Disabled Veterans Affirmative Action Program (DVAAP) Plan and
Certification

1. Agency |Department of Veterans Affairs 2. FY |2019

3. POC Name |Renetta L. Bradford 4. Phone |(202) 461-0375

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

1. Itis the Department of Veterans Affairs (VA) policy to prohibit discrimination in employment on the basis of
physical or mental impairment. VA promotes, through reasonable accommodations, equal employment
opportunities for Veterans with disabilities, through a continuing DVAAP in the Department, particularly in the
areas of recruitment, promotion, and training. At the headquarters level and within the three Administrations,
VA complies with all laws and regulations governing EEO and affirmative employment for people with disabilities
and disabled Veterans.

2. The Department continues its efforts to build a diverse, high-performing and inclusive workplace that reflects
the Nation and the Veterans it serves, specifically those who are 30 percent or more disabled. The continued
use of special hiring authorities for disabled Veterans with a 30 percent or more service-connected disability
assists hiring managers and HR specialists in quickly filling vacant positions with disabled Veterans. The
Human Capital Operating Plan (HCOP) outlines specific implementation actions to enhance opportunities for
disabled Veterans within VA and programs to support the advancement of disabled Veterans, and related efforts
to retain our best and brightest in the VA workforce.

3. One way to ensure success and career development for disabled Veterans within VA, is through the
Department's Veteran Affinity Group (VAG). VAG, a newly energized VA employee group in the Office of
Human Resources and Administration, aims to link Veteran employees to community resources and services,
professional development training opportunities, and access to Veteran-related informational and networking
sessions. VAG welcomes and embraces the unique differences and similarities that Veterans bring to the
workplace and enhances their career experience within VA.

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

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

8. Total # 380.874 9. # Of 126,664 10. # Of Disabled 53,668 11. # Of 30% Or More

. 40,280
Employees Veterans Veterans Disabled Veterans

The following is the total permanent Veteran employment break-out in VA in FY 2018:

1. The Veterans Health Administration's onboard workforce was comprised of 338,574 employees which
included 40,587 disabled Veterans, of which 29,770 were 30 percent or more disabled.

2. The Veterans Benefits Administration's onboard workforce was comprised of 23,292 employees, which
included 8,795 disabled Veterans, of which 7,200 were 30 percent or more disabled.

3. The National Cemetery Administration's onboard workforce was comprised of 1,939 employees, which
included 699 disabled Veterans, of which 548 were 30 percent or more disabled.

4. The remaining VA onboard workforce was comprised of 17,069 employees, which included 3,587 disabled
Veterans, of which 2,762 were 30 percent or more disabled.

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

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

The Department will use the following methods to increase disabled Veteran hires:

1. Continue the use of the Warrior to Workforce (W2W) Career Development Program to recruit disabled
Veterans for contract specialist careers.

2. Continue to empower Selective Placement Program Coordinators (SPPC) to identify and match Schedule A
and 30 percent or more disabled Veterans seeking employment opportunities with hiring managers to fill
positions for which they qualify.

3. Continue to use the VA for Vets website as a Department-wide recruitment tool to notify disabled Veterans of
non-competitive employment opportunities identified by HR specialists and hiring managers to fill positions.

4. Continue to use the VA for Vets Facebook page as a Department-wide recruitment tool to notify disabled
Veterans of non-competitive employment opportunities identified by HR specialists and hiring mangers seeking
to fill critical vacancies.

5. Increase the use of VBA's Non-Paid Work Experience (NPWE) Program to assist in developing the skills of
disabled Veterans, and when applicable, offer an opportunity for permanent placement to fill critical positions.

6. Continue to attend career events with proven track records of attracting disabled Veterans seeking
employment opportunities in the Department.

7. Review all Department-wide vacancies to assess which critical positions can be converted to career
development positions and used to recruit disabled Veterans to fulfill the Department's hiring needs.

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

Yes Somewhat No

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

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

The Department will provide internal advancement opportunities for disabled Veterans and will:

1. Continue to authorize the use of available hiring flexibilities, such as special hiring authorities to expand or
improve advancement opportunities for current employees who are disabled Veterans.

2. Continue to authorize eligible disabled Veterans who initially accepted employment in available lower graded
positions, to advance to positions commensurate with their skills and abilities as the positions become available
without being restricted by time-in-grade.

3. Continue to evaluate the Cemetery Director Internship Program's time and travel requirements for those
disabled Veteran candidates already proficient in specific elements of Cemetery management.

4. Increase the use of webinars and Facebook Live career counseling to provide professional coaching to
disabled Veterans to maximize their military and Federal employment skills when applying for merit promotions
within the agency.

5. Increase the establishment of Veteran Affinity Groups (VAGS) to bring disabled Veterans together to build
camaraderie, peer support, and networking opportunities with senior-level Veterans and hiring managers. The
VAGs will also help build professional networks to aid in increasing awareness of advancement opportunities in
VA.

6. Continue to announce job opportunities to internal disabled Veteran employees through electronic posting
and placement of paper notices in public areas.

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

Yes Somewhat No

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

Yes Somewhat No Not Needed
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19. A description of how the agency will inform its operating components and field installations,

on a regular basis, of their responsibilities for employing and advancing disabled veterans

(Attach supporting addendums if needed)

The Department will use the following methods to inform the Administrations, on a regular basis, of their
responsibilities for employing and advancing disabled Veterans:

1. The Department DVAAP Manager will:

a.

b.

Continue to partner with DVAAP coordinators and SPPCs at regularly scheduled meetings to inform
Administrations of their responsibility to employ and advance disabled Veterans, as appropriate.
Develop quarterly announcements through various platforms, such as newsletters and the Department's
Intranet, to advise hiring managers of their responsibility to employ and advance disabled Veterans, as
appropriate.

Continue to advocate for the establishment of an Inter-Agency Veteran Employment Council to identify
barriers to employing, advancing, and retaining disabled Veterans, as well as to increase collaborative
partnerships to improve employment, advancement, and retention of disabled Veterans.

In collaboration with DVAAP partners, Special Emphasis Program Managers, SPPCs, and Reasonable
Accommodation Coordinators in the Administrations, seek solutions to improve job opportunities and
eliminate potential barriers to hiring, promoting, and retaining disabled Veterans.

Continue to conduct briefings on the employment of disabled Veterans and develop strategies to
address challenges in retaining disabled Veterans in the workforce.

Participate in the Office of Diversity and Inclusion's quarterly meetings and discuss updates on the
employment, advancement and retention of disabled Veterans.

2. The VESO Director will continue to provide Veteran hiring numbers, to include the number of disabled
Veterans, for the Human Capital Monthly Management Review meetings.

3. The EEO managers will:

a.

b.

C.

Continue to conduct analysis of the total workforce, leadership positions, program offices, and VA
occupations. The analysis will include employee development, succession programs, and organizational
assessments.

Conduct site visits of their field facilities to evaluate the effectiveness of their disability programs and
plans.

In collaboration with HR staffing specialists, work with HR offices to monitor DVAAP program efforts.

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

Yes

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

The Department will use the following methods to monitor, review, and evaluate planned efforts during the
period covered by the plan:

1. The DVAAP Manager will continue to perform the duties and responsibilities of partnering with DVAAP
coordinators on a regular basis to monitor, review, and evaluate planned efforts, and verify implementation as
addressed by the individual Administrations (see attached).

2. The Inter-Agency Veteran Employment Council, if approved, will form an Integrated Project Team, whose
duties will include:
a. The review and implementation of the planned efforts to identify barriers to disabled Veteran employment;
b. Benchmarking successful recruitment practices; and
c. Increasing awareness of various programs VA-wide in support of disabled Veterans.

3. Through partnership with the Veteran Experience Office, conduct random surveys of disabled Veterans
internally and externally to obtain feedback on planned efforts and to evaluate performance.

4. In collaboration with the Veteran Affinity Group (VAG) team, schedule listening tours with disabled Veteran
employees to elicit feedback regarding employment challenges.

5. Annual compliance reports will be used to monitor, review, and evaluate the effectiveness of affirmative
action programs and initiatives to increase recruitment, promotion, and retention of members of a particular
race, ethnicity, religious background, gender, or individuals (Veterans and Non-Veterans) with disabilities.

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

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

Beatrice Mahnken Bernfeld

NCA Director, Diversity & Inclusion
Beatrice.Bernfeld@va.gov

Office: (202) 461-7129

Kenneth Law

VHA Workforce Management and Consulting Office
Kenneth.Law@va.gov

Office: (202) 461-7433

Roberto Rojo

Office of Resolution Management

VBA Office of Equal Employment Opportunity
Roberto.Rojo@va.gov

Office: (202) 632-7615
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Plan Certification

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

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

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

Certification

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

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

24. Dates of the Period of Time the Plan is Covered From |10/01/2017 To |09/30/2018

25. Agency Name |Department of Veterans Affairs

26. DVAAP POC’s Name Renetta L. Bradford

27. Title |VA DVAAP Manager

28. Telephone Number ((202) 461-0375 | 29. Email |renetta.lane@va.gov

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

32. DVAAP Certifying Official’s Name |Jacquelyn Hayes-Byrd

33. Title |Acting Assistant Secretary, Office of HR and Administration/Operations, Security, and Preparedness

34. Telephone Number (202) 461-7750 35. Email |jacquelyn hayes-byrd@va.gov

36. DVAAP Certifying Official Signature 37. Date
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Agency Disabled Veterans Affirmative Action Program Plan and Certification

Electronic Reporting Instructions

General Instructions:

1.
2.

Complete all items and questions in the forms field.

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

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

DVAAP Plan and Certification Information

1.
2.

>

10.

Agency — Provide the name of the agency.

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

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

Phone — Provide the phone number of point of contact.

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

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

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

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

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

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

12.

13.

14.

15.

16.

17.

18.

19.

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

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

percent or more disabled.

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

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

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

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

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

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

21.

22.

23.

24,

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

37.

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

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

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

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

Agency Name — Provide the name of the agency.

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

Title — Provide the title of the point of contact.

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

Email — Provide the email of the point of contact.

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

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

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

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

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

Date — Provide the date that plan was signed.
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	Agency: Department of Veterans Affairs
	POC: Renetta L. Bradford
	Phone: (202) 461-0375
	Employees: 380874
	Veterans: 126664
	30_Percent: 40280
	Disabled_Veterans: 53668
	A-1: Off
	A-2: Off
	A-3: Off
	Multi1: 1.  It is the Department of Veterans Affairs (VA) policy to prohibit discrimination in employment on the basis of physical or mental impairment.  VA promotes, through reasonable accommodations, equal employment opportunities for Veterans with disabilities, through a continuing DVAAP in the Department, particularly in the areas of recruitment, promotion, and training.  At the headquarters level and within the three Administrations, VA complies with all laws and regulations governing EEO and affirmative employment for people with disabilities and disabled Veterans.  

2.  The Department continues its efforts to build a diverse, high-performing and inclusive workplace that reflects the Nation and the Veterans it serves, specifically those who are 30 percent or more disabled.  The continued use of special hiring authorities for disabled Veterans with a 30 percent or more service-connected disability assists hiring managers and HR specialists in quickly filling vacant positions with disabled Veterans.  The Human Capital Operating Plan (HCOP) outlines specific implementation actions to enhance opportunities for disabled Veterans within VA and programs to support the advancement of disabled Veterans, and related efforts to retain our best and brightest in the VA workforce.

3.  One way to ensure success and career development for disabled Veterans within VA, is through the Department's Veteran Affinity Group (VAG).  VAG, a newly energized VA employee group in the Office of Human Resources and Administration, aims to link Veteran employees to community resources and services, professional development training opportunities, and access to Veteran-related informational and networking sessions.  VAG welcomes and embraces the unique differences and similarities that Veterans bring to the workplace and enhances their career experience within VA.
	Multi2: 
The following is the total permanent Veteran employment break-out in VA in FY 2018:

1.  The Veterans Health Administration's onboard workforce was comprised of 338,574 employees which included 40,587 disabled Veterans, of which 29,770 were 30 percent or more disabled.

2.  The Veterans Benefits Administration's onboard workforce was comprised of 23,292 employees, which included 8,795 disabled Veterans, of which 7,200 were 30 percent or more disabled.  

3.  The National Cemetery Administration's onboard workforce was comprised of 1,939 employees, which included 699 disabled Veterans, of which 548 were 30 percent or more disabled.

4.  The remaining VA onboard workforce was comprised of 17,069 employees, which included 3,587 disabled Veterans, of which 2,762 were 30 percent or more disabled.



	B-1: Off
	B-2: Off
	B-3: Off
	C-1: Off
	C-2: Off
	C-3: Off
	Multi3: The Department will use the following methods to increase disabled Veteran hires:

1.  Continue the use of the Warrior to Workforce (W2W) Career Development Program to recruit disabled Veterans for contract specialist careers.

2.  Continue to empower Selective Placement Program Coordinators (SPPC) to identify and match Schedule A and 30 percent or more disabled Veterans seeking employment opportunities with hiring managers to fill positions for which they qualify.

3.  Continue to use the VA for Vets website as a Department-wide recruitment tool to notify disabled Veterans of non-competitive employment opportunities identified by HR specialists and hiring managers to fill positions.

4.  Continue to use the VA for Vets Facebook page as a Department-wide recruitment tool to notify disabled Veterans of non-competitive employment opportunities identified by HR specialists and hiring mangers seeking to fill critical vacancies.

5.  Increase the use of VBA's Non-Paid Work Experience (NPWE) Program to assist in developing the skills of disabled Veterans, and when applicable, offer an opportunity for permanent placement to fill critical positions.

6.  Continue to attend career events with proven track records of attracting disabled Veterans seeking employment opportunities in the Department.

7.  Review all Department-wide vacancies to assess which critical positions can be converted to career development positions and used to recruit disabled Veterans to fulfill the Department's hiring needs.


	D-1: Off
	D-2: Off
	D-3: Off
	E-1: Off
	E-2: Off
	E-3: Off
	Multi4: The Department will provide internal advancement opportunities for disabled Veterans and will:

1.  Continue to authorize the use of available hiring flexibilities, such as special hiring authorities to expand or improve advancement opportunities for current employees who are disabled Veterans.

2.  Continue to authorize eligible disabled Veterans who initially accepted employment in available lower graded positions, to advance to positions commensurate with their skills and abilities as the positions become available without being restricted by time-in-grade.

3.  Continue to evaluate the Cemetery Director Internship Program's time and travel requirements for those disabled Veteran candidates already proficient in specific elements of Cemetery management.  

4.  Increase the use of webinars and Facebook Live career counseling to provide professional coaching to disabled Veterans to maximize their military and Federal employment skills when applying for merit promotions within the agency.  

5.  Increase the establishment of Veteran Affinity Groups (VAGs) to bring disabled Veterans together to build camaraderie, peer support, and networking opportunities with senior-level Veterans and hiring managers.  The VAGs will also help build professional networks to aid in increasing awareness of advancement opportunities in VA.  

6.  Continue to announce job opportunities to internal disabled Veteran employees through electronic posting and placement of paper notices in public areas.


	F-1: Off
	F-2: Off
	F-3: Off
	F-4: Off
	G-4: Off
	Multi5: The Department will use the following methods to inform the Administrations, on a regular basis, of their responsibilities for employing and advancing disabled Veterans:

1.  The Department DVAAP Manager will:
     a.  Continue to partner with DVAAP coordinators and SPPCs at regularly scheduled meetings to inform                                                              
          Administrations of their responsibility to employ and advance disabled Veterans, as appropriate.
     b.  Develop quarterly announcements through various platforms, such as newsletters and the Department's 
          Intranet, to advise hiring managers of their responsibility to employ and advance disabled Veterans, as
          appropriate.
     c.  Continue to advocate for the establishment of an Inter-Agency Veteran Employment Council to identify
          barriers to employing, advancing, and retaining disabled Veterans, as well as to increase collaborative 
          partnerships to improve employment, advancement, and retention of disabled Veterans.
     d.  In collaboration with DVAAP partners, Special Emphasis Program Managers, SPPCs, and Reasonable
          Accommodation Coordinators in the Administrations, seek solutions to improve job opportunities and
          eliminate potential barriers to hiring, promoting, and retaining disabled Veterans. 
     e.  Continue to conduct briefings on the employment of disabled Veterans and develop strategies to 
          address challenges in retaining disabled Veterans in the workforce.  
      f.  Participate in the Office of Diversity and Inclusion's quarterly meetings and discuss updates on the                                                                                                            
          employment, advancement and retention of disabled Veterans.

2.  The VESO Director will continue to provide Veteran hiring numbers, to include the number of disabled
     Veterans, for the Human Capital Monthly Management Review meetings. 
 
3.  The EEO managers will:
     a.  Continue to conduct analysis of the total workforce, leadership positions, program offices, and VA
          occupations.  The analysis will include employee development, succession programs, and organizational
          assessments.
     b.  Conduct site visits of their field facilities to evaluate the effectiveness of their disability programs and
          plans. 
     c.  In collaboration with HR staffing specialists, work with HR offices to monitor DVAAP program efforts. 
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	H-1: Off
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	Multi6: The Department will use the following methods to monitor, review, and evaluate planned efforts during the period covered by the plan:

1.  The DVAAP Manager will continue to perform the duties and responsibilities of partnering with DVAAP coordinators on a regular basis to monitor, review, and evaluate planned efforts, and verify implementation as addressed by the individual Administrations (see attached).

2.  The Inter-Agency Veteran Employment Council, if approved, will form an Integrated Project Team, whose duties will include:
     a.  The review and implementation of the planned efforts to identify barriers to disabled Veteran employment; 
     b.  Benchmarking successful recruitment practices; and
     c.  Increasing awareness of various programs VA-wide in support of disabled Veterans.

3.  Through partnership with the Veteran Experience Office, conduct random surveys of disabled Veterans internally and externally to obtain feedback on planned efforts and to evaluate performance.

4.  In collaboration with the Veteran Affinity Group (VAG) team, schedule listening tours with disabled Veteran employees to elicit feedback regarding employment challenges.

5.  Annual compliance reports will be used to monitor, review, and evaluate the effectiveness of affirmative action programs and initiatives to increase recruitment, promotion, and retention of members of a particular race, ethnicity, religious background, gender, or individuals (Veterans and Non-Veterans) with disabilities.



	Multi7: Beatrice Mahnken Bernfeld
NCA Director, Diversity & Inclusion 
Beatrice.Bernfeld@va.gov
Office: (202) 461-7129

Kenneth Law 
VHA Workforce Management and Consulting Office
Kenneth.Law@va.gov 
Office: (202) 461-7433

Roberto Rojo
Office of Resolution Management
VBA Office of Equal Employment Opportunity
Roberto.Rojo@va.gov
Office:  (202) 632-7615
	FY: 2019
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