
 
 

   
 

     

    

 
   

 
 

    
    

      

Disabled Veterans Affirmative Action Program (DVAAP) Plan and 
Certification 

1. Agency 2. FY 

3. POC Name 4. Phone 

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) 

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 

Page 1 



     
   

      

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 # 
Employees 

9. # Of 
Veterans 

10. # Of Disabled 
Veterans 

11. # Of 30% Or More 
Disabled Veterans 

12. OPM DVAAP Manager Official Use Only: Did agency provide an assessment of the current status of 

disabled veterans, especially those that are 30 percent or more disabled? 

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

disabled (Attach supporting addendums if needed) 

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) 

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) 

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) 

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) 
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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 To 

25. Agency Name 

26. DVAAP POC’s Name 

27. Title 

28. Telephone Number 29. Email 

30. Date Plan Last Amended 31. Date Effective 

32. DVAAP Certifying Official’s Name 

33. Title 

34. Telephone Number 35. Email 

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

	Agency Disabled Veterans Affirmative Action Program Plan and Certification Electronic Reporting Instructions 
	General Instructions: 
	DVAAP Plan and Certification Information 



	Agency: U.S. Department of the Interior
	POC: Angela Mettling
	Phone: (202) 631-0320
	Employees: 77070
	Veterans: 13221
	30_Percent: 4932
	Disabled_Veterans: 6856
	Multi1: In conjunction with Section 503 of the Rehabilitation Act of 1973, Vietnam Era Veterans Readjustment Assistance Act of 1974, and U.S. Department of the Interior (DOI, Department) Equal Employment Opportunity Policy Statement  issued Septmber 30, 2022, it is DOI policy to provide equal employment and advancement opportunities to all employees, including Disabled Veterans by reaffirming our commitment to ensuring that the Department embraces equal employment opportunity (EEO), the core of which is the right to work and advance based on merit, ability, and potential, free from prejudice, harassing conduct, unlawful discrimination, and reprisal. At DOI, all employees have the freedom to compete on a fair and level playing field. This statement affirms our commitment to ensuring that Department policies, practices, and procedures do not deny opportunities to employees or applicants because of race, color, national origin, religion, age, disability, genetic information, or sex, which includes pregnancy, sexual orientation, and gender identity. Unlawful harassment is illegal and is unacceptable in Department workplaces. The Department will not tolerate unlawful workplace discrimination, which includes unlawful harassment, or reprisal against anyone who engages in EEO protected activity.

The Department's Affirmative Employment Program Division emphasizes regular review of a comprehensive framework dedicated to personnel practices that may impede or inhibit Disabled Veterans from the achievement of equal opportunity in all aspects of employment. The Program strives to achieve diversity in the workplace through efforts of outreach, recruitment, retention and advancement of Disabled Veterans. 

The Office of Civil Rights (and every bureau Equal Employment Opportunity Office) ensure discrimination and harassment-free work environments. This mission is supported by educational awareness and by providing managers and non-managers alike, the tools to understand the meaning of affirmative action, equity, and diversity in the workplace, which supports inclusive partnership in achieving recruitment and retenion goals for Disabled Veterans.

Disabled Veteran Special Emphasis Programs (SEPs) are implemented and observed to ensure that all Disabled Veterans are provided an equal opportunity in all aspects of employment, training, development and advancement.



	Multi2: In FY 2023, the Department employed 77,070 employees. 

Veterans represented approximately 17.2% of the Department's workforce (13,221 employees).

Of the Veterans employed, 8.9% were Disabled Veterans:
-There were 6,856 Disabled Veterans, an increase of 272 Disabled Veterans from FY 2022;
-30% or More Disabled Veterans increased by 330 employees and accounted for 6.4% of the workforce, with Service-Connected Disabled Veterans accounting for 2.5% of the workforce, an increase of 397 Service-Connected Disabled Veterans from FY 2022.

The Department processed 15,564 accessions (new hires) in FY 2023 with Veterans accounting for almost 13.5% of accessions (2,128), an increase of 332 new Veteran hires. Approximately 1,147 were Disabled Veterans, and 923 were 30% or more Disabled Veterans, an increase of 85 Disabled Veterans into our organization.

Interior hired 5,368 permanent employees in FY 2023:
-1,281 were Veterans, an increase of 65 Veterans into our organization (145 were Disabled Veterans, and 614 were 30% or more Disabled Veterans).
-Of the 10,257 permanent (non-permanent is excluded) promotions that occurred in FY 2023, 1,888 were Veterans, an increase of 83 Veteran promotions from FY 2022.
-Of the 4,608 permanent (non-permanent is excluded) separations that occurred in FY 2023, 1,073 were Veterans. In FY 2022, 1,850 Veterans separated. Interior has increased retention by 777 Veteran employees in FY 2023.





	Multi3: Interior and Department of Defense’s (DoD) Employer Support of the Guard and Reserve (ESGR) program signed a Statement of Support honoring our commitment to being an employer of choice for our nation's guardsmen, reservists, veterans and their families. Principal Deputy Assistant Secretary for Policy, Management and Budget Deputy Assistant Secretary of Defense Reserve Integration, and the National Chair of DoD’s Employer Support of Guard and Reserve Program in a signing ceremony at Great Smoky Mountains National Park. There were 40 people in attendance including representation from DoD, ESGR, National Park Service (NPS), and attendees from the Tennessee Air National Guard. The Deputy Superintendent of the park highlighted the success they've had with the DoD SkillBridge program, and the significance of this ceremony. Support by both public and private employers enhances retention rates in the Armed Forces and ultimately strengthens our national security, while also demonstrating Interior's commitment to recruiting Disabled Veterans.

The Department executes several outreach and recruitment methods to employ Disabled Veteras including (but not limited to): partnering with Veteran organizations at career fairs, military bases, and at Transition Assistance Panels (TAPs), conducting pre-recruitment consultations on competitive and non-competitive Veterans appointing authorities, offering skills-based internships (SkillBridge, Operation Warfighter, and VA-NPWE); completing accountability reviews assessing recruitment strategies; deploys strategic workforce succession planning that aligns the Department's mission critical occupations (MCO) with Disabled Veteran skill-sets; expands and leverages Vocational Rehabilitation Employment Offices, America Job Centers, Centers for Independent Living, and Employment Network Services.

Additional bureau highlights include: 

-US Fish and Wildlife Service (FWS) plans to continue its National Hiring Initiatives for the professional scientific jobs series 401,482, 485 and 486 to create more opportunities for Disabled Veterans with national efforts that include technical and wage grade opportunities. These efforts will lead to both competitive and non-competitive positions selection with Veterans.

-Office of Surface Mining Reclamation and Enforcement (OSMRE) ongoing recruitment of people with disabilities is one of the focuses of the Accessibility Working Group (AWG) and includes Disabled Veteran hiring which continues to be a priority focus area for targeted job fair participation, especially wounded warriors.

-Bureau of Indian Affairs (BIA) worked with the Department of Veterans Affairs and the Department of Labor to identify the difficulty in reaching hire-able veterans due to Indian Preference hiring regulations, the Veterans Affairs representative stated he would pursue making changes to the “ebenefits.va.gov” veteran profile section to include a category entitled “Member of a Federally Recognized Tribe” for veterans to select and add to their profile.

-The Bureau of Indian Education (BIE) Talent Recruiters are utilizing a campaign in the USAJOBS Agency Talent Portal that allows them to reach out to Veterans. In this campaign, they search Veterans’ resumes in USAJOBS. They add their resumes to the campaign and create custom lists to review, organize. They send emails to potential candidates about teaching and administration openings that are available at the BIE schools to see if they are interested in applying for the position in BIE.

-The Bureau of Land Management (BLM) Hiring Managers and HR professionals will continue to attend outreach and collaborate across divisional lines to advance veteran programs. BLM collaborates with local veterans' organizations to provide employment opportunities for veterans. Headquarters and representatives across BLM will continue to work with the Department of Veterans Affairs to find qualified candidates for difficult to fill and lower-graded positions. BLM utilizes data and tracks bureau-wide progress to identify targeted recruiting efforts and organizations. BLM's Veterans Program Manager will continue to partner with the Department of the Interior's (DOI) Veterans Employment Program Official. Also, BLM hiring managers and HR professionals will continue their collaboration with regional disabled veterans' centers and with OPM on their Vets to Fed STEM hiring initiative.

-In late FY23, the Bureau of Ocean Energy Management (BOEM) formed a Bureau-wide Recruitment Team. In FY24, BOEM expanded its use of the Handshake Premium Talent Engagement Suite to the entire Bureau, which will better enable us to target disabled veterans to engage in our recruiting efforts.

-The Bureau of Reclamation (BOR) will continue to use the following to recruit, employ, and advance disabled veterans with an added emphasis on veterans with a compensable service-connected disability of 30 percent or more, which includes partnering with the Veterans Administration's local Vocational Rehabilitation and Employment (VR&E) coordinator to provide lists of positions approved to fill. Based upon the list of open positions, VR&E coordinators send resumes of disabled Veterans enrolled in the program who may qualify for open positions, and those Veterans are then directly referred to hiring officials. Reclamation Regions also continue to access the Workforce Recruitment Program (WRP) website and Agency Talent Portal connecting our agency with motivated college students and recent graduates with disabilities. Reclamation also maintains a robust trades apprenticeship program throughout our various regions.

-The Bureau of Safety and Environmental Enforcement (BSEE) continue to maximize Veteran appointments through the use of various appointment authorities. Utilize the Delegated Examining Unit (DEU) to recruit from all sources, creating a larger applicant pool to reach disabled Veterans and other best qualified candidates. Under Merit Promotion, maximum consideration is given to VRA (Veterans Readjustment Authority), VEOA (Veterans Employment Opportunity Act), and special authority for non-competitive employment of 30% or more disabled Veterans.

-The Interior Business Center (IBC) HR Specialists will continue to advise hiring managers on the availability of Veterans appointing authorities as alternatives to the traditional methods of filling positions. HR staff will continue to communicate and educate hiring manager on the various hiring options available (i.e., veterans, students, individuals with disabilities, etc.).

-The National Parks Service (NPS) will continue our efforts to establish relationships with veteran-serving institutions/organizations across their region to increase the participation of veterans who are 30% or more disabled. We will continue participating in diversity recruiting events with agencies, organizations, and groups that work with and provide services for Veterans and Veterans with Disabilities. In addition, National Recruitment Team (NRT) will work closely with the VA/VHA to present virtual briefings and host virtual workshops for veterans needing employment. NRT’s efforts include networking at military events and career fairs, targeted outreach and advertising, collaborating with disability employment advisors, and sharing recruitment materials with VSOs and Military TAP. The NRT will continue to utilize its partnership database to facilitate communication with military transition assistance program coordinators across every U.S. military installation about job opportunities for Veterans in the NPS.

-The Office of Inspector General (OIG) advertises employment opportunities on USA Jobs. The Division of Human Resources (DHR) utilizes the category rating approach to assess and select applicants for positions filled through competitive examining, which allows us to preserve veterans' preference rights. The majority of OIG job vacancy announcements are open to all VEOA-eligible veterans. Managers are educated on the benefits of using the non-competitive 30% or more disabled veteran eligibility. Selections were made from Merit Promotion, Delegated Examining, and Pathways announcements. The OIG has a representative who is the designee for attending all recruitment activities targeting veterans (i.e., veterans' seminars and departmental briefings). The OIG continues to promote the hiring of eligible veterans through the various available venues in support of the DOI DVAAP, including participating in the Operation Warfighter Program, job opportunity announcements, and coordination through the military services to discuss recruitment opportunities with the OIG for our veterans.

-The United States Geological Survey (USGS) will continue to use various hiring authorities, including competitive examining and merit promotion procedures, along with the various non-competitive appointing authorities to fill temporary, term, and permanent appointments in the competitive and excepted service. Through the initial consultation process, the servicing Human Resources Specialist provides various flexibilities to hiring managers to recruit and consider qualified candidates who may apply and receive consideration under a special hiring authority, including VRA, 30% disabled veterans, Schedule A for hiring with people with disabilities, and Military Spouse eligibility. The HR Specialist leverages these opportunities to educate our managers about these hiring authorities and flexibilities.

	Multi4: DOI recently revised our fiscal year (FY) 2022 – 2026  Human Capital Operating Plan (HCOP).To strengthen workforce and succession planning, DOI partnered with the Diversity Joint Venture for Careers in Conservation, leveraging the technology capabilities of the My DOI Career (careers.doi.gov) initiative in an effort to increase applicant diversity and internal advancement opportunities for Disabled Veterans.

DOI, together with the other 24 Chief Financial Officer Act agencies, participated in the Office of Personnel Management’s (OPM) Government-wide Closing Skills Gap (CSG) initiative training sessions. In support of OPM’s CSG initiative, DOI will continue to focus on addressing internal advancement opportunities for Disabled Veterans especially in regards to mission critical occupations that Veterans fulfill with their unique skillsets.

The DOI Diversity and Inclusion Implementation Plan and the DOI Performance Appraisal Handbook notify all supervisors and managers of the requirement to establish Individual Development Plans (IDP's) and Employee Performance Appraisal Plans for all their employees, including Disabled Veterans. The goal is to outline career advancement training, employee development programs, and work opportunities for their employees. The bureaus and offices follow a formalized process to plan, monitor, develop, and rate employees according to their IDP for their specific career role along with their responsibilities, duties, accomplishments, training completions, and work products. 

DOI continutes to educate supervisors and hiring managers to utilize available tools such as entrance and exit surveys, FEVS, etc and internal resources (coaching, mentoring, diversity, and inclusion in Leadership Academy, Emerging Leaders, GOAL, etc.) to support the internal growth, advancement, and retention of our disabled veteran employees. Additionally, DOI continues announcing and featuring career refinement and enhancement opportunities through a variety of communications and showcase content in an innovative manner that encourages the Department's disabled Veterans to seek out these opportunities.

Bureau highlights include:

-FWS All employee messages are sent on a routine basis to encourage internal applicants to apply for the FWS Stepping-up to Leadership and Advanced Leadership Development Programs. In addition, all supervisors and managers are encouraged to have employees participate on details or temporary assignments for professional and developmental growth, including Veterans and Disabled Veterans.

-The overwhelming majority of positions within BIA are subject by law to Indian Preference which must be applied in all personnel actions including hiring and promotions. Over the past year, very few positions were advertised where Indian Preference did not apply. As such, if a candidate who has Indian Preference applies to a vacancy within our organization and meets the minimum qualifications, that applicant is referred to the hiring manager. As long as there is one qualified Indian Preference candidate, no other candidate without Indian Preference may be referred to the hiring manager for consideration.

-The BIE has developed career-ladder positions to assist with our recruitment efforts. This allows for advancement opportunities for current employees in BIE. Professional Development has been provided for employees. The training has been identified on the Individual Development Plan for employees. DOI Talent also provides tuition free courses on employee development. Provide information to disabled veterans on who to contact for any particular problem or concern they may have, including updating the BIE website to include information. Provide guidance to hiring managers on mentoring and coaching initiatives to help employees with disabilities succeed.

-All BLM managers and supervisors will continue to provide reasonable accommodations and additional return–to-work opportunities help to extend careers and allow an opportunity for advancement and retention of disabled veteran employees. These efforts demonstrate BLM’s commitment to retaining valuable employees over a lifetime of service.

-The BOEM Leadership Development Programs (LDP) focus on competencies that are critical to successfully leading the challenging and complex federal arena. The programs are generally comprised of three one‐week core sessions, plus activities between core sessions, field trips, coaching, and accountability partners. Each session will give participants the opportunity to address competencies at an advanced proficiency level, practice what they are learning through interactive activities, and master what they are learning so they can apply the competencies in considerably difficult situations with little or no guidance. BOEM is considering offering an LDP in FY24, which will be open to all eligible BOEM employees including veterans.

-The BOR promotes our employed disabled veterans awareness of Agency upward mobility opportunities by supporting and advising on the their available hiring authorities and the DOI and Reclamation Merit Promotion Programs which: (1) provides policies and procedures for meeting its internal staffing needs with qualified candidates through the employment system; (2) assures that employees have fair and equitable opportunity to develop and advance to their full potential according to their capabilities; and (3) provides incentives for employees to improve their performance and develop their knowledge, skills, and abilities. The Regions will actively encourage employees including disabled veterans to participate in the formal mentoring program that is structured to assist in achieving career goals and increase advancement opportunities.

-The BSEE Ambassador Program is a component of the BSEE New Employee Orientation Program (NEOP). This program is focused on developing professional relationships that connect new hires with more experienced employees. The Ambassador Program addresses BSEE’s strategic and organizational excellence goal and supports becoming an employer of choice; demonstrating that “we value, engage and support our people so they can excel.” It also supports the Human Capital Management Strategic Plan for 2013-2018 to retain its highly skilled workforce.

-IBC HR staff consults with hiring managers to emphasize filling vacancies with internal IBC candidates before announcing opportunities to individuals outside of the IBC. Whenever possible, this gives the opportunity for internal disabled Veterans or other internal staff the opportunity to be promoted from within.

-The NPS will support and participate in the Department of Defense SkillBridge Program to allow active service members to intern or apprentice with the NPS, where they can receive training and valuable civilian work experience in various career fields. Upon completion of the internship, veterans may be given preference when applying to positions on USAJOBS during the hiring process. They may also qualify for special hiring authorities, such as the Veterans Recruitment Authority (VRA), appointments for 30% or more disabled veterans, and the Veterans Employment Opportunities Act (VEOA). All employees can access USA Jobs as these positions are announced and access internal training announcements.

-DOI OIG provides extensive online training through DOI Talent. The training tool provides courses that offer continuing education units and self-improvement classes. All employees, including Veterans, are encouraged to participate in available online training. Supervisory training sessions and meetings with HR liaisons are used to educate managers about the laws and authorities enacted by Congress that provide for Veterans' preference in Federal employment.

-As part of the USGS recruitment process, during the pre-recruitment consultation with our hiring managers, the Human Resources staff will encourage them to take advantage of the non-paid internship programs such as SkillBridge when the opportunity exists with possible placement of the veteran upon successful completion.

	Multi5: Servicing Human Resources Offices (SHROs), and bureau and program offices, in conjunction with Departmental leadership, will, on a continous basis, continue to share both information and resources regarding the employment and advancement of Disabled Veterans by utilizing Federal Payroll Personnel System (FPPS) and Datamart/OBIE Systems for statistical monitoring, reviewing, and evaluating employee demographic data, and to advance discussions of statistical Veteran specific data that drive Veteran employment, retention, and advancement strategies. 

Monthly workforce analysis reports provide hiring managers and supervisors detailed metrics regarding Disabled Veteran's recruitment and retention. Managers and supervisors are required to restructure professional biological science/natural resources management positions at the developmental/entry grade levels to increase the opportunities to appoint Disabled Veterans.

The Department maintains commitment to full utilization of our Skillbridge and Operation Warfighter partnerships to ensure offerings of internships and to hire Veterans and Disabled Veterans non-competitively when they are eligible for employment.

Additional continuing efforts include:

-OSMRE Hiring officials and HR staffing specialists conduct quarterly strategic recruitment meetings to discuss utilization of Veteran hiring authorities which includes relaying Veteran Employment Opportunities Act (VEOA), Veterans Recruitment Authority (VRA), Merit Promotion, Schedule A Hiring, and direct-hire authorities reviews, comparisons, efficacy, and targeted areas of consideration for job opportunity announcements.

-The BIA operational Human Resources offices located throughout the United States will be briefed on this program and the importance of assisting hiring officials throughout the recruitment process and directing their attention to the positive use of seeking and hiring veterans disabled or otherwise. Indian Affairs management officials will be reminded of the benefits of this program at such gatherings as Regional Directors meetings and other senior management briefings and events.

-The BIE operational Human Resources office is located in Albuquerque, NM. Two other field locations are Haskell Indian Nations University located in Lawrence, KS and Southwestern Polytechnic Institute located in Albuquerque, NM. HR Staff are trained yearly on the importance of assisting hiring officials throughout the recruitment process and directing their attention to the positive use of seeking and hiring veterans disabled or otherwise. Indian Education management officials will be reminded of the benefits of this program at such gatherings at Senior Leadership meetings and other briefings and events.

-The responsibilities associated with employment, retention, and advancement of hiring veterans will be communicated by way of BLM policy instruction memos, uniform standard operating procedures, and monthly or quarterly meetings with SHROs. All BLM employees, hiring managers, and supervisors will be given copies of the Disabled Veterans Affirmative Action Plan (DVAAP) plan every year and will be able to access it via the internal intranet.

-BOEM continue to produce monthly workforce dashboard to provide Veteran hiring data including onboard strength, gains and losses to allow management continuous monitoring of Veteran recruitment and retention results. Conduct informational sessions on Veterans Hiring Flexibilities through both classroom and webinar offerings. The targeted audience includes both management and human resources professionals.

-The BOR Hiring Managers meet with HR and Civil Rights on each vacancy through the PRC & SRD process. Data and metrics are provided showing the composition of the current workforce demographics; target recruitment goals for underrepresented minority groups and disabled Veterans, and current statistics based upon occupation series. Targeted recruitment and outreach methods are discussed to help increase hiring throughout our underrepresented populations. The HR Office participates regularly on the monthly Administrative Officer's (AO) conference call. As a regular part of this agenda, there is discussion of various recruitment and outreach options, and how AO's can assist by applying these options in their offices.

-The BSEE continue to utilize DCA Program for training and communicating on inclusion and employee engagement. Continue to produce monthly workforce dashboard to provide Veteran hiring data including onboard strength, gains and losses to allow management continuous monitoring of Veteran recruitment and retention results. Conduct informational sessions on Veterans Hiring Flexibilities through both classroom and webinar offerings. The targeted audience includes both management and human resources professionals.

-IBC has an online "Supervisor's Toolkit" which includes several pieces of important information and references for supervisors. Helpful information is housed here as a reminder to supervisors on a number of topics. This page also includes tips for hiring managers on using the Schedule A appointing authority, which many disabled Veterans qualify for.

-The NPS continues to speak to hiring managers during consultations, park visits, or training about the many hiring authorities and eligibilities we must use during our recruitment process. They continue to reach and engage local military institutions and veteran organizations. Continue to speak to our managers about using these organizations. They engage with the new NPS recruiters with veteran contacts throughout all states. They utilize the VA non-paid experience. The NPS recruiters are strong proponents of this program and are doing a great job of promoting the NPS. They continue to recruit governmentwide and include all veteran hiring eligibilities for VRA, 30% disabled, VEOA, and military spouses. They continue communicating with all IMR employees, supervisors, and HR staff, explaining, and outlining programs such as 30% disabled veterans, WRP, non-competitive hiring authorities, VA non-paid veteran’s program, etc.

-The Human Resources Director meets every quarter with the Inspector General for Management to discuss hiring initiatives and to ensure that implementation of this plan of action is ongoing. Based on budget projections and organizational needs, action items will be developed to further OIG's hiring initiatives and strategy, with special attention given to increasing veteran hiring authorities' use. Additionally, DOI OIG ensures that internal and external communication of information is consistent, accurate, and accessible across the Bureau. Information about Veterans' preferences and hiring authorities is posted on OIG's webpage and internal Hub site.

- Throughout the year the USGS will continue to send out future communications, activities, and events to further enhance visibility and awareness of disabled veteran hiring to include scheduling of webinars, information sessions/workshops, and training events/courses and the issuance of memo/e-mail communications. The Office of Human Resources (HR) closed with the Diversity and Equal Employment Office and participates or serves as a technical expert with the various Employee Resources Groups (ERG's) including the Veterans ERG. The HR office holds supervisory challenge sessions to new supervisors and managers 4 times a year and provides an overview of the hiring process and different hiring authorities including those for veterans and people with disabilities. In addition, our operational HR staff holds bi-weekly meeting with their managers and discuss upcoming requests and hiring actions, including non-competitive hiring authorities and recruitment efforts.

	Multi7: BUREAU OF INDIAN AFFAIRS
C.J. Walks Slow, charles.walksslow@bia.gov, 406-247-7956

BUREAU OF INDIAN EDUCATION
Jackie Shamblin, Jackie.shamblin@bia.gov, 505-563-5300

BUREAU OF TRUST FUNDS ADMINISTRATION
Christian M. Jock, christian_jock@btfa.gov, 202-329-2768

BUREAU OF LAND MANAGEMENT
Karen Irons, kirons@blm.gov, 925-813-2022

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

BUREAU OF RECLAMATION
Jennifer Hagenston, jhagenston@usbr.gov, 636-284-8429

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

INTERIOR BUSINESS CENTER
Jessica Romero, jessica_romero@ibc.doi.gov, 303-963-6964

NATIONAL PARK SERVICE
Melissa Sims, katrina_williams@nps.gov, 267-252-2592

OFFICE OF THE CHIEF INFORMATION OFFICER
Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344

OFFICE OF FACILITIES AND ADMINISTRATIVE SERVICES
Melanie L. Stewart, melanie_stewart@ibc.doi.gov, 720-827-6451

OFFICE OF THE INSPECTOR GENERAL
Tyaomi Antoine, tyaomi_antoine@doioig.gov, 703-263-5811

OFFICE OF NATURAL RESOURCES REVENUE
Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344

OFFICE OF THE SECRETARY
Cynthia Piper, cynthia.piper@bsee.gov, 703-787-1442

OFFICE OF THE SOLICITOR
Ingrid Burford, ingrid.burford@sol.doi.gov, 202-590-5893

OFFICE OF SURFACE MINING RECLAMATION AND ENFORCEMENT
Ashley Houston-Isaac, ahouston-isaac@osmre.gov, 202-208-2590

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

U.S. GEOLOGICAL SURVEY 
Alicia Gomez, agomez@usgs.gov, 303-236-9588
	FY: 2024
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	Agency_Name: U.S. Department of the Interior
	DVAAP: Angela Mettling
	Title: Senior HR Policy Analyst (Staffing) & Agency Special Employment Programs Manager
	Telephone: 202-631-0320
	Email: angela_mettling@ios.doi.gov 
	Date_Effective: 10/01/2023
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	Title2: Director, Strategic Talent Management Division
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	Multi6: In FY 2023, the Department was honored for the second year in a row for the Military Times “Best for Vets: Employers List.” The Department was ranked 15th overall, and 2nd among government organizations for Veterans employment. We join a group of employers who are dedicated to recruiting, retaining and supporting current and former service members, Disabled Veterans, military spouses and military caregivers. To achieve this, extensive monitoring and execution of Veteran-centric recruitment and outreach was initiated in FY 2023 including strategic use of workforce date in FPPS and Datamart/OBIEE Systems for statistical monitoring, reviewing, and evaluating employee demographic data. Specific data counts include Race and National Origin {RNO), Gender, Veteran Status, Compensable Veteran Status, and Veterans who are 30% or more disabled.

The Deputy Assistant Secretary for Human Capital and Diversity (HCD) serves as the Department’s Chief Human Capital Officer (CHCO) whom oversees Department-wide human capital programs to include employee training and development of Disabled Veterans. The CHCO works to improve the Department’s recruitment and retention of a diverse workforce, increase employment of Veterans and Disabled Veterans, bring about hiring reforms to support workforce and succession planning, advance training and development of Veterans, and works collaboratively with bureaus and offices to ensure Veteran's advocacy, recruitment, and retention goals are thoroughly communicated and achieved. 


Additional bureau-specific efforts include, but are not limited to:

-FWS Recruiters send all career and internships vacancy announcements, including those as part of entry-level hiring rules process limited to individuals with a hiring authority like Veterans, to VA Employment Coordinators and other Veteran-service organizational contacts. In addition, FWS HR will track Veterans hired through this process and those hired through USAJobs vacancy announcements.

-OSMRE piloted and monitored progress in shared service DEU in implementing bureau Accountability System to 100% compliance with the DOI-1 Operating agreement. (DOI's Interagency Delegated Examining Agreement (DOI-1) as required under the provision of 5 U.S.C. Section 1104, as amended by Public Law 104-52 for an annual certification of Delegated Examining Unit {DEU) operations. This accountability audit focused on reviewing personnel actions to ensure compliance of Veteran's preference laws.

- The BIA measurement of success will be increased by outreach and increase of hired disabled veterans. Observing how networking with entities that provide veterans benefits and Veterans’ programs to create networks and avenues for veterans to learn about vacancies and hiring authorities afforded to them.

-The BIE HR will continue to monitor through peer reviews of case files and personnel actions for regulatory compliance. HR will conduct on-site visits to both Haskell Indian Nations University and Southwestern Polytechnic Institute for a review of case files and personnel actions for regulatory compliance. HR is scheduling audits in FY 24 with BIA as our counterpart. HR will provide statistical data from OBIEE to senior leadership on veteran gains, losses, promotions of our total workforce in BIE.

-The BLM Veterans and Individuals with Disabilities Program Manager, along with representatives from EEO, will conduct reviews and analysis of statistical data throughout the year. The assessments will include the usage of non-competitive hiring authorities and an analysis of the status of veterans with disabilities of 30 percent or more. Based on the results and feedback, improvements will be made as necessary to enhance the recruitment, selection, advancement, and retention of veterans with disabilities, particularly those with disabilities of 30 percent or more.

-The BOEM continue to produce monthly workforce dashboard to provide Veteran hiring data including onboard strength, gains and losses to allow management continuous monitoring of Veteran recruitment and retention results.

-The BOR will continue regular review of regional veteran hiring practices, veteran hiring data, and periodic Bureau HR program evaluations. Our various automated personnel information systems and reporting provide the capability to produce most of the information required to perform workforce analyses of underrepresented groups, and to monitor and assess progress in meeting overall affirmative employment goals and objectives.

-The BSEE Quarterly Human Capital Vital Stats reports, and monthly Bureau personnel dashboards will be used to track efforts.

-IBC reviews the disabled Veteran hiring statistics on an annual basis. During this time period, the methods are evaluated the plan is also reviewed and updated, as needed. IBC does not have field installations covered by this plan.

-NPS conducts periodic reviews and analyses of statistical data throughout the year. Assessment will include the usage of noncompetitive hiring authorities and a study of the status of veterans with disabilities of 30 percent or more within the workforce. The information gathered will be applied to improve the recruitment, hiring, advancement, and retention of veterans with disabilities, including veterans with disabilities of 30 percent or more.

-Human Resources staff monitors gains and losses within the employee population to evaluate hiring trends. DOI OIG will continue to monitor and assess its planned efforts to increase and promote veteran hiring within our Bureau, including periodic reviews of statistical data, the DVAAP program, and other similar oversight activities. OIG leadership will continue to foster an environment that values the skills and talents that Veterans bring to the workforce.

-As part of the USGS DEIA Step-Down Plan, we will take several actions and activities to reach out and recruit a more diverse workforce, including veterans and people with disabilities. Our goal is to make sustainable progress towards a more diverse workforce and efforts for career advancement opportunities. We will also continue to partner with both the Department of the Interior (DOI) and USGS to increase the number of veterans in our workforce. Additionally, we will coordinate with our DEO office to identify any barriers that may prevent us from recruiting and retaining our veteran workforce.



