Disabled Veterans Affirmative Action Program (DVAAP) Plan and
Certification

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

3. POC Name |Angela Lennartson 4. Phone {(202) 631-0320

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

The Department of the Interior (DOI) is a decentralized organization that hires at the local level, often in remote
locations. Bureaus and Offices engage in a variety of initiatives to recruit and place disabled veterans,
especially those who are 30% or more disabled, into internships and careers. DOI recognizes the importance of
hiring veterans in the federal workplace, along with employing individuals with disabilities. The recruitment of
veterans lies at the forefront of our workforce planning strategies and we are committed to continuously
investing in both the recruitment and retention of veterans and disabled veterans and in full support of Executive
Order 13518 regarding improving the hiring of veterans, especially disabled veterans, in the Federal
government.

Interior's Bureaus and Offices have proactively implemented steps reduce veteran employment hiring barriers
and increase outreach efforts to the military community and veterans' organizations by strengthening
partnerships with state and local agencies/organizations that support disabled veterans. Interior's Bureaus and
Offices regularly engage with a variety of veteran-centric programs that align with our commitment to a diverse
and inclusive workforce which includes disabled veterans through the use of Operation Warfighter Program
(OWF), Wounded Warrior Program (WWP), U.S. Army Career Skills Program (CSP), Department of Veteran
Affairs Non-Paid Work Experience Program (VA-NPWE), and Employer Partnership of the Armed Forces
(EPO).

In addition, DOI maintains harmonious relationships with various veterans support organizations such as
Paralyzed Veterans of America, Hiring Our Heroes, Veterans of Foreign Wars, Veterans Rehabilitation and
Benefits Centers, and other organizations that service-disabled Veterans. The Department has spearheaded
broad-reaching efforts to establish, facilitate, and lead inter-agency veteran employment expert teams (in
addition to Personnel Management Committees that meet at State and District levels) to collaborate on strategic
initiatives pertaining to positon management oversight, recruitment, and retention plans for disabled veterans, all
in an effort to ensure outreach and recruitment strategies draw from a diverse group of qualified potential
applicants from all segments of society and that advancement opportunities are available across Bureaus and
Offices.

The Department of the Interior's goal is to achieve 25% representation of veterans in our workforce.

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 # 74,702 9. # Of 13,001 10. # Of Disabled 5972 11. # Of 30% Or More

. 3,944
Employees Veterans Veterans Disabled Veterans

As of September 30, 2020, DOI's overall workforce totaled 74,702 employees. Veterans represented 17% of
DOl's workforce (13,001). Of the veterans employed, 46% (5,972) are disabled veterans and 30% (3,944) were
30% or more disabled veterans.

DOl processed 13,683 accessions (new hires) in FY 2020 with veterans accounting for 15% of accessions
(2,010). Additionally, 2% (231) were disabled veterans and 5% (732) were 30% or more disabled veterans.

DOl hired 3,600 permanent employees in FY 2020. DOI is highly successful in accessions (new hires) for
veteran employment into permanent positions as reflected in the following statistics:

- 28% (1004) were veterans

- 3% (122) were disabled veterans

- 12% (417) were 30% or more disabled veterans

Of the 8,282 promotions that occured in FY 2020, 18% (1,525) were veterans.

Of the 3,993 separations that occured in FY 2020, 26% (1,039) were veterans.

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

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

A sampling of the recruitment methods DOI's Bureaus and Offices will use to recruit disabled veterans and 30%
or more disabled veterans include:

-HR personnel will continue to advise hiring managers on the availability of veterans appointing authorities as
alternatives to traditional methods of filling positions while also incorporating discussions on sound workforce
and succession planning, thereby creatively recruiting veterans and disabled veterans to fill upcoming
vacancies;

-HR personnel and Diversity Change Agents (DCA) will utilize established professional networks, including the
Veterans Administration and state Vocational Rehabilitation Divisions, to perform networking and outreach
activities designed to strategically recruit veterans and veterans with disabilities;

-Accountability reviews will be assessed frequently and the resulting recommendations taken into consideration
especially pertaining to vacancies advertised under Delegated Examining \where most veterans and disabled
veterans are considered and/or selected;

-Plan and/or attend job fairs, whether virtually or in person to assist with recruiting disabled veterans with
exclusive focus on career events with proven track records of attracting disabled veterans seeking Federal
employment opportunities;

-Continue to expand the use of recruitment sources for disabled veterans from a variety of untapped potential
sources i.e. America Job Centers, Centers for Independent Living, and Employment Network Service providers;
-Review 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;

-Refine and implement new Eligibility Questionnaire to enable candidates to identify their eligibility, giving them
the full benefit of dual certification;

-Ensure participation in the Operation Warfighter Program (OWF) with additional training resources and
coordination through military transition services to further facilitate the usgae of the program and expands its
footprint across the Department;

-Specifically tailor training for managers, supervisors, and HR personnel that enhance veteran and disabled
veteran recruitment and retention;

-National Veteran’s Program Coordinators (NVPC) will collaborate with veteran-centric partners and work to
expand those partnerships i.e. the Pro-Ranger program, Department of Defense (DOD) SkillBridge;

-Champion a Strategic Outreach and Recruitment (SOAR) initiative with emphasis in Alaska and the Pacific
Northwest to recruit disabled veterans;

-Collaborate across Bureaus and Offices to streamline veteran employment recruitment initiatives and schedule
social media strategies accordingly across several platforms.

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

Yes Somewhat No

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

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

In accordance with the Department's Diversity and Inclusion Implementation Plan, all supervisors and managers
are required to establish Individual Development Plans (IDP's) for all their employees, including disabled
veterans. The goal is to outline career advancement training, employee development programs and work
opportunities for all employees. DOI Bureaus and Offices plan to provide (and continuously improve) internal
advancement opportunities for disabled veterans including:

-Educating 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;

-Maintain oversight of all employees personal Individual Development Plans (IDP). The intent of mandatory
IDPs is to assist employees in career and personal development by helping to close competency gaps, reach
short and long-term career goals, and improve current job performance;

-Host current and relevant Human Capital information on the Department's intranet page specifically for
veterans which includes resources for employee development;

-Conduct periodic training needs assessment and reviewing the results to determine the appropriate employee
development plans and strategies;

-Announce and feature 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;

-Facilitate One-on-One sessions with hiring officials to identify training and developmental positions available to
disabled veterans, collaborating with management and other stakeholders for upward mobility;

-Featuring the wide array of incentives available to the workforce such as the Student Loan Repayment
Program and relocation allowances to retain veterans and/or encourage application to positions with career
ladder promotion potential;

-Promote Presidential Management Council Interagency Rotation Program (PMC-IRP);

-Provide Special Emphasis Program (SEP) training which utilizes available resources to provide disability
awareness training to increase managers and supervisors confidence in working with and retaining a diverse
workforce, including disabled veterans;

-Partner with Relevancy, Diversity and Inclusion Program Managers to reduce barriers and maximize promotion
opportunities;

-Hiring managers can advertise opportunities for detail assignments through the Department's DOI Career
Connect site on the USAJOBS Open Opportunities platform, providing details and temporary assignments for
developmental growth opportunities and allowing employees to cultivate and enrich unique skill-sets.

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)

DOl's Bureaus and Offices will share information regarding responsibilities for employment and advancement of
disabled veterans including:

-Continue advocacy, awareness, and participation in the regularly occurring veteran employment Inter-Bureau
Expert Team (I-BET) throughout the Department 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;

-Create internal policy that identifies and explains sound operational strategic diversity and inclusion matters
that support a culture that offers disabled veterans a sense of community, camaraderie and connection to the
organization;

-Promote online "Supervisor's Toolkits" which include several pieces of important information, laws, citations,
Executive Orders and references for the recruitment of disabled veterans and resources for retention;

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

-Inform all supervisors and hiring managers of the Uniformed Services Employment and Reemployment Rights
Act (USERRA) and monitor the training component of this program on a weekly basis via data received through
DOI Talent (in addition to the yearly "Veterans Employment for Hiring Managers" course);

-Publish quarterly Human Capital newsletters in which veteran employment initiatives and veteran-centered
topics are featured;

-Host special events such as National Disability Employment Awareness Month (NDEAM) and facilitate unique
activities that honor and highlight Veterans Day;

-Partner with DVAAP coordinators at regularly scheduled intervals to review progress on action plans while also
reminding supervisors of their responsibility to employ and advance disabled veterans, as appropriate;
-Conduct briefings on the employment of disabled veterans and develop strategies to address challenges in
retaining disabled veterans in the workforce, soliciting for guest speakers, special topics, and best practices
from internal and external entities;

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

-Continue to use the Position Management Committee to lead position management oversight and recruitment
strategies, identifying opportunities for career ladders, student programs, or special appointment authorities, and
exploring the area of recruitment consideration;

-Share Certificates of Eligibles across the organization to enhance disabled veteran opportunities for potential
selection.

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)

All DOI Bureaus and Offices together with the Office of Human Capital will work collaboratively to ensure DOI
veteran's advocacy, recruitment, and retention goals are thoroughly communicated and achieved as follows:

-The Department Veteran Employment Program 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;

-Institute random surveys of disabled veteran employees to obtain feedback on employee experience and
schedule listening sessions to elicit feedback regarding employment challenges, following up on survey
responses;

-HR personnel will continue to monitor gains and losses within the employee population to evaluate hiring trends
and plan workforce shaping strategies accordingly that cater to veteran-centered recruitment;

-Service-wide Special Emphasis Coordinators will monitor, review, and evaluate ongoing veteran recruitment
efforts;

-Closely monitor progress in piloting shared service Delegated Examining Units and ascertaining the results of
shared-services efforts to recruit veterans and disabled veterans;

-Perform regular accountability audits of personnel actions to ensure proper compliance of veteran's preference
laws and procedures;

-The Regional National Program Managers communicate regularly with their field offices with the use of
webinars, video conferencing, field visits, e-mail notifications, intranet pages, and social media designed to
increase awareness of recruitment, retention, and morale of the veteran workforce;

-Utilize Federal Personnel Payroll System (FPPS) and Datamart/Oracle Business Intelligence Enterprise Edition
(OBIE) system for statistical monitoring, reviewing, and evaluating employee demographic data. These systems
capture veteran specific data on a regular basis by Race and National Origin (RNO), Gender, Veteran Status,
Compensable Veteran Status, and Veterans who are 30% or more disabled;

-Promote training, mentorship, and career guidance resources for disabled veterans to aid with retention
practices of disabled veterans;

-National Program Coordinators will continue to review best practices and share within I-BET and other
Communities of Practice (CoP), promoting consistent communication among management, HR personnel and
EEO Managers about disabled veterans' trend data, feedback, and hiring practices;

-Continued institution of mandatory Individual Development Plans (IDP) to assit the discussion of available
training and learning and development opportunities to enhance the career development and promotion
potential of all veterans;

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

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

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

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

BUREAU OF INDIAN EDUCATION
Dawn Ami, dawn.ami@bie.edu, 505-346-2329

BUREAU OF LAND MANAGEMENT
Cindy Pogue, cpogue@blm.gov, 208-387-5320

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

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

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

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

Appraisal and Valuation Services Office: Jennifer Daberkow, jennifer_daberkow@ibc.doi.gov, 303-969-5816
Land Buy-Back Program for Tribal Nations: Jennifer Daberkow, jennifer_daberkow@ibc.doi.gov, 303-969-5816
Office of Facilities and Administrative Services: Melanie Stewart, melanie_stewart@ibc.doi.gov, 303-969-5581
Office of the Chief Information Officer: Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344
Office of Natural Resources Revenue: Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344

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

OFFICE OF THE INSPECTOR GENERAL
Teresa Hardy, teresa_hardy@doioig.gov, 202-641-3596

OFFICE OF THE SECRETARY
Angela Lennartson, angela_lennartson@ios.doi.gov, 202-631-0320
Cindy Piper, cynthia.piper@bsee.gov, 703-787-1442

OFFICE OF THE SOLICITOR
Ingrid Burford, ingrid.burford@sol.doi.gov, 202-208-2951

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
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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 |10/01/2019 To |09/30/2020

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

26. DVAAP POC’s Name |Angela Lennartson

27. Title |Senior HR Policy Analyst (Staffing) & Agency Special Employment Programs Manager

28. Telephone Number (202) 631-0320 29. Email |angela_lennartson@ios.doi.gov

30. Date Plan Last Amended  |09/30/2019 31. Date Effective |10/01/2020

32. DVAARP Certifying Official’s Name  |Landon Mock

33. Title |Director, Strategic Talent Management Division

34. Telephone Number (202) 208-2574 35. Email |landon_mock@ios.doi.gov

36. DVAAP Certifying Official Signature |LANDON MOCK 201516171700 0500 | 37. Date [11/19/2020
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Agency Disabled Veterans Affirmative Action Program Plan and Certification

Electronic Reporting Instructions

General Instructions:

1.
2.

Complete all items and questions in the forms field.

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

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

DVAAP Plan and Certification Information

1.
2.

>

10.

Agency — Provide the name of the agency.

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

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

Phone — Provide the phone number of point of contact.

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

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

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

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

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

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

12.

13.

14.

15.

16.

17.

18.

19.

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

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

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

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

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

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

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

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

21.

22.

23.

24,

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

37.

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

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

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

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

Agency Name — Provide the name of the agency.

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

Title — Provide the title of the point of contact.

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

Email — Provide the email of the point of contact.

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

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

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

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

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

Date — Provide the date that plan was signed.
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	Agency: U.S. Department of the Interior
	POC: Angela Lennartson
	Phone: 202-631-0320
	Employees: 74702
	Veterans: 13001
	30_Percent: 3944
	Disabled_Veterans: 5972
	Multi1: The Department of the Interior (DOI) is a decentralized organization that hires at the local level, often in remote
locations. Bureaus and Offices engage in a variety of initiatives to recruit and place disabled veterans, especially those who are 30% or more disabled, into internships and careers. DOI recognizes the importance of hiring veterans in the federal workplace, along with employing individuals with disabilities. The recruitment of veterans lies at the forefront of our workforce planning strategies and we are committed to continuously investing in both the recruitment and retention of veterans and disabled veterans and in full support of Executive Order 13518 regarding improving the hiring of veterans, especially disabled veterans, in the Federal government.

Interior's Bureaus and Offices have proactively implemented steps reduce veteran employment hiring barriers and increase outreach efforts to the military community and veterans' organizations by strengthening partnerships with state and local agencies/organizations that support disabled veterans. Interior's Bureaus and Offices regularly engage with a variety of veteran-centric programs that align with our commitment to a diverse and inclusive workforce which includes disabled veterans through the use of Operation Warfighter Program (OWF), Wounded Warrior Program (WWP), U.S. Army Career Skills Program (CSP), Department of Veteran Affairs Non-Paid Work Experience Program (VA-NPWE), and Employer Partnership of the Armed Forces (EPO). 

In addition, DOI maintains harmonious relationships with various veterans support organizations such as Paralyzed Veterans of America, Hiring Our Heroes, Veterans of Foreign Wars, Veterans Rehabilitation and Benefits Centers, and other organizations that service-disabled Veterans. The Department has spearheaded broad-reaching efforts to establish, facilitate, and lead inter-agency veteran employment expert teams (in addition to Personnel Management Committees that meet at State and District levels) to collaborate on strategic initiatives pertaining to positon management oversight, recruitment, and retention plans for disabled veterans, all in an effort to ensure outreach and recruitment strategies draw from a diverse group of qualified potential applicants from all segments of society and that advancement opportunities are available across Bureaus and Offices. 

The Department of the Interior's goal is to achieve 25% representation of veterans in our workforce. 


	Multi2: As of September 30, 2020, DOI's overall workforce totaled 74,702 employees. Veterans represented 17% of DOI's workforce (13,001). Of the veterans employed, 46% (5,972) are disabled veterans and 30% (3,944) were 30% or more disabled veterans.

DOI processed 13,683 accessions (new hires) in FY 2020 with veterans accounting for 15% of accessions (2,010). Additionally, 2% (231) were disabled veterans and 5% (732) were 30% or more disabled veterans.

DOI hired 3,600 permanent employees in FY 2020. DOI is highly successful in accessions (new hires) for veteran employment into permanent positions as reflected in the following statistics:
- 28% (1004) were veterans
- 3% (122) were disabled veterans
- 12% (417) were 30% or more disabled veterans

Of the 8,282 promotions that occured in FY 2020, 18% (1,525) were veterans.

Of the 3,993 separations that occured in FY 2020, 26% (1,039) were veterans.

	Multi3: A sampling of the recruitment methods DOI's Bureaus and Offices will use to recruit disabled veterans and 30% or more disabled veterans include: 

-HR personnel will continue to advise hiring managers on the availability of veterans appointing authorities as alternatives to traditional methods of filling positions while also incorporating discussions on sound workforce and succession planning, thereby creatively recruiting veterans and disabled veterans to fill upcoming vacancies;
-HR personnel and Diversity Change Agents (DCA) will utilize established professional networks, including the Veterans Administration and state Vocational Rehabilitation Divisions, to perform networking and outreach activities designed to strategically recruit veterans and veterans with disabilities;
-Accountability reviews will be assessed frequently and the resulting recommendations taken into consideration especially pertaining to vacancies advertised under Delegated Examining \where most veterans and disabled veterans are considered and/or selected;
-Plan and/or attend job fairs, whether virtually or in person to assist with recruiting disabled veterans with exclusive focus on career events with proven track records of attracting disabled veterans seeking Federal employment opportunities;
-Continue to expand the use of recruitment sources for disabled veterans from a variety of untapped potential sources i.e. America Job Centers, Centers for Independent Living, and Employment Network Service providers;
-Review 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;
-Refine and implement new Eligibility Questionnaire to enable candidates to identify their eligibility, giving them the full benefit of dual certification;
-Ensure participation in the Operation Warfighter Program (OWF) with additional training resources and coordination through military transition services to further facilitate the usgae of the program and expands its footprint across the Department;
-Specifically tailor training for managers, supervisors, and HR personnel that enhance veteran and disabled veteran recruitment and retention;
-National Veteran’s Program Coordinators (NVPC) will collaborate with veteran-centric partners and work to expand those partnerships i.e. the Pro-Ranger program, Department of Defense (DOD) SkillBridge;
-Champion a Strategic Outreach and Recruitment (SOAR) initiative with emphasis in Alaska and the Pacific Northwest to recruit disabled veterans;
-Collaborate across Bureaus and Offices to streamline veteran employment recruitment initiatives and schedule social media strategies accordingly across several platforms.

	Multi4: In accordance with the Department's Diversity and Inclusion Implementation Plan, all supervisors and managers are required to establish Individual Development Plans (IDP's) for all their employees, including disabled veterans. The goal is to outline career advancement training, employee development programs and work opportunities for all employees. DOI Bureaus and Offices plan to provide (and continuously improve) internal advancement opportunities for disabled veterans including:

-Educating 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;
-Maintain oversight of all employees personal Individual Development Plans (IDP). The intent of mandatory IDPs is to assist employees in career and personal development by helping to close competency gaps, reach short and long-term career goals, and improve current job performance;  
-Host current and relevant Human Capital information on the Department's intranet page specifically for veterans which includes resources for employee development;
-Conduct periodic training needs assessment and reviewing the results to determine the appropriate employee development plans and strategies;
-Announce and feature 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;
-Facilitate One-on-One sessions with hiring officials to identify training and developmental positions available to disabled veterans, collaborating with management and other stakeholders for upward mobility;
-Featuring the wide array of incentives available to the workforce such as the Student Loan Repayment Program and relocation allowances to retain veterans and/or encourage application to positions with career ladder promotion potential;
-Promote Presidential Management Council Interagency Rotation Program (PMC-IRP);
-Provide Special Emphasis Program (SEP) training which utilizes available resources to provide disability awareness training to increase managers and supervisors confidence in working with and retaining a diverse workforce, including disabled veterans;
-Partner with Relevancy, Diversity and Inclusion Program Managers to reduce barriers and maximize promotion opportunities;
-Hiring managers can advertise opportunities for detail assignments through the Department's DOI Career Connect site on the USAJOBS Open Opportunities platform, providing details and temporary assignments for developmental growth opportunities and allowing employees to cultivate and enrich unique skill-sets.
	Multi5: DOI's Bureaus and Offices will share information regarding responsibilities for employment and advancement of disabled veterans including:

-Continue advocacy, awareness, and participation in the regularly occurring veteran employment Inter-Bureau Expert Team (I-BET) throughout the Department 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;
-Create internal policy that identifies and explains sound operational strategic diversity and inclusion matters that support a culture that offers disabled veterans a sense of community, camaraderie and connection to the organization;
-Promote online "Supervisor's Toolkits" which include several pieces of important information, laws, citations, Executive Orders and references for the recruitment of disabled veterans and resources for retention;
-Provide ongoing training and consultation to management, hiring officials, HR personnel, and Equal Employment Opportunity (EEO) communities to educate, train and encourage utilization of veterans programs and special hiring flexibilities and authorities, to include 30 percent or more disabled Veterans and Schedule A Hiring Authorities;
-Inform all supervisors and hiring managers of the Uniformed Services Employment and Reemployment Rights Act (USERRA) and monitor the training component of this program on a weekly basis via data received through DOI Talent (in addition to the yearly "Veterans Employment for Hiring Managers" course);
-Publish quarterly Human Capital newsletters in which veteran employment initiatives and veteran-centered topics are featured; 
-Host special events such as National Disability Employment Awareness Month (NDEAM) and facilitate unique activities that honor and highlight Veterans Day;
-Partner with DVAAP coordinators at regularly scheduled intervals to review progress on action plans while also reminding supervisors of their responsibility to employ and advance disabled veterans, as appropriate;
-Conduct briefings on the employment of disabled veterans and develop strategies to address challenges in retaining disabled veterans in the workforce, soliciting for guest speakers, special topics, and best practices from internal and external entities; 
-Acquire veteran hiring data through the workforce dashboard. The dashboard captures veterans on-board, gains, losses, and internal data to allow management continuous monitoring of Veteran recruitment and retention results;
-Continue to use the Position Management Committee to lead position management oversight and recruitment strategies, identifying opportunities for career ladders, student programs, or special appointment authorities, and exploring the area of recruitment consideration;
-Share Certificates of Eligibles across the organization to enhance disabled veteran opportunities for potential selection.


	Multi7: BUREAU OF INDIAN AFFAIRS
Geraldine Fox, geraldine.fox@bia.gov, 406-247-7259

BUREAU OF INDIAN EDUCATION
Dawn Ami, dawn.ami@bie.edu, 505-346-2329

BUREAU OF LAND MANAGEMENT
Cindy Pogue, cpogue@blm.gov, 208-387-5320

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

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

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

INTERIOR BUSINESS CENTER: Jessica Romero, jessica_romero@ibc.doi.gov, 303 969-5538
Appraisal and Valuation Services Office: Jennifer Daberkow, jennifer_daberkow@ibc.doi.gov, 303-969-5816
Land Buy-Back Program for Tribal Nations: Jennifer Daberkow, jennifer_daberkow@ibc.doi.gov, 303-969-5816
Office of Facilities and Administrative Services: Melanie Stewart, melanie_stewart@ibc.doi.gov, 303-969-5581
Office of the Chief Information Officer: Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344
Office of Natural Resources Revenue: Sonja De La Rosa, sonja_m_delarosa@ibc.doi.gov, 303-969-6344

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

OFFICE OF THE INSPECTOR GENERAL
Teresa Hardy, teresa_hardy@doioig.gov, 202-641-3596

OFFICE OF THE SECRETARY
Angela Lennartson, angela_lennartson@ios.doi.gov, 202-631-0320
Cindy Piper, cynthia.piper@bsee.gov, 703-787-1442

OFFICE OF THE SOLICITOR
Ingrid Burford, ingrid.burford@sol.doi.gov, 202-208-2951

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
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	Multi6: All DOI Bureaus and Offices together with the Office of Human Capital will work collaboratively to ensure DOI veteran's advocacy, recruitment, and retention goals are thoroughly communicated and achieved as follows:

-The Department Veteran Employment Program 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;
-Institute random surveys of disabled veteran employees to obtain feedback on employee experience and schedule listening sessions to elicit feedback regarding employment challenges, following up on survey responses;
-HR personnel will continue to monitor gains and losses within the employee population to evaluate hiring trends and plan workforce shaping strategies accordingly that cater to veteran-centered recruitment;
-Service-wide Special Emphasis Coordinators will monitor, review, and evaluate ongoing veteran recruitment efforts;
-Closely monitor progress in piloting shared service Delegated Examining Units and ascertaining the results of shared-services efforts to recruit veterans and disabled veterans;
-Perform regular accountability audits of personnel actions to ensure proper compliance of veteran's preference laws and procedures;
-The Regional National Program Managers communicate regularly with their field offices with the use of webinars, video conferencing, field visits, e-mail notifications, intranet pages, and social media designed to increase awareness of recruitment, retention, and morale of the veteran workforce;
-Utilize Federal Personnel Payroll System (FPPS) and Datamart/Oracle Business Intelligence Enterprise Edition (OBIE) system for statistical monitoring, reviewing, and evaluating employee demographic data. These systems capture veteran specific data on a regular basis by Race and National Origin (RNO), Gender, Veteran Status, Compensable Veteran Status, and Veterans who are 30% or more disabled;
-Promote training, mentorship, and career guidance resources for disabled veterans to aid with retention practices of disabled veterans;
-National Program Coordinators will continue to review best practices and share within I-BET and other Communities of Practice (CoP), promoting consistent communication among management, HR personnel and EEO Managers about disabled veterans' trend data, feedback, and hiring practices;
-Continued institution of mandatory Individual Development Plans (IDP) to assit the discussion of available training and learning and development opportunities to enhance the career development and promotion potential of all veterans;
-Senior leaders will periodically conduct barrier analysis by review of statistical data on the workforce, including individuals with disabilities and disabled Veterans, and compare gains, losses, and promotions of the total workforce to analysis, as required by Equal Employment Opportunity (EEOC) MD-715 Report.



