from facilities regarding determining appropriate actions to take against the management
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officials that had direct involvement in discrimination. ORM receives documentation in every finding that confirms review occurred and what action, if
any, is being taken to ensure accountability. ORM reports annually on actions taken.

48



STATEMENT of MODEL PROGRAM

ESSENTIAL ELEMENT DEFICIENCY:

OBJECTIVE 7: (National)

RESPONSIBLE OFFICIAL:

DATE OBJECTIVE INITIATED:

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

EEOC FORM 715-01 PART H

Report Generated on 12/18/2015

MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
disciplinary action; (Q52-61)

Q59. Has the facility, when appropriate, disciplined or sanctioned managers/supervisors or employees
found to have discriminated over the past two years? If so, cite number found to have discriminated and
list penalty /disciplinary action for each type of violation.

Implement a new policy ensuring appropriate review and accountability.
VA Learning University (VALU), ODI, ORM, OHRM, Administration Training Officers (TOs)
January 7, 2010

September 30, 2016

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE

(Must be specific) example: mm/dd/yyyy

Monitor and enforce new policy 09/30/2016
Ongoing

Prepare report for FY 2014 disciplinary actions taken 06/30/2015

Completed

Prepare report for FY 2015 disciplinary actions taken 09/30/2016

REPORT OF ACCOMPLISHMENTS:
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STATEMENT of MODEL PROGRAM

ESSENTIAL ELEMENT DEFICIENCY:

OBJECTIVE 8: (National)

RESPONSIBLE OFFICIAL:

DATE OBJECTIVE INITIATED:

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

Report Generated on 12/18/2015

MANAGEMENT AND PROGRAM ACCOUNTABILITY: Regular EEO briefings with officials, HR, and review for
disciplinary action; (Q52-61)

Q61. Does the facility review disability accommodation decisions/actions to ensure compliance with its
written procedures and analyze the information tracked for trends, problems, etc.?

Develop a centralized tracking mechanism and establish timetables for reviewing employee
development/training programs for systemic barriers that may be impeding full participation by all
groups.

VA Learning University (VALU), ODI, OHRM, Administration Training Officers (TOs)
January 7, 2010

September 30, 2015

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE

(Must be specific) example: mm/dd/yyyy

Develop standard reporting features in the disability tracking system to RA decisions/actions 06/30/2015

REPORT OF ACCOMPLISHMENTS:

Completed
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EEOC FORM 715-01 PART H

STATEMENT of MODEL PROGRAM EFFICIENCY: Sufficient staffing for barrier analysis, complaints processing, ADR, and program evaluation

ESSENTIAL ELEMENT DEFICIENCY: (Q72-103)

Q76: Are 90 percent of accommodation requests processed within the time frame set forth within the

agency procedures for RA?

OBJECTIVE 9: (National) Establish and deploy a VA-wide centralized RA system to track timely processing of RA requests.
RESPONSIBLE OFFICIAL: ODI, ORM, VHA EEO Manager, Administration EEO and HR Officials

DATE OBJECTIVE INITIATED: 6/08/2010

TARGET DATE FOR 9/30/2016

COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

Develop communications plan and market new system to train users on the reporting feature in RACS
through existing communication media (print, web, Integrated Human Resources Management Board, VA
Diversity Council, MD-715 Liaison Work Group, etc.)

** Each administration provides RACS training to its LRACS.

Implement new capabilities in the RACS to track and measure RA requests.

Monitor timeliness and denial rates. Provide quarterly feedback to the components.

NEW: Hold quarterly conference calls with Local Reasonable Accommodation Coordinators (LRACs) to
provide training and answer questions.

Conduct monthly virtual training for LRACs and EEO in each VA component.

REPORT OF ACCOMPLISHMENTS:
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(Must be specific) example: mm/dd/yyyy

05/20/2011
New Date: 09/20/2015
Deleted

New: 09/30/2015
Completed

09/30/2015
Ongoing

9/30/2016
Ongoing

9/30/2016
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Report Generated on 12/18/2015

STATEMENT of MODEL PROGRAM EFFICIENCY: Sufficient staffing for barrier analysis, complaints processing, ADR, and program evaluation
ESSENTIAL ELEMENT DEFICIENCY: (Q72-103)

Q86. When a complainant requests a final facility decision, does the facility issue the decision within 60
days of the request?

OBJECTIVE 10: (National) NEW: Issue final decisions within 60 days of complainant request.
RESPONSIBLE OFFICIAL: ODI, ORM, OEDCA, Administration EEO and HR Officials

DATE OBJECTIVE INITIATED: 10/01/2012

TARGET DATE FOR 9/30/2016

COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific) example: mm/dd/yyyy

Continue streamlining FAD decision formats. 09/30/2016
On going

Increase incentives for increased production 9/30/2015

** Received over 1000 decision requests for FY 2014. Each OEDCA attorney is required to produce 72 Completed

cases or more per fiscal year. The inventory increase (representing 77 case closures) resulted from the
vacancy of one attorney position in FY 2014

REPORT OF ACCOMPLISHMENTS:

OEDCA received 1,082 requests for decisions and closed 1,064 cases in FY 2015. OEDCA decision output
increased 9.5 percent and case inventory was reduced 47 percent from FY 2014 — 253 as of Sept 30,
2014 to 136 as of Sept. 30, 2015. At the end of FY 2015, 37 percent of OEDCA’s pending cases were
older than 60 days.

With the exception of one attorney, all other OEDCA attorneys completed 72 or more cases during FY
2015.
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Report Generated on 12/18/2015

STATEMENT of MODEL PROGRAM

ESSENTIAL ELEMENT DEFICIENCY: (Q72-103)

EFFICIENCY: Sufficient staffing for barrier analysis, complaints processing, ADR, and program evaluation

Q85: Does the facility complete the investigations within the applicable prescribed time frame?

OBJECTIVE 11: (National) Ensure timely assignment of formal complaints to investigators after accepted for investigation, ensure
sufficient full-time, part-time, and contract resources to cover workload, and timely review and release
completed reports of investigation.

RESPONSIBLE OFFICIAL: ORM

DATE OBJECTIVE INITIATED: 09/23/2013

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

9/30/2016

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

Reviewed and modified procedures for assigning cases to full-time, part-time, and contract investigators to improve
timeliness.

Developed reports to track status of investigations daily and monitor timeliness of un-amended and amended
complaints.

Fill investigator vacancies. Continue hiring and recruitment action. Institute aggressive recruitment initiatives, such
as open and continuous hiring certificates to fill vacancies for full-time and part-time investigators and case
managers.

Monitor contract and internal investigator performance. Remove/replace poor performing contractors. Ensure that
there are available funds for contractors to address overflow.

Review and modify procedures for review and release of completed investigations to improve quality and timeliness.

Obtained equipment and established process to create digitized reports of investigation in compliance with EEOC
requirements internally versus through external contract. Process change expected to reduce average processing
time by 3-5 days.

REPORT OF ACCOMPLISHMENTS:

1. Contractors completed 774 cases in FY 2015

2. Average days for un-amended investigations were 177 days. Percentage of cases timely investigated 73%
(total investigations 1568: 794 internal, 774 contractor; 1149 timely: 630 internal, 79%; 519 contractor:
67%).

3. Increased the number of ORM full-time and part-time investigators by 17 FTE in FY2015.
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09/30/2015
(assignments are made
monthly)
Completed

10/1/2015
(assignments are made
monthly)

09/30/2016

09/30/2016
Ongoing/monthly

1/1/2016

1/1/2016
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STATEMENT of MODEL
PROGRAM

ESSENTIAL ELEMENT
DEFICIENCY:

OBJECTIVE 12:  (National)

Report Generated on 12/18/2015

RESPONSIVENESS AND LEGAL COMPLIANCE: Federal agencies are in full compliance with
EEO statutes and EEOC regulations, policy guidance, and other written instructions. (Q72-103)

Q105. Does the agency have control over the payroll processing function of the agency?
If Yes, answer the two questions below.

Continue with Tri-parte structure with payroll provider, DFAS.

RESPONSIBLE OFFICIAL: ODI, ORM, HR

DATE OBJECTIVE INITIATED: 10/01/2009

TARGET DATE FOR 9/30/2020

COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
(Must be specific) example:
mm/dd/yyyy

Maintain a system in place with the payroll provider (e.g., DFAS) to make timely and 09/30/2020

orderly submissions for all types of payment requests.

Maintain a tri-partite structure (ORM, OEDCA, and HR) and system to provide an on- 09/30/2020

going check and balance process for ensuring monetary relief is prompt.

REPORT OF ACCOMPLISHMENTS:

VA continues its success with the tri-partite structure to ensure prompt process of monetary relief through the payroll process.
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EEOC FORM
715-01 PART I
National
U.S. Equal Employment Opportunity Commission
ANNUAL EEO PROGRAM STATUS REPORT
EEO Plan to Eliminate Identified Barrier
Report Generated on 11/30/2015
EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART | EEO PROGRAM STATUS REPORT

DEPARTMENT OF VETERANS
AFFAIRS

FY 2015

STATEMENT OF CONDITION THAT
WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Less than Expected Participation of White Females

VA is experiencing less than expected participation for White females (WF) when
compared to the Relevant Civilian Labor Force (RCLF). This less than expected
participation trickles down to Administration level (Veterans Health Administration
(VHA), Veterans Benefits Administration (VBA) and National Cemetery Administration
(NCA)) and to VA’s Central Office (VACO).

BARRIER ANALYSIS 1:

The first indication of a possible barrier was the disparity in the participation rate of
WFs in VA as indicated in Workforce Data Table A1. In VA, WFs represent 34.86
percent of the permanent and temporary workforce, whereas WFs represent 45.69
percent of the RCLF. The RCLF for the nursing and allied health care field is
statistically weighted towards women. Because VA’'s workforce is heavily
concentrated in these fields, VA has a higher benchmark to reach in order to achieve

parity.

The net change for WFs (3.38 percent) is below the net change for the total
workforce (4.29 percent), meaning that WFs are growing at a rate below that of the
total workforce. In VHA, WFs represent 36.10 percent of the permanent and
temporary workforce, whereas WFs represent 46.83 percent of the RCLF. The net
change for VHA WFs (3.69 percent) is below the net change for VHA's total workforce
(4.53 percent), meaning that WFs are growing at a rate below that of the VHA total
workforce. In VBA, WFs represent 26.62 percent of the permanent and temporary
workforce, whereas WFs represent 41.30 percent of the RCLF. The net change for
VBA WFs (-1.07 percent) is below the net change for VBA's total workforce (2.05
percent). A negative net change means WFs have experienced a decrease in
representation since FY 2014. In NCA, WFs represent 13.15 percent of the
permanent and temporary workforce, whereas WFs represent 22.40 percent of the
RCLF. The net change for WFs in NCA (4.76 percent) is below the net change for the
NCA total workforce (5.93 percent), meaning that WFs are growing at a rate below
that of NCA'’s total workforce. In VACO, WFs represent 20.94 percent of the
permanent and temporary workforce, whereas WFs represent 27.97 percent of the
RCLF. The net change for VACO WFs (-0.15 percent) is below the net change for
VACO'’s total workforce (1.94 percent). A negative net change means WFs have
experienced a decrease in representation since FY 2014. The less than expected
participation VA-wide prompted a review of Tables A4-1, A6, A8 and Al4.

Table A4-1 revealed less than expected participation in the following permanent
General Schedule (GS) grades for WFs when compared to their participation in the
total permanent workforce (37.39 percent): GS-2 (WF: 20.88 percent), GS-3 (WF:
22.03 percent), GS-4 (WF: 24.13 percent), GS-5 (WF: 28.20 percent), GS-6 (WF:
35.90 percent), GS-7 (WF: 33.17 percent), GS-9 (WF: 33.88 percent), GS-10 (WF:
35.01 percent), GS-14 (WF: 36.89 percent), and GS-15 (WF: 21.40 percent).
Further analysis of applicant flow of WFs at the identified grades is necessary to
isolate on the barrier(s).

A review of Table A6 revealed a less than expected participation rate for 23 (Police,
Social Science, Human Resources Management, Equal Employment Opportunity,
Miscellaneous Administration and Program, Program Management, Auditing, Nurse,
Practical Nurse, Nursing Assistant, Medical Technologist, Diagnostic Radiologic
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Technologist, Medical Records Technician, Legal Assistance, Veterans Claims
Examining, Claims Assistance and Examining, General Business and Industry, Loan
Specialist, Appraising, Cemetery Administration, Criminal Investigating, Information
Technology Management, and Cemetery Caretaking) out of 28 identified major
occupations in the permanent workforce.

Table A8 revealed that the hiring distribution for WFs (33.96 percent) is below their
representation in the RCLF (45.46 percent. Further analysis of applicant flow data is
necessary to isolate on the barrier(s).

In reviewing Table A14, WFs have a voluntary separation rate (35.14 percent) in the
permanent workforce which is higher than their workforce participation rate (34.64
percent). Further analysis reveals that the top reason for WFs voluntarily separating
from VA is resignation.

The high voluntary separation rate for WFs prompted a review of exit surveys. In
FY2015, WFs made up 35.24 percent of those who completed the survey. The top
three reasons stated for leaving VA among WFs that completed the survey were
normal retirement (20.46 percent), advancement - unique opportunity elsewhere
(14.88 percent), and attend school (9.20 percent). After leaving VA, 18.41 percent
stated they were planning to take a position in private industry or going into business
on their own, and 17.59 percent stated they were transferring to a position in another
Federal agency. Also, WFs were not generally satisfied with the number of
opportunities for promotion. Only 39.26 percent of WFs responded positively to the
question.

We also reviewed promotion rates for WFs. WFs experienced low promotion rates at
the entry level (grades 3 thru 8), journeyman level (grades 9 thru 12), and senior
level (grades 13 thru 15) when compared to the overall promotion rate at each level.
The promotion rate for WFs at the entry level was 16.04 percent while the overall
promotion rate at the entry level was 16.82 percent. The promotion rate for WFs at
the journeyman level was 18.11 percent while the overall promotion rate at the
journeyman level was 21.55 percent. The promotion rate for WFs at the senior level
was 6.70 percent while the overall promotion rate at the senior level was 7.27
percent. The analysis of the promotion rates is inclusive of competitive and non-
competitive promotions.

STATEMENT OF IDENTIFIED
BARRIER:

Provide a succinct statement of the

agency policy, procedure or practice
that has been determined to be the

barrier of the undesired condition.

The cause of the less than expected participation rate for WFs is unknown. It appears
that our hiring of WFs is not exceeding the growth of the total workforce like it should
if we want to see progress in participation. Also, WFs in the workforce are leaving at
a high proportion. Further examination of the policies, procedures, and practices
impacting the hiring, retention, and separation processes is needed.

OBJECTIVE:

State the alternative or revised
agency policy, procedure or practice
to be implemented to correct the
undesired condition.

Refine the applicant flow system to identify potential barriers in the recruitment and
selection processes.

Review the hiring policies, procedure and practices.

Implement an exit interview process for those separating from VA.

Eliminate, when possible, any barriers to equal opportunity.

RESPONSIBLE OFFICIAL:

Assistant Secretary for Human Resources and Administration; Deputy Assistant
Secretary for Human Resources Management; Deputy Assistant Secretary for
Diversity and Inclusion; Other Administration HR Officials

DATE OBJECTIVE INITIATED:

09/30/2009

TARGET DATE FOR COMPLETION
OF OBJECTIVE:

09/30/2016
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INSTRUCTIONS: Describe the plans to implement the identified activities in
the spaces below showing dates of benchmarks and responsible individuals.
The success in implementing these plans should be shown in the REPORT OF
ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE section.

TARGET DATE
(Must be specific)
example: mm/dd/yyyy

VA will develop and implement a strategic plan that will address issues affecting female

employment, career development, promotions, awards, and overall retention of females 09/30/2015
within the Department.
**Make sure to reference the new revised D&I strategic plan.
VA will annually monitor Department-wide complaint trends to determine if there are 08/31/2016
adverse trends affecting White females in the workforce. Ongoing
**Critical to the TAR program.
VA will continue to partner with women’s professional and Veterans organizations, and 08/31/2016
post-secondary educational institutions to increase awareness of VA occupations, annually. Ongoing
ODI will refine its existing applicant flow process to align with OPM’s new applicant 09/30/2016
information system and integrate it into MD-715 tables.
ODI will continue to collaborate with Workforce Planners to incorporate VA's EEO and
. - . ) , - . 09/30/2016
Diversity and Inclusion goals into VA’s Strategic Plan and to ensure EEO demographic data Onaoin
considerations are factored into VA’s Workforce Succession and Human Capital Plans, going
annually.
VA will continue to administer mentoring (formal and informal) programs to promote career 09/30/2016
development, retention, and upward mobility within the VA workforce. Ongoing
VA will ensure information on career development and leadership programs is disseminated
via MyCareer@VA and other tools to all employees to maximize career development 09/30/2016
opportunities, annually.
VA will develop and facilitate virtual training and professional development forums annually
to enhance workforce capacity in the areas of cultural competence, barrier analysis, 09/30/2015
unconscious bias, inclusion, special emphasis program management, etc.
VA will refine the unconscious bias training content for VA employees. 09/30/2016
**Made improvements to the one-on-one training materials. Further enhancements are Ongoin
planned for FY 2016 and beyond. gong
Based on availability of funds, VALU will award and execute contract to implement
. . ; , 09/30/2017
unconscious training module into VA’s talent management system.
ODI will analyze exit survey data to determine if there are barriers that may impact the 06/30/2016
retention of White females. Ongoing
Develop action plans to address results from the FY2015 exit survey analysis. 09/30/2016
VA will market and continue to enhance VA's exit survey system. 09/30/2016
In collaboration with the Special Observance Coordinator, implement the Women'’s
History Month Program, Take Our Sons and Daughters to Work Day, and Women'’s 09/30/2016
Equality Day.
Partner with Federally Employed Women (FEW) supporting current and future local
L 09/30/2016
outreach initiatives.
Partner with VHA, VBA, and NCA senior leadership to conduct local leadership 09/30/2016
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development training for women in the federal workforce.

Support the FEW and VA Memorandum of Understanding, by promoting the VA as the

. . Lo 07/31/2016
“employer of choice” through various activities.

Partner with FEW to schedule and conduct training locally which promotes leadership

development for women in the federal workforce. 0973072016

Schedule and conduct Special Emphasis Program Manager training for stakeholder
groups with emphasis on the importance of diversity and inclusion that fosters an 09/30/2016
engaged workforce.

Partner with the ODI Training and Communications Division staff to conduct cultural

L . . 09/30/2016
awareness and OPM’s New IQ training on a quarterly basis in a virtual mode.
Partner with VA’s Learning University to develop a resume writing seminar, and
schedule as appropriate MyCareer@VA events to assist women Veterans with resume 09/30/2016

retrofitting. Specifically, women Veterans will improve their success rate with a viable
usajobs.gov resume for submission to current employment opportunities.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

A strategic plan for the women’s program is still being researched and drafted to ensure it is inclusive of women’s
issues specific to VA and contains achievable goals to address those identified issues. ODI will continue to develop an
appropriate plan for women in the VA, ensuring coordination and feedback from the field are included.

The National Federal Women’s Program Manager, located in ODI, reviewed the FY 2012 and 2013 462 reports, as well
as VA-wide EEO findings of discrimination and found no indication of adverse trends specifically affecting WFs. ODI will
continue to monitor.

ODI continues to partner with and support women’s organizations such as Federally Employed Women, and internal
women’s Veterans organizations such as the VA'’s Center for Women Veterans to increase awareness of opportunities
for employment, training, and career development.

VA has entered into a Memorandum of Understanding (MOU) Federally Employed Women (FEW). The objective of the
MOU shall be to coordinate and facilitate activities that are responsive to the needs of VA and FEW. VA and FEW shall
meet on a recurring basis to monitor the progression of the recruitment, accessions, training, career development,
promotion, and retention of qualified women in VA’s workforce. Specific goals are to:
L] Improve the outreach initiative for women in management and other senior level positions through
substantive training.
] Continue to promote education and leadership development opportunities through outreach initiatives to
women in VA.
The applicant flow system has been developed. However the data structure is still being refined to be able to show
MD-715 specific data.

ODI has continued to meet with staff involved in creating VA-wide strategic plans to ensure diversity and inclusion are
imbedded within. To date, language exists in the Human Resources Strategic Plan, as well as the Diversity and
Inclusion Strategic Plan.

During FY 2014, the VA Learning University (VALU) launched a pilot for a new Career Development Facilitator
Program, which is commonly referred to as “CDF” to address the need for career counseling and guidance for VA
employees. The CDF, if determined effective through the pilot, should be implemented by VALU by September 30,
2015. ODI will utilize this tool and assist with marketing to ensure field knowledge of the CDF and other talent
management tools such as MyCareer@VA.

ODI continues to develop and offer virtual training and provide training at professional development forums during
national affinity group conferences.

VA has fully implemented virtual barrier analysis training and received positive feedback and continually increasing
participation in the training. In addition, the Deputy Assistant Secretary for Diversity and Inclusion provided a training
presentation titled “The Inclusion Paradigm,” either in-person or virtually, to senior staff in at least six different VA
field facilities.

ODI’s Training and Communications team provided 114 sessions of “Cultural Competency — Key Considerations for an
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Inclusive VA Workforce” training to 24 VA medical facilities, staff offices, and the Board of Veterans Appeals. In
addition, VA also began a train-the-trainer program for unconscious bias training that is planned to be continued in FY
2015.
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U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

DEPARTMENT OF VETERANS
AFFAIRS

STATEMENT OF CONDITION THAT
WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Less than Expected Participation Rates for Hispanic Males and Females

VA is experiencing less than expected participation for Hispanic males and females
(HM and HF, respectively) when compared to the RCLF and the Civilian Labor Force
(CLF). This less than expected participation, when compared to the RCLF, trickles

down to Administration level (VHA, VBA and NCA) and to VACO.

BARRIER ANALYSIS 2:

The first indication of a possible barrier was the disparity in the participation rate of
HMs and HFs in VA as indicated in Workforce Data Table A1. In VA, HMs represent
3.16 percent of the permanent and temporary workforce and HFs represent 3.61
percent, whereas HMs represent 3.84 percent of the RCLF and 5.17 percent of the
CLF and HFs represent 5.70 percent and 4.79 percent, respectively. The RCLF for
nursing and allied health care field is statistically weighted towards women. Because
VA’s workforce is heavily concentrated in these fields, VA has a higher benchmark to
reach in order to achieve parity.

The net change for HMs (4.83 percent) and HFs (6.55 percent) is above the net
change for the total workforce (4.29 percent), meaning that HMs and HFs are
growing at a rate above that of the total workforce. In VHA, HMs represent 3.10
percent of the permanent and temporary workforce and HFs represent 3.74 percent,
whereas HMs represent 3.77 percent of the RCLF and HFs represent 5.81 percent.
The net change for VHA HMs (5.17 percent) and HFs (6.78 percent) is above the net
change for VHA'’s total workforce (4.53 percent), meaning that HMs and HFs are
growing at a rate above that of VHA’s total workforce. In VBA, HMs represent 3.02
percent of the permanent and temporary workforce and HFs represent 2.78 percent,
whereas HMs represent 3.14 percent of the RCLF and HFs represent 5.66 percent.
However, the net change for HMs in VBA (2.16 percent) and HFs in VBA (6.12
percent) is above the net change for VBA's total workforce (2.05 percent), meaning
that HMs and HFs are growing at a rate above that of VBA'’s total workforce. In NCA,
HMs represent 8.20 percent of the permanent and temporary workforce and HFs
represent 1.74 percent, whereas HMs represent 18.29 percent of the RCLF and HFs
represent 3.41 percent. The net change for HMs in NCA (2.72 percent) is above the
net change for NCA's total workforce (5.93 percent); however, the net change for HFs
in NCA (-1.11 percent) is below the net change for NCA'’s total workforce, meaning
that HMs are growing at a rate above that of NCA'’s total workforce and HFs are
growing at a rate below that of NCA’s total workforce. A negative net change means
that the total workforce has decreased since FY 2014. In VACO, HMs represent 4.30
percent of the permanent and temporary workforce and HFs represent 1.84 percent,
whereas HMs represent 4.59 percent of the RCLF and HFs represent 3.21 percent.
The net change for VACO HMs (2.56 percent) is above the net change for VACO’s
total workforce (1.94 percent); however, the net change for VACO HFs (-0.83
percent) is below the net change for VACO’s total workforce, meaning that HFs are
growing at a rate below that of the total workforce. The less than expected
participation VA-wide prompted a review of Tables A4-1, A6, A8, and Al4.

Table A4-1 revealed less than expected participation in the following permanent GS
grades for HMs when compared to their participation in the total permanent
workforce (2.91 percent): GS-2 (HM: 2.20 percent), GS-8 (HM: 2.77 percent), GS-
11 (HM: 2.22 percent), GS-12 (HM: 2.46 percent), GS-13 (HM: 1.86 percent), and
GS-14 (HM: 2.09 percent). Table A4-1 also revealed less than expected participation
in the following permanent GS grades for HFs: GS-2 (HF: 2.20 percent), GS-9 (HF:
3.70 percent), GS-10 (HF: 2.98 percent), GS-12 (HF: 3.47 percent), GS-13 (HF: 2.93
percent), GS-14 (HF: 1.98 percent), and GS-15 (HF: 2.19 percent). Further analysis
of applicant flow of HMs and HFs at the identified grades is necessary to isolate on
the barrier(s).

A review of Table A6 revealed a less than expected participation rate for HMs for 17
(Police, Human Resources Management, Equal Employment Opportunity,
Miscellaneous Administration and Program, Program Management, Management and
Program Analysis, Financial Administration and Program, Medical Officer, Medical
Technologist, Pharmacist, Medical Records Technician, General Attorney, Legal
Assistant, Veterans Claims Examining, Loan Specialist, Criminal Investigating, and
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Cemetery Caretaking) out of 28 identified major occupations in the permanent
workforce. A review of Table A6 revealed a less than expected participation rate for
HFs for 22 (Police, Social Science, Human Resources Management, Equal Employment
Opportunity, Miscellaneous Administration and Program, Program Management,
Financial Administration and Program, Practical Nurse, Nursing Assistant, Diagnostic
Radiologic Technologist, Medical Records Technician, General Attorney, Legal
Assistance, Veterans Claims Examining, Claims Assistance and Examining, General
Business and Industry, Loan Specialist, Appraising, Cemetery Administration,

Criminal Investigating, Information Technology Management, and Cemetery
Caretaking) out of 28 identified major occupations in the permanent workforce.

Table A8 revealed that the hiring participation rate for HMs (3.04 percent) is below
their representation in the RCLF (4.29 percent) and the hiring participation rate for
HFs (3.65 percent) is below their representation in the RCLF (6.16 percent). Further
analysis of applicant flow data is necessary to isolate on the barrier(s).

In reviewing Table A14, HMs have a separation rate (3.18 percent) in the permanent
workforce lower than their workforce participation rate (3.20 percent); however, HMs
have a high involuntary separation rate of 3.93 percent when compared to their
workforce participation rate. HFs have a separation rate (2.84 percent) lower than
their workforce participation rate (3.63 percent).

We also reviewed promotion rates for HMs and HFs. HFs experienced low promotion
rates at the entry level (grades 3 thru 8), journeyman level (grades 9 thru 12), and
senior level (grades 13 thru 15) when compared to the overall promotion rate at each
level. The promotion rate for HFs at the entry level was 16.43 percent while the
overall promotion rate at the entry level was 16.82 percent. The promotion rate for
HFs at the journeyman level was 20.03 percent while the overall promotion rate at
the journeyman level was 21.55 percent. The promotion rate for HFs at the senior
level was 5.19 percent while the overall promotion rate at the senior level was 7.27
percent.

The analysis of the promotion rates is inclusive of competitive and non-competitive
promotions.

STATEMENT OF IDENTIFIED
BARRIER:

Provide a succinct statement of the

agency policy, procedure or practice
that has been determined to be the

barrier of the undesired condition.

The cause of the less than expected participation rate for HMs and HFs is unknown. It
appears that our hiring of HMs and HFs exceeds the growth of the total workforce like
it should if we expect to see progress in the participation. However, we still have less
than expected participation. Further examination of the policies, procedures, and
practices impacting the hiring, retention, and separation processes is needed.

OBJECTIVE:

State the alternative or revised
agency policy, procedure or practice
to be implemented to correct the
undesired condition.

Refine the applicant flow system to identify potential barriers in the recruitment and
selection process.

Review the hiring and promotion policies, procedures and practices.

Implement an exit interview process for those separating from VA.

Eliminate, when possible, any barriers to equal opportunity.

RESPONSIBLE OFFICIAL:

Assistant Secretary for Human Resources and Administration; Deputy Assistant
Secretary for Human Resources Management; Deputy Assistant Secretary for Office
of Diversity and Inclusion; Other Administration HR Officials

DATE OBJECTIVE INITIATED:

09/30/2009

TARGET DATE FOR COMPLETION
OF OBJECTIVE:

09/30/2016
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INSTRUCTIONS: Describe the plans to implement the identified activities in
the spaces below showing dates of benchmarks and responsible individuals.
The success in implementing these plans should be shown in the REPORT OF
ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE section.

TARGET DATE
(Must be specific)
example: mm/dd/yyyy

Annually increase communications between ODI and Hispanic Employment Program 09/30/2015
Managers (HEPM) Department-wide. Completed
Continue outreach/communications between ODI and Hispanic Employment Program
- 09/30/2016
Managers (HEPM) Department-wide.
ODI will refine its existing applicant flow process to align with OPM’s new applicant 09/30/2016
information system and integrate it into MD-715 tables.
Each VA organization will make a concerted effort to conduct, annually, targeted outreach
at educational institutions focused on demographic groups with low participation rates in 09/30/2016
VA’s workforce. This will include Minority Serving Institutions (MSIs) as well as professional Ongoing
associations, and affinity groups.
VA will ensure VA sub-components are adhering to the goals and objectives contained in
VA’s HERO Plan by strategically collaborating with key VA stakeholders, integrating and
empeddlng EEO and diversity and inclusion goals into day-to-day processes, across all 09/30/2015
business lines, and at all levels. Deleted
** HERO plan is expiring. Aligning activities with the planned diversity and inclusion
strategic plan. Establishing MOUs related to the Student Outreach and Retention Program
(SOAR) program.
ODI will continue to collaborate with Workforce Planners to incorporate VA's EEO and
Diversity and Inclusion goals into VA's Strategic Plan and to ensure EEO demographic data 09/30/2016
considerations are factored into VA’'s Workforce Succession and Human Capital Plans, Ongoing
annually.
VA will continue to partner with Hispanic Serving Institutions (HSIs), professional
organizations, military transition assistance program, and Veterans Service Organizations 09/30/2016
for the conduct of targeted outreach, annually.
VA will continue to conduct targeted employment outreach and developmental activities
and market VA as an Employer of Choice by leveraging the SOAR with two HSIs in the state 09/30/2016
of Florida, Valencia College (VC) and Florida International University (FIU).
VA will continue to administer mentoring (formal and informal) programs to promote career 09/30/2016
development, retention, and upward mobility within the VA workforce. B
Ongoing
VA will ensure information on career development and leadership programs is disseminated 09/30/2016
via MyCareer@VA and other tools to all employees to maximize career development o B
opportunities, annually. ngoing
VA will continue its efforts to develop and facilitate virtual training and professional
development forums annually to enhance workforce capacity in the areas of cultural
- - - L . - . 09/30/2016
competence, barrier analysis, unconscious bias, inclusion, special emphasis program
management, etc.
VA will refine the unconscious bias training content for VA employees. 09/30/2015
Completed
Based on availability of funds, VALU will award and execute contract to implement 09/30/2017

unconscious training module into VA’s talent management system
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REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Program Management: Conducted workforce analysis, targeted outreach to the Hispanic community, including VA
employees and Veterans, in alignment with applicable program goals noted in the VA Diversity and Inclusion Strategic
Plan, MD-715, and other related goals linked to Executive Orders, and Federal regulations.

Targeted Outreach: VA continues to conduct targeted outreach to groups with less than expected participation
rates, including Hispanics. ODI has partnered with VHA field facilities, Center for Minority Veterans (CMV), and the
Veterans Employment Service Office (VESO) to conduct outreach to the Hispanic community. The Deputy Assistant
Secretary for Diversity and Inclusion has served as keynote speaker and Executive Coach at various national outreach
and training/developmental events. VA personnel from ODI, CMV and VESO staffed exhibit booths to conduct targeted
outreach at national affinity conferences and also conducted multiple workshops for the Hispanic community and
Veterans. ODI has instituted an extensive HEP outreach network with whom it has made great strides in
strengthening partnerships and working relationships with national Hispanic organizations.

To build a diverse and inclusive workforce and market VA as an Employer of Choice, the following Hispanic
employment outreach and developmental events were supported by VA personnel:

e National Hispanic Medical Association Conference, Washington, DC, March 2015.

e Valencia College Spring 2015 Job Fair, Orange County, Florida, April 2015.

e Hispanic Association of Colleges and Universities (HACU): On June 8, 2015, the Secretary of Veterans Affairs and
the President of HACU, Dr. Antonio R. Flores, signed a Memorandum of Understanding (MOU) to provide the
cooperative framework for both parties to develop initiatives and perform outreach to increase employment and
educational opportunities in VA for students of Hispanic-Serving Institutions (HSIs), other HACU member
institutions, and Veterans.

. League of United Latin American Citizens (LULAC) Convention and Expo/Federal Training Institute (FTI), Salt Lake
City, Utah, July 2015.

. Student Outreach and Retention Program (SOAR): On August 25, 2015, VA launched its SOAR initiative with
Valencia College, an HSI in Orlando, FL. The new partnership was inaugurated with a MOU signing ceremony
hosted by Valencia College President, Dr. Sanford C. Shugart. The SOAR initiative with Valencia and other
Minority Serving Institutions around the country will focus on building a diverse, inclusive, and high performing VA
workforce.

e LULAC'’s 3rd Annual F T | Partnership, Bethesda, MD and Washington, DC, September 2015

o This event included plenary sessions, workshops and executive coaching designed to help facilitate
government employees towards enhancing their leadership skills and developing Executive Core
Qualifications required for senior leader positions and appointment to the Senior Executive Service.

VA’s ODI implemented the National Diversity Internship Program (NDIP) that includes vendors such as HACU and
Hispanic Serving Health Professionals Schools (HSHPS), etc., to build a pipeline for workforce diversity.

HEP Virtual and Onsite Training and Career Development: ODI continues to utilize various modalities to provide
career and professional development to HEPMs and VA employees nationwide.

. During October 2014, Ms. Sara E. Clemente, Director of Federal Affairs, LULAC, presented on LULAC’s mission, as
a national Hispanic affinity group, and its role to equip leaders with the knowledge and skills to effectively lead a
diverse workforce via LULAC’s FTI Partnership.

e  During November 2014, ODI provided guidance on VA’s Workforce Recruitment Program (WRP) and its
Centralized Fund initiative to help further efforts to make VA the model Federal employer for individuals with
disabilities.

. In January 2015, VA’s Departmental Hispanic Employment Program Manager (HEPM) met with the Director for
Internships and Workforce Services, Valencia College, to discuss the SOAR initiative and offer VA'’s two diversity-
focused internship programs, WRP and NDIP, and market the Pathways Programs, and USAJOBS.gov to increase
the pool of potential qualified applicants for VA employment opportunities.

. During February 2015, VA's Departmental HEPM hosted a monthly Telecom during which he conducted an
overview of VA’s policy guidance on External Affinity Conferences Approved for VA-wide Participation for Fiscal
Year 2015 as part of VA's effort to support and leverage external partnerships with affinity organizations for
professional development and employment outreach purposes in support of our common aim of promoting equal
employment opportunity and diversity and inclusion in Federal government.

. During April 2015, VA’s Departmental HEPM hosted a monthly Telecom for a special presentation on “Taking
Charge of Your Career at VA” by Mrs. Carmel Simmons, Consultant, FMP Consulting, Inc. The training focused on
learning how to explore opportunities, find a right career path, and sharing the MyCareer@VA tool with others in
their network. The presentation offered practical advice to help VA employees strengthen their professional
development and highlighting via MyCareer@VA, VALU’s premiere career development resource.

External Agency Support: ODI has partnered with VHA field facilities, CMV, and VESO to improve outreach to the
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Hispanic community and Veterans.
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U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

DEPARTMENT OF VETERANS
AFFAIRS

STATEMENT OF CONDITION THAT
WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Less than Expected Participation of Asian Males

VA is experiencing less than expected participation for Asian males (AM) when
compared to the RCLF. This less than expected participation trickles down to
Administration level (VHA, VBA and NCA) and to VACO.

BARRIER ANALYSIS 3:

The first indication of a possible barrier was the disparity in the participation rate of
AMs in VA as indicated in Workforce Data Table A1. In VA, AMs represent 2.86
percent of the permanent and temporary workforce, whereas AMs represent 2.95
percent of the RCLF. However, the net change for AMs (6.31 percent) is above the
net change for the total workforce (4.29 percent), meaning that AMs are growing at a
rate above that of the total workforce. In VHA, AMs represent 2.93 percent of the
permanent and temporary workforce, whereas AMs represent 2.94 percent of the
RCLF. However, the net change for AMs in VHA (6.29 percent) is above the net
change for VHA's total workforce (4.53 percent), meaning that AMs in VHA are
growing at a rate above that of the VHA total workforce. In VBA, AMs represent 1.57
percent of the permanent and temporary workforce, whereas AMs in VBA represent
1.97 percent of the RCLF. However, the net change for AMs in VBA (7.19 percent) is
above the net change for VBA'’s total workforce (2.05 percent), meaning that AMs in
VBA are growing at a rate above that of VBAs total workforce. In NCA, AMs represent
1.58 percent of the permanent and temporary workforce, whereas AMs in NCA
represent 1.73 percent of the RCLF. The net change for AMs in NCA (26.09 percent)
is above the net change for NCA'’s total workforce (5.93 percent), meaning that AMs
in NCA are growing at a rate above that of NCAs total workforce. . In VACO, AMs
represent 3.45 percent of the permanent and temporary workforce, whereas AMs
represent 4.85 percent of the RCLF. However, the net change for AMs in VACO (5.14
percent) is above the net change for VACO'’s total workforce (1.94 percent), meaning
that AMs in VACO are growing at a rate above that of VACOs total workforce. The
less than expected participation VA-wide prompted a review of Tables A4-1, A6, A8,
and Al4.

Table A4-1 revealed less than expected participation in the following permanent GS
grades for AMs as compared to their participation of the total permanent workforce
(2.82 percent): GS-1 (AM: 0.00 percent), GS-2 (AM: 1.10 percent), GS-3 (AM: 1.26
percent), GS-4 (AM: 1.19 percent), GS-5 (AM: 1.44 percent), GS-6 (AM: 1.53
percent), GS-7 (AM: 1.85 percent), GS-8 (AM: 2.56 percent), GS-9 (AM: 2.34
percent), GS-10 (AM: 2.66 percent), GS-11 (AM: 2.27 percent), GS-12 (AM: 2.35
percent), GS-13 (AM: 1.76 percent), and GS-14 (AM: 2.27 percent). Further analysis
of applicant flow of AMs at the identified grades is necessary to isolate on the
barrier(s).

A review of Table A6 revealed a less than expected participation rate for 17 (Police,
Social Science, Human Resources Management, Equal Employment Opportunity,
Miscellaneous Administration and Program, Program Management, Management and
Program Analyst, Financial Administration and Program, Auditing, Pharmacist, Medical
Records Technician, Legal Assistant, General Business and Industry, Loan Specialist,
Appraising, Cemetery Administration, and Information Technology Management) out
of 28 identified major occupations in the permanent workforce.

Table A8 revealed that the hiring distribution for AMs (3.14 percent) is above their
representation in the RCLF (2.80 percent).

In reviewing Table A14, AMs have a separation rate (2.35 percent) in the permanent
workforce lower than their workforce participation rate (2.71 percent).

We also reviewed promotion rates for AMs. AMs experienced low promotion rates at
the entry level (grades 3 thru 8) and journeyman level (grades 9 thru 12) when
compared to the overall promotion rate at each level. The promotion rate for AMs at
the entry level was 14.50 percent while the overall promotion rate at the entry level
was 16.82 percent. The promotion rate for AMs at the journeyman level was 20.50
percent while the overall promotion rate at the journeyman level was 21.55 percent.
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The analysis of the promotion rates is inclusive of competitive and non-competitive
promotions.

STATEMENT OF IDENTIFIED
BARRIER:

Provide a succinct statement of the

agency policy, procedure or practice
that has been determined to be the

barrier of the undesired condition.

The cause of the lower than expected participation rate for AMs is unknown. It
appears that our hiring of AMs is exceeding the growth of the total workforce like it
should if we expect to see progress in the participation. However, we still have less
than expected participation. Further examination of the policies, procedures, and
practices impacting the hiring, retention, promotion, and separation processes is
needed.

OBJECTIVE:

State the alternative or revised
agency policy, procedure or practice
to be implemented to correct the
undesired condition.

Refine the applicant flow system to identify potential barriers in the recruitment and
selection process.

Review the hiring policies, procedure and practices.

Implement an exit interview process for those separating from VA.

Eliminate, when possible, any barriers to equal opportunity.

RESPONSIBLE OFFICIAL:

Assistant Secretary for Human Resources and Administration; Deputy Assistant
Secretary for Human Resources Management; Deputy Assistant Secretary for Office
of Diversity and Inclusion; Other Administration HR Officials

DATE OBJECTIVE INITIATED:

09/30/2009

TARGET DATE FOR COMPLETION
OF OBJECTIVE:

09/30/2016
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EEOC FORM
715-01 EEO Plan To Eliminate Identified Barrier
PART |
INSTRUCTIONS: Describe the plans to implement the identified activities in
. . P TARGET DATE
the spaces below showing dates of benchmarks and responsible individuals. Lo
o . . (Must be specific)
The success in implementing these plans should be shown in the REPORT OF example: mm/sdd/s
ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE section. ple: yyyy
ODI will refine its existing applicant flow process to align with OPM’s new applicant 09/30/2016
information system and integrate it into MD-715 tables.
Partner with the ODI Training and Communications Division staff to conduct cultural
, L L . 09/30/2016
awareness and OPM’s New IQ training on a quarterly basis in a virtual mode.
ODI will continue to collaborate with Workforce Planners to incorporate VA's EEO and
Diversity and Inclusion goals into VA’s Strategic Plan and to ensure EEO demographic data 09/30/2016
considerations are factored into VA’'s Workforce Succession and Human Capital Plans,
annually.
VA will continue to administer mentoring (formal and informal) programs to promote career 09/30/2016
development, retention, and upward mobility within the VA workforce.
VA will ensure information on career development and leadership programs is disseminated
. S 09/30/2016
to all employees to ensure employment opportunities are maximized, annually.
VA will develop and facilitate virtual training and professional development forums annually
to enhance workforce capacity in the areas of cultural competence, barrier analysis, 09/30/2016
unconscious bias, inclusion, special emphasis program management, etc.
VA will develop virtual leadership and professional development forums to enhance Special
Emphasis Program Manager’s competence in the areas of recruitment and retention 09/30/2016
outreach.
As part of the Memoranda of Understanding, VA will continue partnerships with AAPI affinity
organizations, such as Federal Asian Pacific American Council (FAPAC) and Asian American
Government Executive Network (AAGEN) to enhance AAPI outreach and leadership 09/30/2016
development programs and leverage VA's National Diversity Internship and Pathways
Programs.
VA will increase outreach/assistance to the AAPI communities and Veteran population via
participation in affinity group national and regional conferences, activities sponsored by
: o - S . 09/30/2016
Veterans and professional organizations, AAPI affinity organizations, and Asian
American/Native American/Pacific Islander Education Serving Institutions.
ODI will work with VA Learning University (VALU) and VHA's Healthcare Recruitment
Marketing Office to ensure information on recruitment, career development/leadership 09/30/2016
programs is disseminated to all employees.
ODI will review workforce data for promotions, SES participation, training and 09/30/2016
developmental programs for all race/ethnicity and gender groups. Ongoing
VA will refine the unconscious bias training content for VA employees. 09/30/2015
Completed
Based on availability of funds, VALU will award and execute contract to implement
- - ; , 09/30/2017
unconscious training module into VA’s talent management system
A closer review and analysis of VA's Inclusion Quotient (ability to engage its employees 09/30/2016
within the workplace) should also be completed to try to further identify barriers.
REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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Program Management: Conducted workforce analysis, targeted outreach to the AAPI community, including VA
employees and Veterans, in alignment with applicable program goals noted in the VA Diversity and Inclusion Strategic
Plan, MD-715, White House Initiative on Asian Americans and Pacific Islanders (WHIAAPI) and other related goals
linked to Executive Orders, and Federal regulations.

Targeted Outreach: VA continues to conduct targeted outreach to groups with less than expected participation rates,
including AAPIs.

e VA’s ODI produced a departmental memorandum announcing and encouraging participation in the 30th Annual
Federal Asian Pacific American Council (FAPAC) National Training Program (NTP) held May 2015 in Rockuville,
Maryland. The memo was disseminated VA-wide, and support was provided in the following ways.

o ODI personnel staffed an exhibit booth to showcase VALU, and VA’s Diversity program. In addition,
personnel from VBA and NCA provided information on Veterans program/services and VA
employment/internship opportunities.

o During the NTP, ODI implemented a no-cost agency forum as a diversity training opportunity designed to
provide VA employees with information on professional development, VA's AAPI workforce demographics,
leadership, and ODI workforce initiatives.

o During the NTP, VA’s Deputy Assistant Secretary (DAS) for Diversity and Inclusion had an important role
as a guest speaker and panelist.

e Various ODI personnel participated in the White House Initiative on AAPIs Summit at the George Washington
University in Washington, DC, during May 2015 to support targeted diversity outreach to the AAPI community,
Veterans, VA employees, et al. While staffing an exhibit booth, VA’s Departmental AAPI Program Manager
interacted with attendees to the event, including agency heads, in an effort to help meet ODI AAPI Program goals
and objectives.

e VA participated in the Asian American Government Executives Network Annual Leadership Workshop in June
2015, with an exhibit booth that ran concurrently with the workshop for which ODI Diversity Specialists offered
information about VA's Senior Executive Service Candidate Development Program and other leadership
development initiatives. The VA DAS for Diversity and Inclusion participated in the workshop as a panelist and
speaker.

e VA’'s ODI produced a Department level memorandum commemorating May 2015 as AAPI Heritage Month. The
memo, encouraging VA employees to support attendance at events and recognize the contributions of AAPIs, was
disseminated throughout the VA.

o The VA Central Office AAPI Heritage Month planning committee executed an AAPI Heritage Month
cultural/educational event on May 21, 2015.

e VA has created the National Diversity Internship Program (NDIP) with AAPI affinity organizations, including
Minority Access and the Washington Center to build a pipeline for workforce diversity.

0 Representatives from the VHA, VBA, NCA, and VACO participated in this effort.

. In partnership with VALU, ODI implemented MyCareer@VA events as a strategy to cultivate an inclusive workforce
with much focus on career progression at the GS-9 level and wage-grade equivalent for certain demographic
groups and those with targeted disabilities. MyCareer@VA.

. In September 2015, the Departmental AAPI Program Manager developed an informational brochure for
dissemination to employees at New Employee Orientation, for display at Special Emphasis Program Events and
EEO Offices, and to be shared during AAPI sponsored events to promote awareness of the AAPI program and its
goals and objectives. The informational brochure also included information on the VA FAPAC Chapter to promote
increased participation by AAPIs and all employees.

AAPI Virtual and Onsite Training and Career Development: ODI continues to utilize various modalities to
provide career and professional development to AAPI SEPMS and VA employees nationwide.

e  During November 2014, VA’'s Departmental American Indian/Alaska Native Program Manager presented
information on VA’s Workforce Recruitment Program and its Centralized Fund initiative administered by ODI to
help towards efforts to make VA a model employer for individuals with disabilities.

. During February 2015, the Departmental AAPI Program Manager participated in VA's FAPAC Chapter General
Board Meetings to provide information on VA'’s participation and support of FAPAC’s Outstanding Civilian Individual
Awards for 2015 and the 30th NTP. In addition, virtual training in the area of professional development was
provided during summer 2015.

. During February 2015, VA's Departmental AAPI Program Manager participated in a conference call with officials
from the White House Initiative on AAPIs, to discuss the May 2015 AAPI Summit.

. During April 2015, the Departmental AAPI Program Manager participated in VA’'s FAPAC Chapter “Deep Dive into
MyCareer@VA” training done by VALU’s contract staff, and the invitation was sent to VA’s AAPI network.

. During April 2015, VA’s Departmental AAPI Program Manager participated in a WHIAAPI Agency-Wide Conference
Call on White House Summit on AAPIs. The call provided an opportunity to hear more about the Summit, learn
about ways to get involved, and discuss ways to highlight the achievements of all federal agencies in engaging the
AAPI community.
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. During June 2015, the Departmental AAPI Program Manager, et al. participated in VA’s FAPAC Chapter meeting
with a brief on ODI’s participation in FAPAC’s 30th NTP and ODI’s support of the White House Initiative on AAPIs
Summit.

. In September 2015, VA’s Departmental AAPI Program Manager, et al. participated in the FAPAC One-Day
Leadership Training Workshop.

e  During FY 2015 the VA FAPAC Chapter sponsored and provided virtual career development training:

o0 March 11, 2015-Take Charge of Your Career at VA, MyCareer@VA presentation

o April 8, 2015-Deep Dive MyCareer@VA presentation

o July 8, 2015-Presentation on VA White House Initiative on Asian American and Pacific Islanders
0 September 9, 2015-“Keeping it Real”, Resume Writing presentation

External Agency Support (Leadership Development): ODI has partnered with VHA field facilities, CMV, and
VESO in the conduct of outreach to the AAPI community and Veterans. The DAS for Diversity and Inclusion continues
to serve as a keynote speaker at many of these events and ODI, CMV and VESO staffs continues to conduct
workshops for the AAPI community including Veterans.

e The Departmental AAPI Program Manager collaborates with FAPAC’s VA Chapter and AAGEN representatives to
conduct outreach/developmental activities and disseminate valuable program information.

. ODI strategically collaborated with numerous VA internal organizations such as VHA’s ODI and EEO/AEQ, in its
efforts to cultivate a diverse and multigenerational workforce, to encourage VHA medical facilities and program
offices to participate in the 2015 VA NDIP.

. In August 2015, VA’s Departmental AAPI Program Manager, et al. met with FAPAC President to discuss new and
continued actions to enhance AAPI programs within VA. The discussion points included VA/FAPAC MOU
revitalization, participation in FAPAC conferences and events, and updating VA’s ODI Web site to more
prominently display affinity organizations that support AAPIs and other special emphasis groups.

e  During August 2015, the Departmental AAPI Program Manager collaborated with the White House Initiative on
Asian Americans and Pacific Islanders to discuss enhancing the VA AAPI program. Items discussed included
actions suggested by the Department of Education such as developing an AAPI Employee Resource Group and
developing relationships between regional VA offices and entities and community organizations to improve
outreach to the AAPI community.

e VA entered into a Memorandum of Understanding (MOU) with the African American Federal Executives Association
(AAFEA), and the Asian American Government Executives Network (AAGEN) and continues to implement actions
to actively meet goals identified in the MOU.

0 The intent of the MOU is to build on collaborations for performing outreach, and leveraging resources for
talent management of diverse groups within the Federal sector. It is anticipated that VA’s partnership
with AAFEA and AAGEN respectively, will encourage and promote more participation from diverse groups
in the pipelines for the Senior Executive Service and senior level positions within the Department, and
other Federal sector agencies.

o VA announced its Senior Executive Service Candidate Development Program.

o ODIl is the lead Office for this MOU, supporting AAFEA and AAGEN through the Office of Personal
Management, White House Initiative on Asian Americans Policy Advisors, AAFEA, AAGEN, the VA
Corporate Senior Executive Management Office (CSEMO), and VALU.

o In April 2015, VA partnered with the AAFEA/AAGEN and hosted a training workshop at VA’s Central Office
that consisted of presentations on Executive Core Qualifications (ECQs) and Life as a Senior Executive
Service (SES) employee

VBA's Leadership and Enhance and Development (LEAD) Program was made available to all VA employees.
Additionally, the Insurance Center in Philadelphia coordinated and implemented a four-week internal career
developmental program, which included information on interviewing skills and resume writing.
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U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

DEPARTMENT OF VETERANS
AFFAIRS

STATEMENT OF CONDITION
THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER:

Low Promotion Rates for Black Females, Asian Females, Native
Hawaiian/Pacific Islander Males and Females, and American Indian/Alaska
Native Females

VA is experiencing low promotion rates in GS grades for Black females (BF), Asian
females (AF), Native Hawaiian/Pacific islander males (NHOPIM) and females (NHOPIF),
and American Indian/Alaska Native females (AIANF) when compared to the career
level promotion rates for the permanent workforce.

BARRIER ANALYSIS 4:

BFs experienced low promotion rates only at the entry level (grades 3 thru 8) when
compared to the overall promotion rate at that level. The promotion rate for BFs at
the entry level was 15.83 percent while the overall promotion rate at the entry level
was 16.82 percent.

AFs experienced low promotion rates at the entry level and journeyman level, 11.83
percent and 20.12 percent respectively.

NHOPIMs and NHOPIFs experienced a low promotion rate at the entry and senior
levels. The promotion rates for NHOPIMs were 15.24 percent and 4.65 percent,
respectively. The promotion rate for NHOPIFs at the entry level was 15.32 percent
and 0.00 percent at the senior level.

AIANFs experienced low promotion rates only at the senior level when compared to the
overall promotion rate at that level. The promotion rate for AIANFs at the senior level
was 5.98 percent while the overall promotion rate at the senior level was 7.27 percent.

The analysis of the promotion rates is inclusive of competitive and non-competitive
promotions.

STATEMENT OF IDENTIFIED
BARRIER:

Provide a succinct statement of the

agency policy, procedure or practice
that has been determined to be the

barrier of the undesired condition.

The cause of the low promotion rates is unknown. Further examination of the policies,
procedures, and practices impacting promotions is needed.

OBJECTIVE:

State the alternative or revised
agency policy, procedure or practice
to be implemented to correct the
undesired condition.

Review the policies, procedures, and practices impacting promotions. Eliminate, when
possible, any barriers to equal opportunity.

RESPONSIBLE OFFICIAL:

Assistant Secretary for Human Resources and Administration; Deputy Assistant
Secretary for Human Resources Management; Deputy Assistant Secretary for Office of
Diversity and Inclusion; VA Learning University; Other Administration HR Officials

DATE OBJECTIVE INITIATED:

09/30/2013

TARGET DATE FOR COMPLETION
OF OBJECTIVE:

06/30/2016
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EEOC FORM

715-01 EEO Plan To Eliminate Identified Barrier

PART I

INSTRUCTIONS: Describe the plans to implement the identified activities in the
spaces below showing dates of benchmarks and responsible individuals. The
success in implementing these plans should be shown in the REPORT OF
ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE section.

TARGET DATE
(Must be specific) example:
mm/dd/yyyy

ODI will conduct an educational/training needs assessment for employees and conduct barrier
analysis to determine if there are challenges to attaining training.

** ODI provides barrier analysis training every other month to VA EEO specialists and managers
requesting the training. The training is administered via VA’s Talent Management System

06/30/2016
Cancelled

VA will refine the unconscious bias training content for VA employees.

09/30/2015
Completed

VA will ensure information on career development and leadership programs is disseminated via
MyCareer@VA and other tools to all employees to maximize career development opportunities,
annually.

09/30/2016

VA will conduct MyCareer@VA Day (successor to the ODI/VALU pilot program) events for
additional facilities focusing on training/developmental strategies to facilitate promotion.
**Draft proposal has been developed (1% Quarter)

09/30/2015
Completed

VA will track and monitor advancement of employees in EEOC-defined mission critical
occupations to ensure upward mobility is occurring using the applicant pool data.

09/30/2016

ODI will work with OHRM to review Merit Promotion Policies (i.e. Directive 5005).
**Due to competing priorities and limited resources this activity is being pushed out two years.

09/30/2017

The ODI Anti-Harassment Coordinator will inform ODI of information pertaining to the
policy, disseminate anti-harassment information, and monitor the AHO SharePoint site for
cases related to ODI and take appropriate action in notifying leadership if needed.

09/30/2016

For the Black Employment Program, ODI will create plans to address validated
discriminatory and inequitable practices in hiring and employment, to ensure full
participation of target groups by implementing plans to eliminate adverse data trends at
all agency levels.

09/30/2016

ODI will plan and coordinate various informational and developmental trainings for the
Black Employment SEPMs, and provide career advancement and educational awareness
events at VA Centers.

09/30/2016

As part of VA’'s MOU with BIG, ODI staff will meet quarterly to discuss the following:
recruitment and retention of highly skilled African American men and women and prepare
them to become future VA leaders; increase the awareness and visibility of the VA BIG
Chapter, throughout the nation and VA as an employee support group, professional
development organization, community resource and networking mechanism.

09/30/2016

ODI staff will collaborate with officials of AAFEA, and AAGEN to discuss upcoming FY 2016
events, training and other activities. Pending availability of resources, VA will partner
with AAFEA and AAGEN for the annual training workshops.

09/30/2016

VA will continue to administer mentoring (formal and informal) programs to promote career
development, retention, and upward mobility within the VA workforce.

09/30/2016

VA will ensure information on career development and leadership programs is disseminated to
all employees to ensure employment opportunities are maximized, annually.

09/30/2016
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VA will develop and facilitate virtual training and professional development forums annually to
enhance workforce capacity in the areas of cultural competence, barrier analysis, unconscious
bias, inclusion, special emphasis program management, etc.

09/30/2016

VA will develop virtual leadership and professional development forums to enhance Special
Emphasis Program Manager’s competence in the areas of recruitment and retention outreach.

09/30/2016

VA will continue partnerships with AAPI and Black/African American affinity organizations, such
as the FAPAC, AAGEN, BIG, and AAFEA to enhance AAPI and Black/African American outreach
and leadership development programs and leverage VA’s National Diversity Internship and
Pathways Programs.

09/30/2016

VA will increase outreach to the AAPI and Black/African American communities and Veteran
population via participation in affinity group national and regional conferences, activities
sponsored by Veterans and professional organizations, AAPI affinity organizations, Black/African
American organizations, and Asian American/Native American/Pacific Islander/Black/African
American Education Serving Institutions.

09/30/2016

ODI will work with VALU and VHA Healthcare Retention and Recruitment Office to ensure
information on recruitment, career development/leadership programs are disseminated to all
employees.

09/30/2016

ODI will review workforce data for promotions, SES participation, training and developmental
programs for all race/ethnicity and gender groups.

09/30/2016

Continue to advertise and market VA career development and leadership programs to
ensure that all employees, including members of groups with less than expected
participation, are encouraged to apply. Publicize new enhancements made to VA’s
MyCareer@VA career development tool.

09/30/2016

For the AI/AN program, ODI staff will continue to conduct quarterly calls (or as needed)
designed to offer information, training, to include professional development Department-
wide.

09/30/2016
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REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
Each VA staff office and Administration has assigned an Anti-Harassment Program coordinator.

ORM has prepared an Anti-Harassment Program handbook, and has set up a Resolution Support Center. In addition, ORM
held monthly meetings to determine a date as to when the Anti-Harassment policy will roll out to VACO and the
administrations.

VA established a MOU with BIG. The MOU will provide a framework for VA and BIG that will foster a mutually supportive
relationship and develop initiatives to enhance VA'’s ability to do the following: recruit and retain highly skilled African
American men and women and prepare them to become future VA leaders; and increase the awareness and visibility of the
VA BIG Chapter, throughout the nation and VA as an employee support group, professional development organization,
community resource and networking mechanism.

In collaboration and support of the AAFEA, VA and ODI staff participated in AAFEA’s Annual Training Workshop, an event
that focused on programs, policies, practices, and processes that promote career enhancing opportunities, and the core
subjects applicable towards becoming a member of the Senior Executive Service (SES).

During fiscal year FY 2015, VALU and ODI partnered to facilitate MyCareer@VA career development training as part of an
inclusion strategy. ODI executed the strategy in two different methodologies to reach various VA facilities that could
benefit from this initiative. The first strategy consisted of conducting MyCareer@VA Day events at four VA facilities: VA
Records Management Center (St. Louis), Chicago Regional Benefit Office, North Florida/South Georgia Healthcare System
(Gainesville, FL), and the John D. Dingell VA Medical Center (Detroit). The MyCareer@VA Day events were in-person
career development workshops designed to improve VA employees’ understanding of career development principles and
resources in order to improve their engagement and career mobility. These events were designed to support President
Obama’s goal of engaging a higher performing diverse Federal workforce by creating programs aimed to address career
progression barriers and bottle necks experienced by individuals of diverse groups and IWTD in WG positions and at GS
grades 9 and below.

The MyCareer@VA Day workshops consisted of the following events:

. Information Booth - During the first half of the day, a MyCareer@VA team member was available to answer
questions regarding the MyCareer@VA Day, the MyCareer@VA program, and career development, and to
encourage attendance in the computer lab and at the presentations.

. Computer Lab. Throughout the day, a MyCareer@VA team member was available to assist with navigation of the
tools and resources, answer questions regarding MyCareer@VA and career development, and provide one-on-one
support as employees created Career Hub accounts and familiarized themselves with the Web site.

. Introduction to MyCareer@VA for Employees - This 60-minute session introduced the tools and resources of
MyCareer@VA and how to leverage MyCareer@VA to support career development. Specifically, the session
identified ways MyCareer@VA can support employees as they develop and pursue a career at VA; highlighted what
career development is and the importance of engaging in career development; and explored how MyCareer@VA'’s
hands-on tools and resources can help uncover career possibilities at VA.

. MyCareer@VA for Supervisors and Mentors -This 60-minute session introduced how to navigate the tools and
resources of MyCareer@VA and how to leverage MyCareer@VA to support employees’ career development from a
supervisory or mentor capacity, as well as their own personal career development. This session provided an
introduction to how MyCareer@VA's innovative tools support career development and can help supervisors and
mentors empower their employees to take charge of their professional future.

e MyCareer@VA Career Development Activities Workbook - The workbook serves as a non-virtual complement to the
MyCareer@VA Web site. The workbook provides detailed and guided instruction on the career development process
better tailored to target the audience’s needs, and included an introduction to career development and why it is
important for VA employees.

The 2015 MyCareer@VA Day events directly informed 386 VA employees about the MyCareer@VA program through the
employees' participation in at least one of the MyCareer@VA Day activities. Additionally, 8,149 VA employees across all four
facilities indirectly learned about MyCareer@VA as a result of information on MyCareer@VA distributed through the facility-
wide marketing and communications.

Additionally, ODI incorporated MyCareer@VA employee career development sessions into its existing Technical Assistance
Reviews (TARs) and External Affinity Conferences that ODI sponsors. ODI and VALU facilitated sessions at the VA Agency
Forum FEDS/FEDSQ Annual Conference; VA Agency Forum at FAPAC 2015 National Leadership Training Program; Federal
Women, FAPAC, and Black Employment Program Monthly Special Emphasis Program Manager’s Monthly Call; and during the
Western New York Healthcare System; Hunter Holmes McGuire VA Medical Center, VA Records Management Center, and
Seattle Regional Benefit Office TARs directly informing over 350 VA employees.

During FY 2015, ODI provided training on Cultural Competency--Key Considerations for Inclusion at various sites with
considerable AI/AN participation and representation including those involved with Native American affinity groups. The
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curriculum highlighted awareness of VA ICARE values, trust, recognizing unconscious bias, and expected civil treatment and
respect of all employees toward each other and Veteran patients and families. Awareness of four cultures including
Generations, Veterans, Religion, and Lesbian Gay Bisexual and Transgender was presented as a cross section of diversity
which includes members from all races, ethnicities, and genders. Facilities and AlI/AN populations included:

Fort Harrison, Montana VA Medical Center (Blackfoot), October 1-3, 2014, six sessions, 205 employees, managers;
Sheridan, Wyoming VA Medical Center (Crow), October 16-17, 2014, six sessions, 215 employees, managers; Fort Meade
and Hot Spring, South Dakota VA Medical Centers (Oglala Lakota Sioux), November 17-18, 2014, four sessions, 165
employees, managers; Salt Lake City, Utah VA Medical Center (Shoshone, Ute) December 2-5, 2014, five sessions, 260
employees, managers; Fargo, North Dakota VA Medical Center (Chippewa), February 17, 2015, three sessions, 165
employees, managers; Reno, Nevada VA Medical Center (Paiute and Western Shoshone), March 30 — April 3, 2015, 12
sessions, 405 employees, managers; Omaha and Lincoln, Nebraska-Western lowa VA Medical Centers, April 30 - May
1,2015, five sessions, 210 employees and managers; and Sioux Falls, South Dakota VA Medical Center (Oglala Lakota
Sioux), June 8, 2015, three sessions, 94 employees, managers.

In FY 2015, ODI staff established bi-monthly calls with AI/AN Special Emphasis Program Managers (SEPMs) on a
Department-wide level. The calls are designed to offer information and training as it pertains to their role as SEPMs, to
include professional development. Training included Veterans Health Administration Support Service Center (VSSC)
provided by ODI's Workforce Analysis Division. Additionally, there was a separate session to learn more about any concerns
or suggestions as it relates to appropriate training in support of their role as a SEPM. The bi-monthly calls were well
received and the group found the training useful. Future bi-monthly training sessions are underway, to include the topic of
Barrier Analysis during quarter one FY 2016.

VA commemorates national observances annually, to include National Native American Heritage Month (November), in
compliance with Executive Order 11478, 29 CFR Part 1614.102(b)(4), joint Congressional Resolutions, Presidential
Proclamations, and VA'’s Diversity and Inclusion goals as articulated in VA’s Diversity and Inclusion Strategic Plan for FY
2012-2016. ODI takes the lead on all national Special Emphasis Program Observances in VA Central Office. Annually, a
Department-wide memorandum signed by VA’s Assistant Secretary for Human Resources and Administration is publicized to
encourage all managers and supervisors to support activities that promote employment, training, and career advancement
opportunities in order to sustain a productive, diverse, engaged, and inclusive VA workforce to best serve our Nation’s
Veterans and their families. It is strongly believed that showing one’s support as leaders and making a concerted effort to
attend and participate in these observances is crucial in communicating the value each employee brings to the Department.

VA has entered into a Memorandum of Understanding (MOU) with the African American Federal Executives Association
(AAFEA), and the Asian American Government Executives Network (AAGEN).

o The intent of the MOU is to build on collaborations for performing outreach, and leveraging resources for
talent management of diverse groups within the Federal sector. It is anticipated that VA’s partnership
with AAFEA and AAGEN respectively, will encourage and promote more participation from diverse groups
in the pipelines for the Senior Executive Service and senior level positions within the Department, and
other Federal sector agencies. ODI is the lead Office for this diversity initiative.

0 The AAGEN Memorandum was signed during its 10th annual Leadership Development Training Workshop
at the Doubletree Hotel in Crystal City, VA on June 5, 2014, as part of VA’'s DAS D&l participation as a
panelist during a Leadership seminar sponsored by AAGEN. The workshop was designed to provide
valuable learning and networking opportunities for all public servants to enhance their professional
careers. During fiscal year (FY) 2014, VA Learning University (VALU) and the Office of Diversity and
Inclusion (ODI) partnered to facilitate MyCareer@VA Day events at three VA facilities: the Board of
Veterans’ Appeals (BVA), VA Maryland Healthcare System (Baltimore), and Boston VA Healthcare
System. The MyCareer@VA Day events were VA, in-person career development workshops designed to
improve VA employees’ understanding of career development principles and resources in order to improve
their engagement and career mobility. These events were designed to support President Obama’s goal of
engaging a higher performing diverse Federal workforce by creating programs aimed to address career
progression barriers and bottle necks experienced by individuals of diverse groups and individuals with
targeted disabilities (IWTD) in Wage Grade (WG) positions and at GS levels 9 and below.

In partnership with VALU, ODI implemented MyCareer@VA events as a strategy to cultivate an inclusive workforce with
much focus on career progression at the GS-9 level and wage-grade equivalent for certain demographic groups and those
with targeted disabilities. The MyCareer@VA Day workshops consisted of the following events:
o Sessions for all employees that covered: the importance of career planning; demonstration of the
innovative tools and resources on MyCareer@VA; how to learn essential skills for the application process
(e.g., resume writing, interviewing, job fit). MyCareer@VA Team members worked with employees one-
on-one to help them use the MyCareer@VA Web site, register for CareerPower, and answer any questions.
o Sessions for managers, supervisors, and mentors that assists in fostering more engaged, diverse, and
effective teams.
o Participants had access to either a virtual career development course (Career Power) or a career
development workbook, each designed to guide the employee step-by-step through the entire career
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development process.

o During these events, VA directly informed 176 VA employees through the career development sessions
and indirectly informed the 8,386 VA employees through distributing facility-wide, marketing and
communications. Entering the second year of conducting these events, progress has been demonstrated
through participant feedback on improved opportunities for career progression.

VBA's Leadership, Enhance and Development Program (LEAD) was made available to all VA employees. Additionally, the
Insurance Center in Philadelphia coordinated and implemented a four-week internal career developmental program, which
included information on interviewing skills and resume writing.

In August 2015, ODI staff met with FAPAC President to discuss new and continued actions to enhance AAPI programs within
VA. Discussion points included VA/FAPAC MOU revitalization, participating in FAPAC conferences and events, and updating
VA’s ODI Web site to more prominently display affinity organizations that support AAPIs and other special emphasis groups.

VA’s Departmental AAPI Employment Program Manager collaborates with FAPAC’s VA Chapter and AAGEN representatives to
conduct outreach/developmental activities and disseminate valuable program information.

During FY 2015 the VA FAPAC Chapter sponsored and provided virtual career development training:
0 March 11, 2015-Take Charge of Your Career at VA, MyCareer@VA presentation
o April 8, 2015-Deep Dive MyCareer@VA presentation
o July 8, 2015-Presentation on VA White House Initiative on Asian American and Pacific Islanders
o September 9, 2015-“Keeping it Real”, Resume Writing presentation
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U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

DEPARTMENT OF VETERANS
AFFAIRS

STATEMENT OF CONDITION
THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER:

High Volume of Discrimination Complaints: ORM'’s informal rate increased from
1.33 percent to 1.43 percent from FY2014 to 2015 (slightly higher than the
Government wide average of 1.1 percent); and the formal filing rate increased from
0.61 percent to 0.66 percent (higher than the government-wide average is of .5
percent). In FY 2015, the number of findings of discrimination for VA increased (29 in
FY2014 and 33 in FY2015). Retaliation, race, and disability were the most prevalent
bases of discrimination in those findings.

BARRIER ANALYSIS 5:
(National)

The per capita filing rate at the informal and formal stages is higher than the
Government wide average. While the Department continues to make some progress
continued work is needed to reach the Government wide levels. Some corrective
strategies to focus on include maintaining an early resolution rate over 50% for EEO
complaints through counseling and ADR, reviewing findings and incorporating lessons
learned into training, and increasing EEO and consultative services; specifically, in the
areas of harassment, retaliation, and reasonable accommodation.

STATEMENT OF IDENTIFIED
BARRIER:

Provide a succinct statement of the

agency policy, procedure or practice
that has been determined to be the

barrier of the undesired condition.

Lack of understanding by managers and supervisors of EEO obligations in the areas of
harassment, retaliation, and reasonable accommodation.
Delays in requesting or scheduling ADR.

OBJECTIVE:

State the alternative or revised
agency policy, procedure or practice
to be implemented to correct the
undesired condition.

Review findings of discrimination to identify lessons learned and incorporate into
manager and supervisor training. Publish and disseminate to VA managers and
supervisors annual analysis of findings of discrimination. Update and re-issue guidance
to managers and supervisors on retaliation to include per se retaliation, which is a
frequent basis for finding discrimination. Fill vacant ORM EEO Counselor, Mediator, and
ADR Specialist positions to promote early resolution of informal EEO complaints and
timely scheduling and completion and ADR. Target pending cases that are likely to
result in a finding of discrimination and encourage early resolution. More actively
promote the use of ADR before and during the EEO complaint process and leverage the
Anti-Harassment Program to address issues before they become EEO complaints.
Conduct on-site training, outreach, and assessments at facilities with high per capita
rates.

RESPONSIBLE OFFICIAL:

ORM, ODI, VALU, Administrations

DATE OBJECTIVE INITIATED:

09/30/2010

TARGET DATE FOR COMPLETION
OF OBJECTIVE:

09/30/2015
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EEOC FORM

715-01 EEO Plan To Eliminate Identified Barrier
PART |

INSTRUCTIONS: Describe the plans to implement the identified activities in the
spaces below showing dates of benchmarks and responsible individuals. The TARGET DATE
success in implementing these plans should be shown in the REPORT OF (Must be specific) example:
ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE section. Items from mm/dd/yyyy
the VA Diversity and Inclusion Annual Performance (DISP)

Encourage Resolution of Complaints Likely To Result in Findings of Discrimination.
Encourage ORM staff to report to District Managers and Regional Directors complaints involving
failure to accommodate, sexual harassment, and per se retaliation as these are the claims on
which discrimination is most often found. Collaborate with the Anti-Harassment Office to
address allegations of harassment before they become EEO complaints.

09/30/2016
Ongoing

Utilize mechanisms that allow facilities to track progress in EEO/ADR. ORM'’s
ADRTracker system allows field facilities to track ADR processing for each stage of the ADR
process from the initial, informal contact to ADR closure. Ensure neutrals are assigned within 2 09/30/2016
business days of ADR election and ADR scheduled promptly so resolution efforts can occur Ongoing
before the Notice of Right to File Formal is issued. Ensure sufficient full-time and contract
neutrals are available to timely complete ADR and work with parties to achieve early resolution.

Encourage Resolution of EEO Complaints at the Informal Stage. One of the
responsibilities of ORM is to be proactive in providing the workforce resources to assist in
identifying and resolving workplace disputes and EEO complaints as early as possible. To
assist in accomplishing this, ORM contracted to conduct 22 three-day sessions and four
one-day sessions to provide conflict management training to all VA employees including
union officials. The three-day training course provides an opportunity to examine the
factors that contribute to workplace conflict. It offers tools that managers can use to
prevent volatile situations from escalating and diverting valuable time, resources, and
energy from the mission. ORM collaborated with the VA Learning University (VALU) to
fund the travel for these training sessions. The one-day sessions offer conflict
management and mediation training to labor and management, together in one setting.
The services provided to our nations Veterans can be adversely affected by a strained
relationship between management and labor which diverts time and resources from
mission critical functions.

ORM developed strategies for facility ADR program managers and ADR neutrals to use to
support early resolution of complaints. Strategies include video teleconferencing for 09/30/2016
timely scheduling of mediations, increased assignment of neutrals with record of effective Ongoing
results, greater use of pre-mediation meetings with the parties, and increased
collaboration with General/Regional Counsel to timely review and finalize settlement
agreements. ORM revised settlement agreement templates to reduce the review time by
General/Regional Counsel. Reissued guidance to neutrals to ensure all settlement
agreements are drafted, using ORM templates, as close to the day of the mediation as
possible.

To ensure ORM ADR resources are available to assist parties in resolving work-related
issues when ORM neutrals are unavailable, ORM awarded three contracts to ensure
contract services are provided to accommodate parties’ availability and to promptly assign
a neutral to assist the parties of a conflict to meet and try and resolve their differences as
quickly as possible.

ORM offers assessments for management and union leadership to explore workplace
conflict, employee satisfaction, and ADR operations to provide a picture of the
organization to help leadership respond more effectively to workplace issues.

Based on the Critical Indicators page in the automated MD-715 workforce analysis
slides, identify the topics coded red for this and subordinate facilities. Describe your
plan to address these issues. 09/30/2015
ODI has systematically been rank ordering all-employee survey data, separation rates, Annual process
complaint rates, and sick leave rates and other workforce data to identify the facilities that
appear to have the greatest potential risk (including facilities where findings of discrimination
have been rendered). Facilities ranking lowest are selected for Technical Assistance Reviews
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(TAR). ODI later reviews the implementation of the resulting recommendations. Regions also
use this data for their own interventions.
**0ODI completed 6 TARs during FY 2012. This is a recurring process.

Identify and address any process or systemic issues at facilities where findings of
discrimination have been made. ORM monitors compliance for training ordered as a result
of a finding of discrimination and certifies all training content and training agendas. ORM works
with facility or network EEO managers to schedule the training. Training is completed in all

A ) s AN . ) 09/30/2016
cases involving a finding of discrimination and evaluations are analyzed and published. Conduct
site visits to facilities with high per capita rates and conduct training and outreach and
assessments when requested/required.

Ongoing

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

In FY 2015, the informal per capita filing rate increased to 1.43 percent and the formal filing rate increased to 0.66 percent.
Informal resolution rate remained steady at 53 percent from FY2014 to FY2015.

ORM has a process in place to identify cases that may result in a finding of discrimination. ORM brings these cases to the attention
senior leaders to explore resolution.

While ORM monitors and ensures compliance with all findings of discrimination, it is more important to take actions that will
ultimately result in less findings of discrimination. To that end, ORM and ODI have developed training programs for senior leaders
that focus on both EEO responsibilities in the areas of retaliation, harassment, and reasonable accommodation as well as proactive
conflict management skills. ODI has posted new EEO and diversity training modules on its Web site for easy, nationwide access.
Finally, ODI is currently increasing its training and organizational staffing complement in order to accede to the growing demand for
these services. ODI will continue to partner with HR and ORM to provide diversity awareness training to the administrations and
facilities. Our goal is to provide facilities with a clear understanding of what diversity is and what it isn't, to raise a greater
awareness and sensitivity to diversity issues that go well beyond the assumed categories, and to recommend behavioral tools for
fostering a more cohesive workplace.

ORM conducted numerous training and awareness programs in the areas of EEO and ADR and its complaint resolution rate for
FY2015 remained steady at 53 percent. One strategy included disseminating ADR pre-mediation videos to all parties electing ADR in
the EEO process to educate them about the process, the value of ADR, and how it can be a tool in successful resolution.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART | EEO PROGRAM STATUS REPORT
DEPARTMENT OF VETERANS FY 2015
AFFAIRS
STATEMENT OF CONDITION Less than Expected Participation in the SES Cadre (permanent).
THAT WAS A TRIGGER FOR A
POTENTIAL BARRIER: With the exception of White, Hispanic and Native American/Alaska Native males, there

is a less than expected participation rate for all the other race/ethnicity and gender
groups in the SES cadre.

BARRIER ANALYSIS 6: The benchmark for comparing the SES cadre is the participation rates for the entire
permanent workforce (non-wage grade). White females represented 29.08 percent
which was below its baseline of 37.39 percent. Black males and females represented
5.43 percent and 4.62 percent, respectively, which were below their respective
baselines of 7.12 percent and 15.79 percent. Hispanic females represented 0.82
percent and were significantly below its benchmark of 3.84 percent. Asian male and
female represented 1.36 percent and 1.09 percent, respectively, which were below
their benchmarks of 2.82 percent and 4.81 percent. There were no Native
Hawaiian/Pacific islander males and females in the SES cadre. The benchmark was
0.13 percent and 0.18 percent, respectively. American Indian and Alaska Native
females represented 0.54 percent which was below the benchmark of 0.98 percent,
respectively.

In the VA SES cadre, White males represented 45.38 percent, almost double the
benchmark of 23.05 percent. This is the trigger and could account for the less than
expected participation for most of the other demographic groups.

Similarly White males represent about 59 percent (14 of 24 appointments) of the SES
appointments, which is more than double the benchmark of 24.78 percent. White
women are next and represent 29 percent ( 7 of 24 appointments) of the SES
appointments

Hispanic males represent about 3.26 percent of the SES population, which is exceeding
its benchmark of 2.91 percent. American Indian/Alaska Native males represent about
0.82 percent of the SES population exceeding its benchmark of 0.54 percent.

Other benchmarks such as the GS 14 & 15 benchmark, typically, the immediate feeder
pool for the SES positions should be considered as well. When determining whether
triggers exist with respect to participation rates in a particular segment of the
workforce, the proper comparison is between the participation rate of a particular
group in that segment (target group) and the corresponding availability in the
population from which the target is most likely to come. For VA, SES vacancies are
filled from internal and external hires roughly in a 60/40 mix respectively. In addition,
an “upward mobility” benchmark (using 16 major occupations that have upward
mobility to reach GRADE gs-15) can be used to provide a more inclusive view of VA’s
employee advancement potential.

Further analysis with the additional benchmarks reveals that White males, Hispanic
Males, and males associated with two or more races are the only groups whose
participation rates exceeded the corresponding availability in all of the benchmarks
(permanent workforce, GS 14&15 benchmark and upward mobility benchmark. Black
males and females, Asian females, Native Hawaiian/Pacifica Islander males and
females in the SES fell below their corresponding availability in all the benchmarks.
Inference from these triggers suggests the presence of one or more barriers to upward
mobility between the benchmark population and the SES Cadre, White females in the
SES fell below their corresponding availability in all the benchmarks, with the
exception of the upward mobility benchmark. Asian males in the SES fell below their
corresponding availability in all the benchmarks, with the exception of the GS 14&15
benchmark. The Native American/Alaska Native females in the SES fell below their
corresponding availability in all the benchmarks, with the exception of the GS 14&15
benchmark.

Further analysis was performed to determine whether and to what extent certain
groups are encountering obstacles on their way up to the internal SES feeder pool.
This analysis is referred as the "block pipeline" analysis. A blocked pipeline occurs
when employees who are in upward mobility occupations fail to reach the senior grade
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levels within those occupations.

Using table 4 (focusing on GS 11 and higher), a trigger occurs when the participation
rate of a group drops off significantly when compared with the upward mobility
benchmark. Detailed analysis reveals that in comparison to the upward mobility
benchmark Black females do not encounter a trigger until Grade GS-15. As such, one
can infer from the data that Black females are not experiencing a blocked pipeline
barrier. Similar, White females are not encountering a blocked pipeline barrier. As for
the Hispanic male, they had triggers in the senior grade levels, with the exception of
grade GS-15. Although a large percentage of Hispanic males reach their maximum
grade of GS-15, other may be experiencing blocked pipeline barriers as they move
from grade GS-12 to GS-14.

Hispanic females do not encounter a trigger until Grade GS-14. Hispanic females are
not encountering triggers from grades GS-11 through GS-13. As such, one can infer
from the data that Hispanic females are experiencing a blocked pipeline barrier at GS-
14. Black males do encounter a triggers at all senior grade levels. Black males are
experiencing a blocked pipeline barrier starting at grade GS-11. As for Asian males and
females, they had triggers in their senior grade levels, with the exception of grade GS-
15. Although a large percentage of the Asian males and females have reached their
maximum grade level of GS-15, others may be experiencing block pipeline barriers as
they move from grades GS-11 through GS-14. Native Hawaiian/Pacific Islander males
do encounter a triggers at all senior grade levels. Native Hawaiian/Pacific Islander
males are experiencing a blocked pipeline barrier starting at grade GS-11. In a similar
manner, Native Hawaiian/Pacific Islander females are experiencing a blocked pipeline
barrier starting at grade GS-12. As for the Native American/Alaska Native males, they
had triggers in the senior grade levels, with the exception of grade GS-15. Native
American/Alaska Native females are experiencing a blocked pipeline barrier starting at
grade GS-12.

Finally, one more approach to barrier analysis focuses on employees within a
race/ethnic and gender group who experiences a “glass wall” because they are unable
to obtain employment in the major occupations (e.g. Table 6 analysis). The analysis
consists of comparing participation rates in VA’s occupations with upward mobility to
their availability in the occupational CLF. Based on the analysis, it was determined
that due to small populations in several occupations (e.g. Cemetery Administration,
Criminal Investigations, Equal Employment Opportunity) triggers are significantly
unlikely to impede advancement efforts of Black females, Native Hawaiian/Pacific
Islanders, or American Natives/Alaska Natives. There appear to be no triggers
impeding advancement efforts for Black males.

Triggers identifying impediment to advancement efforts do exist for all other
race/ethnicity and gender groups.

STATEMENT OF IDENTIFIED
BARRIER:

Provide a succinct statement of the

agency policy, procedure or practice
that has been determined to be the

barrier of the undesired condition.

Further examination of the policies, procedures, and practices impacting the hiring,
appointment processes, and separation processes is needed.

OBJECTIVE:

State the alternative or revised
agency policy, procedure or practice
to be implemented to correct the
undesired condition.

Refine the applicant flow system to identify potential barriers in the recruitment and
selection process.

Review the hiring policies, procedure and practices.

Eliminate, when possible, any barriers to equal opportunity.

RESPONSIBLE OFFICIAL:

Assistant Secretary for Human Resources and Administration; Deputy Assistant
Secretary for Human Resources Management; Deputy Assistant Secretary for Office of
Diversity and Inclusion; Executive Director for CSEMO, Other Administration HR
Officials

DATE OBJECTIVE INITIATED:

11/01/2014

TARGET DATE FOR COMPLETION
OF OBJECTIVE:

09/30/2018
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EEOC FORM
715-01 EEO Plan To Eliminate Identified Barrier
PART |
INSTRUCTIONS: Describe the plans to implement the identified activities in
; . S TARGET DATE
the spaces below showing dates of benchmarks and responsible individuals. e
o . . (Must be specific)
The success in implementing these plans should be shown in the REPORT OF example: mm/sdd/s
ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE section. ple- yyyy
ODI will meet with newly appointed Executive Director of CSEMO to discuss SES applicant 12/31/2014
flow issues. Completed
ODI will define capability requirements to integrate SES applicant data into existing system. 05/31/2015
Cancelled

ODI will integrate capability requirements into the refined applicant flow system. 12/31/2016
ODI will refine its existing applicant flow process to align with OPM’s new applicant 12/31/2016
information system and integrate it into MD-715 tables.
ODI will test the newly integrated system. 09/30/2016
ODI will deploy the newly integrated system. 09/30/2016
ODI will hold a r_nentonng event with SES level mentors for GS-12 and above VA 09/30/2016
employee participants.
Develop a robust VA-wide marketing action plan to create awareness of available
leadership training programs for employees at the GS 13-15 grades (or Title 38 09/30/2016
equivalent) in VA Administrations and Staff Offices, designed to develop the
leadership skills needed to qualify for the Senior Executive Service.
Publicize VA’s Senior Executive Service Candidate Development Program (SESCDP).
The SESCDP is an OPM-approved training program designed to develop a diverse, 09/30/2016
qualified, certified pool of SES Candidates to lead VA Transformation. The program
spans over an 18-24 month period and is announced on a bi-annual basis.
Publicize Leadership VA (LVA) training opportunities. LVA is an internally-focused
leadership development program that orients participants to VA's strategic directions
and senior administrators. It also encourages participants to build professional

g ; - 09/30/2016
coalitions. The program includes four one-week sessions, pre- and post-work
between sessions, trainings, and ongoing activities throughout the course of the
program year.
REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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PART 1 1. Agency 1. U.S. Department of Veterans Affairs
Department or
Agency nd
Information 1.a. 2" Level Component 1.a.
1.b. 3 Level or lower 1.b.
PART 11 Enter Actual Number at SEP — FY 2014. SEP — FY 2015. Net Change
Employment the ...
Trend and Numb % Numb % Numb Rate of Ch
Special umber (] umber (] umber ate o ange
Recruitment for
Individuals With Total Work Force 347,054 100.00% 362,020 100.00% 14,966 04.31%
Targeted
Disabilities
Reportable Disability 40,629 11.71% 44,146 12.19% 3,517 08.66%
Targeted Disability* 7,292 02.10% 7,828 02.16% 536 07.35%
1. Total Number of Applications Received From Persons With Targeted Disabilities haladed
during the reporting period.
2. Total Number of Selections of Individuals with Targeted Disabilities during the 1,678
reporting period.
PART 111 Participation Rates In Agency Employment Programs
Other Employment/Personnel TOTAL Reportable Targeted Not Identified No Disability
Programs Disability Disability
#H % # % # % # %
3. Competitive Promotions 8,970 1,828 20.38% 279 03.11% 369 04.11% 6,773 75.51%
4. Non-Competitive Promotions 7,563 2,073 27.41% 302 03.99% 424 05.61% 5,066 66.98%
Development/Training
5.0' Grade 15/SES Development E Fkk E E E E E E E
Training
6. Employee Recognition and - -—- -— — — — — — —
Awards
6.a. Time-Off Awards (Total hrs. 43043117 4986531 11.58% 471,369 01.10% 864,383 02.01% 37192203 86.41%
awarded)
6.b. Cash Awards (total $$$ $716,340,243 $83,653,306 11.68% $8,622,420 01.20% | $19,793,942 02.76% | $612,892,995 85.56%
awarded)
6.c. Quality-Step Increase 830 112 13.49% 13 01.57% 0 00.00% 718 86.51%

*** = Data is not currently being collected.
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*= Data shown includes full-time, part-time and intermittent permanent employees in a pay status and excluding medical and
manila residents. Please see Data Definitions for a listing of the Nature of Action codes that are included for Time-Off awards, Cash
Awards, and Quality-Step Increase.

Analysis

VA'’s representation of individuals with targeted disabilities has exceeded the Administration’s goal of 2 percent and is above the
government average of 1.07 percent for FY 2014 (the latest data available). However, this group has a glass ceiling at the GS-
10/title 38 equivalent level. Approximately 8 percent of the total workforce is in wage grade jobs. About 7.02 percent of the wage
grade workforce are IWTDs; whereas, for the white collar positions about 1.74 percent are IWTDs.

In FY 2015, the percent of VA’s permanent workforce with a targeted disability increased to 2.17 percent, up from 2.08 percent in FY
2014 and 1.92 percent in FY 2013. The rate of growth, or net change, for the total permanent workforce with targeted disabilities
(9.23 percent) was a little less than two times the rate of growth for the entire permanent workforce (4.69 percent), [Reference
Table B1]. This high net change was essential to achieving the on board ratio increase.

Permanent employees with targeted disabilities are not well represented above GS-10/Title 38 equivalent pay levels or at the Senior
Executive Level (1.17 percent compared to 1.74 percent for the total workforce). From FY 2014 to 2015, employees with targeted
disabilities experienced a marginal increase in their participation rate at the GS-10 and GS-11/title 38 equivalents. There was a
marginal decrease at the GS-12, GS-13, GS-14 and 15/title 38 equivalents.

With the exception of Executive/Senior Level and Mid-Level Officials and Managers (Table B3), employees with targeted disabilities
made gains in FY 2015 in all other occupational categories. They are now 1.12 percent of the Executive/Senior Level (1.29 percent
in FY 2014), and 1.14 percent of Mid-Level Officials and Managers (1.27 percent in 2014).

The five job series with the largest number of individuals with targeted disabilities are Custodial Workers (1,031), Medical Support
Assistant (591), Food Service Worker (497), Miscellaneous Clerk and Assistant (493), and Nurse (346).

At the end of FY 2015, 26.28 percent of employees with targeted disabilities in permanent positions were in wage grade occupations,
up from 24.53 percent in FY 2014. In comparison, at the end of FY 2015, 6.98 percent of individuals with no disabilities (includes
those who did not identify) in permanent positions were in wage grade positions, down from 7.38 percent in FY 2014.

Generally, the glass ceiling for IWTDs in the wage grade occupations occurs at grade 3. Approximately, 81 percent of IWTDs in
Wage Grades 1 and 2 self-reported having severe intellectual or psychiatric disabilities. This same group is approximately 79
percent of the number of IWTDs in wage grade positions. With the exception of one instance, there are no IWTDs at wage grades 14
and 15.

The top three wage grade occupations for individuals without disabilities (includes those who did not identify) are Custodial Worker
(7,200), Food Service Worker (3,460) and Motor Vehicle Operator (1,326). By legislation, the Custodial job series is reserved for
Veterans. There were 1,031 Custodial Workers with a targeted disability.

In FY 2015, IWTDs have a high separation rate (3.34 percent) in the permanent workforce higher than their workforce participation
rate (2.16 percent). Out of those IWTDs who separated from VA, 2.35 percent of them had psychiatric disabilities. Of the
employees with targeted disabilities who were involuntarily separated, 5.93 percent (148) have psychiatric disabilities. Of VA’s
permanent employees with targeted disabilities, 1.30 percent has psychiatric disabilities. While this group is only 2.16 percent of
VA'’s workforce, they were 7.49 percent of involuntary separations.

The number of Selective Placement Coordinators and Local RA Coordinators with the proper skill set remains insufficient throughout
the Department.

The ratio of complaints based on disability remains high. The total number of cases filed (29 CFR § 1614.7049[d]) with a basis of
disability increased to 766 in FY2015, up from 635 in FY 2014.

FY14 FY15
# % # %
Psychiatric 256 12% 344 14%
Disability
Physical Disability 480 23% 585 24%
TOTAL Disability* 635 30% 766 32%
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VA has encountered obstacles in installing assistive technology because each facility has a slightly different infrastructure.

Accomplishments

During FY 2015, the Department of Veterans Affairs (VA) continued its efforts toward resurveying the workforce via
Standard Form 256, “Self-ldentification of Disability” with the desired expected result as an increase in the
representation of IWTD throughout the workforce.

In FY 2015, ODI trained 184 employees on how to identify less than expected participation rates within their
respective facilities and how to apply and utilize the Schedule A hiring authority. In addition, ODI increased the
number of staff allocated to the departmental Disability Employment Program.

During FY 2015, ODI conducted Reasonable Accommodation (RA) training on a bi-monthly basis throughout the
Administrations and Central Staff Offices whereby approximately 2,600 Local Reasonable Accommodation
Coordinators (LRACs), Supervisors, and Employees received training on RA. The Office of Information and Technology
office required all supervisors to attend RA training and as a result, 1,100 personnel were provided this training. In
addition, the Office of General Counsel conducted RA training to all Veterans Health Administration LRACs and other
personnel involved in the RA process as well as providing quarterly RA sessions titled “Conversations with the
Lawyers”.

In direct alignment with the VA’s FY 2012-2016 Diversity and Inclusion Strategic Plan, there is a centralized resource
for reimbursing VA field and staff offices for reasonable accommodation expenditures which helps to ensure timely,
effective, compliant accommodations for employees and applicants with disabilities. The funding significantly reduces
potential barriers to equal opportunity regarding hiring, development, and retention for individuals with disabilities
within the workforce. In FY 2015, the total amount of accommodations reimbursed was $274,000.

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. In addition, the Veterans Employment Service Office (VESO)
and ODI have formed a partnership to strengthen and broaden outreach efforts to include all individuals with
disabilities, including Veterans.

In FY 2015, VA participated in the Workforce Recruitment Program (WRP), which connects Federal employers with
college students and recent graduates with disabilities. Overall, VA hired 19 students during the FY 2015 WRP cycle,
and there were seven (7) conversions for which WRP students will have an opportunity to become career federal
employees. Of special note, out of all federal agencies participating in WRP, VA ranks number two with regard to WRP
conversions.

VA utilizes many outlets to communicate with the workforce: Diversity@Work Newsletter; Diversity News Video, and
Newslink. Using these various outlets, VA employees are made aware of accomplishments and updates regarding the
Disability Employment Program. In addition, regular e-mail communication is sent to Selective Placement
Coordinators (SPCs) and LRACs regarding updates and information on Schedule A and RA.

During FY 2015, ODI made significant efforts to improve the Reasonable Accommodation Compliance System (RACS).
RACS is used as the single source for all RA requests, department-wide. The improvements included: updating the
required form documentation in alignment with the Americans with Disabilities Act Amendments Act of 2008;
enhancement of the workflow throughout the system to ensure the system is more intuitive; creation of quick links for
user functionality; and broadening the reporting functions to allow for real-time snapshots. These improvements will
enable the LRACs greater ease in tracking RA requests and all management and employees to receive automated
updates throughout the RA process.

The MyCareer@VA initiative was designed to support President Obama’s goal of engaging a higher performing diverse
Federal workforce by creating programs aimed to address career progression barriers and bottle necks experienced by
individuals of diverse groups and IWTD in Wage Grade (WG) positions and at General Schedule (GS) grades 9 and
below. The 2015 MyCareer@VA Day events directly informed 386 VA employees about the MyCareer@VA program
through the employees' participation in at least one of the MyCareer@VA Day activities. Additionally, 8,149 VA
employees learned about MyCareer@VA as a result of information distributed through the facility-wide marketing and
communications.
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Planned Activities

Recruiting Individuals with Targeted Disabilities

Target Date

ODI will create a VA Handbook on the use of the Schedule A hiring 09/30/2016
authority. This handbook will include guidance specific to the tracking of

Schedule A hires and conversions.

ODI will publicize best practices from facilities that have taken proactive 09/30/2016
steps and demonstrated an increase in hiring of individuals with targeted Annually
disabilities, annually.

ODI will release quarterly reports on success in meeting the 2 percent hiring | 09/30/2016
goal in FY 2016. These reports will go to the Secretary and the Ongoing
Administrations.

ODI staff will continue to conduct Schedule A training biannually to HR, EEO | 09/30/2016
staff, and all managers and supervisors to encourage the use of this special Biennial

hiring authority and support the employment of IWTDs.

Placing Individuals with Targeted Disabilities to Improve
Possibilities for Career Development

Target Date

ODI will ensure that placement for career growth is included in training, 09/30/2016
newsletter articles, and site visits as a topic, annually. Annually
When ODI staff trains HR staff and hiring officials on employment of 09/30/2016
individuals with targeted disabilities, including the Schedule A hiring process, Ongoing
they will continue to stress the need to place them in positions with

promotion potential.

ODI will encourage VA components to report successes and best practices, 09/30/2016
which can be shared via the Diversity Newsletter issued monthly by ODI. Ongoing

Identify Individuals with Targeted Disabilities who can be advanced
to higher positions

Target Date

ODI will instruct the Administrations on the retrieval of data utilizing VSSC 09/30/2016
system in order to monitor progress. Ongoing
Training will be provided to identify areas with less than expected 09/30/2016
participation rates within their respective facilities. Ongoing
VA will ensure information on career development and leadership programs 09/30/2016
is disseminated via MyCareer@VA and other tools to all employees to Ongoing

maximize career development opportunities, annually.

Coordination and Collaboration Efforts

Target Date

ODI will monitor progress on the hiring and retention objective for 09/30/2016
individuals with disabilities contained in the Diversity and Inclusion Strategic Quarterly
Plan on a quarterly basis through the VA's MD-715 on-line reporting system.

ODI will continue collaboration efforts with VESO to explore options for 09/30/2016
employees who are Veterans with disabilities, in an effort to reduce Ongoing
separations.

ODI will work with Mental Health Services to identify strategies to eliminate 09/30/2016
any barriers to reasonable accommodations specific to employees with Ongoing
psychiatric disabilities.

ODI will continue to issue updated guidance on hiring/promotion and RA to 09/30/2016
the Selective Placement Coordinators and the LRACs. Ongoing
ODI will solicit membership for a disability employment committee to 06/01/2016
address disability employment issues.

Reasonable Accommodation

ODI will revise the existing VA Handbook 5975.1:“Processing Reasonable 9/30/2016
Accommodation Requests from Employees and Applicants with Disabilities”

to increase understanding and application of the RA process based on

updated guidance and case law updates since the 2013 revision.

ODI will implement web-based training on RA procedures to the target 03/01/2016
audience of LRACs. However, the training is broad enough that managers

and employees can benefit from this training.

ODI will update existing mandatory EEO/D&I web-based training for 09/30/2016
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Managers and Supervisors. This revision will include a module devoted to

RA.

ODI will revise the Standard Operating Procedures used to complete RA 06/01/2016
compliance reviews.

ODI staff will provide VA Managers, HR, and EEO personnel with virtual and 09/30/2016
in-person training on RA and disability law on a monthly basis. Ongoing
ODI staff will continue to work with Office of Information & Technology staff 09/30/2016
to create guidance on streamlining the approval and procurement of Ongoing
electronic/information technology accommodations.
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