EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PARTA-D EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021
PART A
Department 1 Agency 1. DOD DNGB Pennsylvania National Guard
or Agency
Identifying
Information la 2ndlevel reporting component
DEPARTMENT OF MILITARY AND VETERANS AFFAIRS FT INDIANTOWN
2. Address 2. GAP
3. City, State, Zip Code 3. Annville, PA 17003-5002
4.  Agency Code 5. FIPScode(s) 4. NGPA 5. 3373
PART B
Total 1. Enter total number of permanent full-time and part-time employees 1. 1221
Employment
2. Enter total number of temporary employees 2. 459
3. TOTAL EMPLOYMENT [add linesB 1 through 2] 4. 1680
PART C Title Type Name Title
Agency Official(s) Responsible Head of Agency Mark Schindler The Adjutant General
For Oversight of EEO Principal EEO Director/Official Millicent Carvalho-Grevious State Equal Employment Manager
Program(s) Principal MD-715 Preparer Patrice Lundsted Equal Employment Specialist
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART A -D EEO PROGRAM STATUSREPORT
I For period covering October 1, 2020 to September 30, 2021
PART D Subordinate Component and L ocation Country Agency Code
List of Subordinate Components Covered in (City/State)
This Report
EEOC FORM S and Documents Required Uploaded

Agency Strategic Plan Y Y
Alternative Dispute Resolution Y Y
Procedures
Personal Assistance Services Y Y
Procedures
Reasonable Accommodation Y Y
Procedure
Organization Chart Y Y
EEO Policy Statement Y Y
Anti-Harassment Policy and Y Y
Procedures
Diversity Policy Statement N Y
EEO Strategic Plan N N
Disabled Veterans Affirmative N N
Action Program (DVAAP) Report
Federal Equal Opportunity N N
Recruitment Program (FEORP)
Report
Human Capital Strategic Plan N N
Results from most recent Federal N N
Employee Viewpoint Survey or
Annual Employee Survey
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART E.1 EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021 ||

EXECUTIVE SUMMARY: MISSION

The Pennsylvania National Guard (PANG) has a dual State and Federal Mission. The State mission is to provide support to the
Governor and citizens of Pennsylvania in the event of civil disturbance or natural disaster. Under the Federal Mission, the
President of the United States has the power to call the National Guard into Federal Service in the defense of the United
States, its vested interest, and our allies. The Pennsylvania National Guard falls under the National Guard Bureau (NGB) in
Washington D.C. for allocation of resources (human and monetary), policy dissemination and adherence to policy, regulations
and laws. In order to accomplish State and Federal missions, the PA National Guard employs Army and Air Guard service
members, Department of Defense federal civilian personnel, and State employees. The PA National Guard employs dual-
status technicians and non-dual status federal civilian employees. Dual-status technicians are considered military technician
employees as they are required to be a member of the military and wear their military uniform to work.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART E.2 EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021 ||

EXECUTIVE SUMMARY: ESSENTIAL ELEMENT A-F

Only agencies with less than 200 employees in the PWF are required to submit Part E.2 — E.5, including a summary of the
Essential Elements, Workforce Analyses, Accomplishments, and Planned Activities.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART E.3 EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021 ||

EXECUTIVE SUMMARY: WORKFORCE ANALYSES

Only agencies with less than 200 employees in the PWF are required to submit Part E.2 — E.5, including a summary of the
Essential Elements, Workforce Analyses, Accomplishments, and Planned Activities.

Page 5




EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART E.4 EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021 ||

EXECUTIVE SUMMARY: ACCOMPLISHMENTS

Only agencies with less than 200 employees in the PWF are required to submit Part E.2 — E.5, including a summary of the
Essential Elements, Workforce Analyses, Accomplishments, and Planned Activities.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART E.5 EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021 ||

EXECUTIVE SUMMARY: PLANNED ACTIVITIES

Only agencies with less than 200 employees in the PWF are required to submit Part E.2 — E.5, including a summary of the
Essential Elements, Workforce Analyses, Accomplishments, and Planned Activities.
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART F EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

(Insert Name Above) (Insert officid
title/series/grade above)

Principal EEO Director/Official for

(Insert Agency/Component Name above)

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential

elements as prescribed by EEO MD-715. If an essentia element was not fully compliant with the standards of EEO MD-715, a
further evaluation was conducted and, as appropriate, EEO Plans for Attaining the Essential Elements of aModel EEO
Program, are included with this Federal Agency Annual EEO Program Status Report.

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

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

Signature of Principal EEO Director/Official Date
Certifies that this Federal Agency Annua EEO Program Status Report isin compliance with

EEO MD-715.

Signature of Agency Head or Agency Head Designee Date

am the
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

Essential Element: A Demonstrated Commitment From agency Leadership

- Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space below or
, A.1. The agency issues an effective, up-to-date EEO policy statement. completeand
attach
Measres ves | No | NA | oy EEOC FORM
715-
01 PART H tothe
agency's status
report

A.l.a. Does the agency annually issue a signed and dated EEO policy statement on agency letterhead that X EO/EEO policy
clearly communicates the agency’ s commitment to EEO for all employees and applicants? If “Yes’, please memo remains
provide the annual issuance date in the comments column. [see MD-715, [I(A)] the same until a
new Adjutant
General assumes
command and
signs an updated
policy memo.
This occurs about
every 3-4 years.
The most recent
TAG was
officially
appointed
approximately
mid-FY 21 and
signed updated
EO/EEO policy
memo during
FY22.

A.1.b. Doesthe EEO policy statement address all protected bases (age, color, disability, sex (including X
pregnancy, sexual orientation and gender identity), genetic information, national origin, race, religion, and
reprisal) contained in the laws EEOC enforces? [see 29 CFR § 1614.101(a)] If the EEO policy statement covers
any additional bases (e.g., marital status, veteran status and political affiliation), please list them in the
comments column.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
the space below or
" A.2. The agency has communicated EEO policies and procedures to all employees. completeand
attach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
A.2.a. Does the agency disseminate the following policies and procedures to all employees: | | | |
A.2.a1. Anti-harassment policy? [see MD 715, II(A)] | X | | |
A.2.a.2. Reasonable accommodation procedures? [see 29 CFR § 1614.203(d)(3)] X RA policy for the
Agency isin the
process of being
updated with the
goal of getting
TAG signature by
end of FY22.
Upon approval,
this policy will be
disseminated and
posted throughout
the Agency.
A.2.b. Does the agency prominently post the following information throughout the workplace and on its public
website:
A.2.b.1. The business contact information for its EEO Counselors, EEO Officers, Special Emphasis Program X
Managers, and EEO Director? [see 29 C.F.R § 1614.102(b)(7)]
A.2.b.2. Written materials concerning the EEO program, laws, policy statements, and the operation of the EEO X
complaint process? [see 29 CFR §1614.102(b)(5)]
A.2.b.3. Reasonable accommodation procedures? [see 29 CFR § 1614.203(d)(3)(i)] If so, please provide the X https.//
internet address in the comments column. www.pa.ng.mil/
Offices-Programs/
State-Equal-
Employment-
Manager-SEEM/
A.2.c. Does the agency inform its employees about the following topics: | | | |
A.2.c.1. EEO complaint process? [see 29 CFR 88 1614.102(a)(12) and 1614.102(b)(5)] If “yes’, please provide X 1-2x/year through
how often and the means by which such training is delivered. classroom setting,
group discussion,
and/or online
A.2.c.2. ADR process? [see MD-110, Ch. 3(11)(C)] If “yes’, please provide how often. | X | | | 1-2x/year
A.2.c.3. Reasonable accommodation program? [see 29 CFR § 1614.203(d)(7)(ii)(C)] If “yes’, please provide X 1-2x/year
how often.
A.2.c.4. Anti-harassment program? [see EEOC Enforcement Guidance on Vicarious Employer Liability for X 1-2x/year
Unlawful Harassment by Supervisors (1999), § V.C.1] If “yes’, please provide how often.
A.2.c.5. Behaviors that are inappropriate in the workplace and could result in disciplinary action? [5 CFR X 1-2x/year
§2635.101(b)] If “yes’, please provide how often.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measur es, provide
a
brief explanation
in
the space below or
" A.3. The agency assesses and ensures EEO principles are part of its culture. complete and
attach
Measures ves | No | NA | oy EEOC FORM
715-
01 PART H tothe
agency's status

report
A.3.a. Does the agency provide recognition to employees, supervisors, managers and units demonstrating X ThisMAJ
superior accomplishment in equal employment opportunity? [see 29 CFR § 1614.102(a)(9)] If “yes’, provide Octavius V. Catto
one or two examples in the comments section. . Meda was
created by the PA

National Guard in
honor of acivil
rights activist and
community leader
who waskilled in
1871 during
efforts to protect
the voting rights
of Black citizens.
Annualy, the
Agency
nominates and
recognizes
personnel through
awarding the
MAJ Octavius V.
Catto medal.

A.3.b. Does the agency utilize the Federal Employee Viewpoint Survey or other climate assessment tools to X DEOCS
monitor the perception of EEO principles within the workforce? [see 5 CFR Part 250]' (organizational
climate survey)
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021
Agency Self-Assessment Checklist
Essential Element: B Integration of EEO into the agency's Strategic Mission
- Compliance Measure Has For all unmet
I ndicator Been Met measures, provide
a
brief explanation
in
B.1. The reporting structure for the EEO program provides the principal EEO the space below or
, official with appropriate authority and resources to effectively carry out a complete and
successful EEO program. attach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
B.1.a. Isthe agency head the immediate supervisor of the person (“EEO Director”) who has day-to-day control X On 1 June 2021 a
over the EEO office? [see 29 CFR §1614.102(b)(4)] memorandum was
signed by TAG
directing the EEO
Director reports
directly to TAG.
B.1.a.1. If the EEO Director does not report to the agency head, does the EEO Director report to the same X EEO Director
agency head designee as the mission-related programmatic offices? If “yes,” please provide thetitle of the reports to the
agency head designee in the comments. agency head.
B.1.a.2. Does the agency’s organizational chart clearly define the reporting structure for the EEO office? [see 29 X Asof FY22 the
CFR 8§1614.102(b)(4)] organizational
chartisbeing
addressed to
clarify reporting
structure for the
EEO office.
B.1.b. Does the EEO Director have aregular and effective means of advising the agency head and other senior X
management officials of the effectiveness, efficiency and legal compliance of the agency’s EEO program? [see
29 CFR §1614.102(c)(1); MD-715 Instructions, Sec. 1]
B.1.c. During this reporting period, did the EEO Director present to the head of the agency, and other senior X Annually meets
management officials, the "State of the agency" briefing covering the six essential elements of the model EEO with the Adjutant
program and the status of the barrier analysis process? [see MD-715 Instructions, Sec. I] If “yes’, please provide Generd to discuss
the date of the briefing in the comments column. the MD-715 and
elements of the
model EEO
program.
B.1.d. Does the EEQ Director regularly participate in senior-level staff meetings concerning personnel, budget, X
technology, and other workforce issues? [see MD-715, I1(B)]
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
the space below or
" B.2. The EEO Director controls all aspects of the EEO program. completeand
attach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
B.2.a. Isthe EEO Director responsible for the implementation of a continuing affirmative employment program X
to promote EEO and to identify and eliminate discriminatory policies, procedures, and practices? [see MD-110,
Ch. 1(111)(A); 29 CFR 81614.102(c)] If not, identify the office with this authority in the comments column.
B.2.b. Isthe EEO Director responsible for overseeing the completion of EEO counseling? [see 29 CFR X
§1614.102(c)(4)]
B.2.c. Isthe EEQ Director responsible for overseeing the fair and thorough investigation of EEO complaints? X
[see 29 CFR 81614.102(c)(5)] [This question may not be applicable for certain subordinate level components.]
B.2.d. Isthe EEO Director responsible for overseeing the timely issuance of final agency decisions? [see 29 X
CFR 81614.102(c)(5)] [This question may not be applicable for certain subordinate level components.]
B.2.e. Isthe EEO Director responsible for ensuring compliance with EEOC orders? [see 29 CFR 8§ X
1614.102(e); 1614.502]'
B.2.f. Isthe EEO Director responsible for periodically evaluating the entire EEO program and providing X
recommendations for improvement to the agency head? [see 29 CFR §1614.102(c)(2)]
B.2.g. If the agency has subordinate level components, does the EEO Director provide effective guidance and X no subordinate
coordination for the components? [see 29 CFR 88 1614.102(c)(2); (c)(3)] level components
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measur es, provide
a
brief explanation
in
B.3. The EEO Director and other EEO professional staff are involved in, and thi (?;]acl‘;ge;(r’]"(‘j’ or
" consulted on, management/personnel actions. P

attach
Measures Yes No N/A an EEOC FORM

715-
01 PART H tothe
agency's status

report

B.3.a. Do EEO program officials participate in agency meetings regarding workforce changes that might impact X
EEO issues, including strategic planning, recruitment strategies, vacancy projections, succession planning, and
selections for training/career development opportunities? [see MD-715, I1(B)]

B.3.b. Does the agency’s current strategic plan reference EEO / diversity and inclusion principles? [see X The agency
MD-715, 11(B)] If “yes’, please identify the EEO principles in the strategic plan in the comments column. Strategic Plan
2021-2025
includes diversity
and EEO. One
god isto
"Demonstrate
competent,
trusted and ethical
leadership down
to the lowest
level; where
uniqueness of
cultures and
perspectives are
not only valued
but appreciated.
Where diversity
and inclusion are
not programs but
rather the fabric
of who we are.
We will embrace
and encourage
personal
differencesasa
valued asset.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measurasa,l provide
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

report

B.4. The agency has sufficient budget and staffing to support the success of its

' EEO program.
M easures Yes No N/A

B.4.a. Pursuant to 29 CFR §1614.102(8)(1), has the agency allocated sufficient funding and qualified staffing to
successfully implement the EEO program, for the following areas:

B.4.a.1. to conduct a self-assessment of the agency for possible program deficiencies? [see MD-715, |1(D)]

B.4.a.10. to effectively manage its reasonable accommodation program? [see 29 CFR §1614.203(d)(4)(ii)]

B.4.a.11. to ensure timely and complete compliance with EEOC orders? [see MD-715, 11(E)]

B.4.a.2. to enable the agency to conduct a thorough barrier analysis of its workforce? [see MD-715, |1(B)]

X | X | X | X |X

B.4.a3. to timely, thoroughly, and fairly process EEO complaints, including EEO counseling, investigations,
final agency decisions, and legal sufficiency reviews? [see 29 CFR 88 1614.102(c)(5); 1614.105(b) — (f);
MD-110, Ch. 1(IV)(D) & 5(1V); MD-715, I1(E)]

B.4.a.4. to provide all supervisors and employees with training on the EEO program, including but not limited to X
retaliation, harassment, religious accommodations, disability accommodations, the EEO complaint process, and
ADR?[see MD-715, 11(B) and I11(C)] If not, please identify the type(s) of training with insufficient funding in
the comments column.

B.4.a.5. to conduct thorough, accurate, and effective field audits of the EEO programs in components and the X
field offices, if applicable?[see 29 CFR §1614.102(c)(2)]

B.4.a.6. to publish and distribute EEO materials (e.g. harassment policies, EEO posters, reasonable X
accommaodations procedures)? [see MD-715, [1(B)]

B.4.a.7. to maintain accurate data collection and tracking systems for the following types of data: complaint X
tracking, workforce demographics, and applicant flow data? [see MD-715, I1(E)] If not, please identify the
systems with insufficient funding in the comments section.

B.4.a.8. to effectively administer its special emphasis programs (such as, Federal Women's Program, Hispanic X
Employment Program, and People with Disabilities Program Manager)? [5 USC § 7201; 38 USC § 4214; 5 CFR
§ 720.204; 5 CFR § 213.3102(t) and (u); 5 CFR § 315.709]

B.4.a.9. to effectively manage its anti-harassment program? [see MD-715 Instructions, Sec. |; EEOC X
Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment by Supervisors (1999), § V.C.
1

B.4.b. Does the EEO office have a budget that is separate from other offices within the agency? [see 29 CFR § X
1614.102(a)(1)]

B.4.c. Are the duties and responsibilities of EEO officials clearly defined? [see MD-110, Ch. 1(111)(A), 2(111), & X
6(111)]

B.4.d. Does the agency ensure that all new counselors and investigators, including contractors and collateral X
duty employees, receive the required 32 hours of training, pursuant to Ch. 2(11) (A) of MD-110?

B.4.e. Does the agency ensure that all experienced counselors and investigators, including contractors and X
collateral duty employees, receive the required 8 hours of annual refresher training, pursuant to Ch. 2(11)(C) of
MD-1107?
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measurasa,l provide
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

B.5. The agency recruits, hires, develops, and retains supervisors and managers
" who have effective managerial, communications, and interpersonal skills
Measures Yes No N/A

report
B.5.a Pursuant to 29 CFR §1614.102(a)(5), have all managers and supervisors received orientation, training,
and advice on their responsibilities under the following areas under the agency EEO program: 7 7
B.5.a.1. EEO complaint process? [see MD-715(11)(B)] | x| | |
B.5.a.2. Reasonable Accommodation Procedures? [see 29 CFR 8 1614.102(d)(3)] | X | | |
B.5.a.3. Anti-harassment policy? [see MD-715(11)(B)] | x | | |
B.5.a.4. Supervisory, managerial, communication and interpersonal skillsin order to supervise most effectively X
in aworkplace with diverse employees and avoid disputes arising from ineffective communications? [see
MD-715, 11(B)]
B.5.a.5. ADR, with emphasis on the federal government’s interest in encouraging mutual resolution of disputes X
and the benefits associated with utilizing ADR? [see MD-715(11)(E)]
it Compliance Measure Has For all unmet
I ndicator Been Met measure:z,1 provide
brief explanation
in
the space below or
B.6. The agency involves managers in the implementation of its EEO program. complete and
" M easures Yes No N/A an EEaOtt((’Zi?ORM
715-
01 PART H tothe
agency's status
report
B.6.a. Are senior managers involved in the implementation of Special Emphasis Programs? [see MD-715 X
Instructions, Sec. 1]
B.6.b. Do senior managers participate in the barrier analysis process? [see MD-715 Instructions, Sec. I] | X | | |
B.6.c. When barriers are identified, do senior managers assist in developing agency EEO action plans (Part |,
Part J, or the Executive Summary)? [see MD-715 Instructions, Sec. 1]
B.6.d. Do senior managers successfully implement EEO Action Plans and incorporate the EEO Action Plan X
Objectives into agency strategic plans? [29 CFR §1614.102(a)(5)]
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

Essential Element: C Management and Program Accountability

- Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space below or
C.1. The agency conducts regular internal audits of its component and field offices. complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

, M easures Yes No N/A

report
C.1l.a. Does the agency regularly assess its component and field offices for possible EEO program deficiencies? X SEEM meets with
[see 29 CFR 8§1614.102(c)(2)] If "yes’, please provide the schedule for conducting audits in the comments TAG annualy to
section. discuss EO/EEO
program barriers
and successes.
C.1.b. Does the agency regularly assess its component and field offices on their efforts to remove barriers from X SEEM maintains
the workplace? [see 29 CFR 81614.102(c)(2)] If "yes’, please provide the schedule for conducting auditsin the contact with
comments section. major command
EOASEEO
Counselors and
obtains reportable
data on regular
basis.
C.1.c. Do the component and field offices make reasonable efforts to comply with the recommendations of the X
field audit? [see MD-715, I1(C)]
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021
Agency Self-Assessment Checklist
o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
C.2. The agency has established procedures to prevent all forms of EEO thij&aclitgi?]vc\; or
' discrimination. zra)t tach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
C.2.a Has the agency established comprehensive anti-harassment policy and procedures that comply with X Thisfunction
EEOC’s enforcement guidance? [see MD-715, 11(C); Enforcement Guidance on Vicarious Employer Liability currently handled
for Unlawful Harassment by Supervisors (Enforcement Guidance), EEOC No. 915.002, § V.C.1 (June 18, 1999)] under Labor
Relations.
C.2.a.1. Does the anti-harassment policy require corrective action to prevent or eliminate conduct before it rises X
to the level of unlawful harassment? [see EEOC Enforcement Guidance on Vicarious Employer Liability for
Unlawful Harassment by Supervisors (1999), § V.C.1]
C.2.a.2. Has the agency established afirewall between the Anti-Harassment Coordinator and the EEO Director? X I1G, Labor
[see EEOC Report, Model EEO Program Must Have an Effective Anti-Harassment Program (2006)] Relations, or
MSRB
C.2.a.3. Does the agency have a separate procedure (outside the EEO complaint process) to address harassment X I1G, Labor
allegations? [ see Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment by Relations, or
Supervisors (Enforcement Guidance), EEOC No. 915.002, § V.C.1 (June 18, 1999)] MSRB
C.2.a4. Does the agency ensure that the EEO office informs the anti-harassment program of all EEO counseling X
activity alleging harassment? [ See Enforcement Guidance, V.C.]
C.2.a.5. Does the agency conduct a prompt inquiry (beginning within 10 days of notification) of all harassment X
alegations, including those initially raised in the EEO complaint process? [see Complainant v. Dep't of
Veterans Affairs, EEOC Appeal No. 0120123232 (May 21, 2015); Complainant v. Dep't of Defense (Defense
Commissary Agency), EEOC Appeal No. 0120130331 (May 29, 2015)] If “no”, please provide the percentage
of timely-processed inquiries in the comments column.
C.2.a.6. Do the agency’ s training materials on its anti-harassment policy include examples of disability-based X
harassment? [see 29 CFR §1614.203(d)(2)]
C.2.b. Has the agency established disability reasonable accommodation procedures that comply with EEOC's X
regulations and guidance? [see 29 CFR §1614.203(d)(3)]
C.2.b.1. Isthere adesignated agency official or other mechanism in place to coordinate or assist with processing X
requests for disability accommodations throughout the agency? [see 29 CFR 8§1614.203(d)(3)(D)]
C.2.b.2. Has the agency established afirewall between the Reasonable Accommodation Program Manager and X
the EEO Director? [see MD-110, Ch. 1(1V)(A)]
C.2.b.3. Does the agency ensure that job applicants can request and receive reasonable accommodations during X
the application and placement processes? [see 29 CFR §1614.203(d)(1)(ii)(B)]
C.2.b.4. Do the reasonable accommodation procedures clearly state that the agency should process the request X
within amaximum amount of time (e.g., 20 business days), as established by the agency in its affirmative action
plan?[see 29 CFR §1614.203(d)(3)(i)(M)]
C.2.b.5. Does the agency process all initial accommodation requests, excluding ongoing interpretative services, X
within the time frame set forth in its reasonable accommodation procedures? [see MD-715, 11(C)] If “no”, please
provide the percentage of timely-processed requests, excluding ongoing interpretative services, in the comments
column.
C.2.c. Has the agency established procedures for processing requests for personal assistance services that X
comply with EEOC' s regulations, enforcement guidance, and other applicable executive orders, guidance, and
standards? [see 29 CFR §1614.203(d)(6)]
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

C.2.c.1. Does the agency post its procedures for processing requests for Personal Assistance Services on its X https://

public website? [see 29 CFR 81614.203(d)(5)(v)] If “yes’, please provide the internet address in the comments www.pa.ng.mil/

column. Offices-Programs/
State-Equal-
Employment-
Manager-SEEM/
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715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021
Agency Self-Assessment Checklist
o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
C.3. The agency evaluates managers and supervisors on their efforts to ensure thij&aclitgi?]vc\; or
equal employment opportunity. P
$ M easures Yes | No | NiA attach
an EEOC FORM
715-
01 PART H tothe
agency's status
report
C.3.a Pursuant to 29 CFR §1614.102(a)(5), do al managers and supervisors have an element in their X TAG memo
performance appraisal that evaluates their commitment to agency EEO policies and principles and their signed 10 June
participation in the EEO program? 2019, subject
"Eva uation of
Managers and
Supervisors of
Technicianson
Efforts to Ensure
Equal
Employment
Opportunity.”
C.3.b. Does the agency require rating officials to evaluate the performance of managers and supervisors based
on the following activities:
C.3.b.1. Resolve EEO problems/disagreements/conflicts, including the participation in ADR proceedings? [see X
MD-110, Ch. 3.1]
C.3.b.2. Ensure full cooperation of employees under his’her supervision with EEO officials, such as counselors X
and investigators? [see 29 CFR §1614.102(b)(6)]
C.3.b.3. Ensure aworkplace that is free from all forms of discrimination, including harassment and retaliation? X
[see MD-715, 11(C)]
C.3.b.4. Ensure that subordinate supervisors have effective managerial, communication, and interpersonal skills X
to supervise in aworkplace with diverse employees? [see MD-715 Instructions, Sec. ]
C.3.b.5. Provide religious accommodations when such accommodations do not cause an undue hardship? [see X
29 CFR §1614.102(a)(7)]
C.3.b.6. Provide disability accommodeations when such accommodations do not cause an undue hardship? [ see X
29 CFR §1614.102(a)(8)]
C.3.b.7. Support the EEO program in identifying and removing barriers to equa opportunity?. [see MD-715, X
Q)]
C.3.b.8. Support the anti-harassment program in investigating and correcting harassing conduct?. [see X
Enforcement Guidance, V.C.2]
C.3.b.9. Comply with settlement agreements and orders issued by the agency, EEOC, and EEO-related cases X
from the Merit Systems Protection Board, labor arbitrators, and the Federal Labor Relations Authority? [see
MD-715, I1(C)]
C.3.c. Does the EEO Director recommend to the agency head improvements or corrections, including remedial X
or disciplinary actions, for managers and supervisors who have failed in their EEO responsibilities? [see 29 CFR
§1614.102(c)(2)]
C.3.d. When the EEO Director recommends remedial or disciplinary actions, are the recommendations regularly X Head of Agency
implemented by the agency? [see 29 CFR §1614.102(c)(2)] isthe decision
maker and final
authority
regarding
agency’s position
on EEO matters
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
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Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measurasa,l provide
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

C.4. The agency ensures effective coordination between its EEO program and
" Human Resources (HR) program.
M easures Yes No N/A

report

C.4.a. Do the HR Director and the EEO Director meet regularly to assess whether personnel programs, policies, X

and procedures conform to EEOC laws, instructions, and management directives? [see 29 CFR §1614.102(a)(2)]

C.4.b. Has the agency established timetables/schedules to review at regular intervalsits merit promotion X

program, employee recognition awards program, employee devel opment/training programs, and management/

personnel policies, procedures, and practices for systemic barriers that may be impeding full participation in the

program by all EEO groups? [see MD-715 Instructions, Sec. 1]

C.4.c. Does the EEO office have timely access to accurate and complete data (e.g., demographic data for the X

workforce, applicants, training programs, etc.) required to prepare the MD-715 workforce data tables? [see 29

CFR §1614.601(a)]

C.4.d. Does the HR office timely provide the EEO office with access to other data (e.g., exit interview data, X Exit interview

climate assessment surveys, and grievance data), upon request? [see MD-715, 11(C)] datais not
availablefor
FY21. HROis
looking into
establishing a
process to
conduct and
collect exit
interviews.

C.4.e. Pursuant to Section I1(C) of MD-715, does the EEO office collaborate with the HR office to: | | | |

C.4.e1. Implement the Affirmative Action Plan for Individuals with Disabilities? [see 29 CFR §1614.203(d); X

MD-715, I1(C)]

C.4.e.2. Develop and/or conduct outreach and recruiting initiatives? [see MD-715, 11(C)] X Title 5 positions
are announced
through USA
Jobs and the PA
National Guard
Association Job
Board which is
accessed by
disabled veterans.

C.4.e.3. Develop and/or provide training for managers and employees? [see MD-715, 11(C)] | X | | |

C.4.e4. |dentify and remove barriers to equal opportunity in the workplace? [see MD-715, 11(C)] | X | | |

C.4.e5. Assigt in preparing the MD-715 report? [see MD-715, 11(C)] | x | | |
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715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
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Agency Self-Assessment Checklist
o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
C.5. Following afinding of discrimination, the agency explores whether it should thij&aclitgi?]vc\; or
take adisciplinary action. P
$ M easures Yes | No | NiA attach
an EEOC FORM
715-
01 PART H tothe
agency's status
report
C.5.a Does the agency have adisciplinary policy and/or table of penalties that covers discriminatory conduct? X
[see 29 CFR 81614.102(a)(6); see also Douglasv. Veterans Administration, 5 MSPR 280 (1981)]
C.5.b. When appropriate, does the agency discipline or sanction managers and employees for discriminatory X 1
conduct? [see 29 CFR §1614.102(a)(6)] If “yes’, please state the number of disciplined/sanctioned individuals
during this reporting period in the comments.
C.5.c. If the agency has afinding of discrimination (or settles cases in which afinding was likely), does the X
agency inform managers and supervisors about the discriminatory conduct (e.g., post mortem to discuss lessons
learned)? [see MD-715, 11(C)]
o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
the space below or
' C.6. The EEO office advises managers/supervisors on EEO matters. complete and
attach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
C.6.a. Does the EEO office provide management/supervisory officials with regular EEO updates on at least an X State Equal
annual basis, including EEO complaints, workforce demographics and data summaries, legal updates, barrier Employment
analysis plans, and special emphasis updates? [see MD-715 Instructions, Sec. 1] If “yes’, please identify the Manager (SEEM)
frequency of the EEO updates in the comments column. participates
quarterly with
Commanders
Ready &
Resilient Council
regarding updates
on EO
complaints. Meets
with the State
Joint Diversity
Council 3-4 times/
year during which
EO/EEQ climate
issues are
discussed.
C.6.b. Are EEO officials readily available to answer managers and supervisors questions or concerns? [see X
MD-715 Instructions, Sec. ]
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Agency Self-Assessment Checklist
Essential Element: D Proactive Prevention
o Compliance Measure Has For all unmet
I ndicator Been Met measures, provide
a
brief explanation
in
D.1. The agency conducts a reasonabl e assessment to monitor progress towards thijr;aﬁztze;?]v; or
, achieving equal employment opportunity throughout the year. gt tach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
D.1.a. Does the agency have a process for identifying triggers in the workplace? [see MD-715 Instructions, Sec. X
1]
D.1.b. Does the agency regularly use the following sources of information for trigger identification: workforce X
data; complaint/grievance data; exit surveys, employee climate surveys; focus groups; affinity groups; union;
program evaluations; special emphasis programs; and/or external special interest groups? [see MD-715
Instructions, Sec. 1]
D.1.c. Does the agency conduct exit interviews or surveys that include questions on how the agency could X HRO islooking
improve the recruitment, hiring, inclusion, retention and advancement of individuals with disabilities? [see 29 into an effective
CFR §1614.203(d)(1)(iii)(C)] way of
conducting exit
interviews.
et Compliance Measure Has For all unme_t
I ndicator Been Met measur es, provide
a
brief explanation
in
D.2. The agency identifies areas where barriers may exclude EEO groups thi(?;aﬁitzi%' or
(reasonable basis to act.) P
¥ Measures Yes | No | N attach
an EEOC FORM
715-
01 PART H tothe
agency's status
report
D.2.a. Does the agency have a process for analyzing the identified triggers to find possible barriers? [see X
MD-715, (11)(B)]
D.2.b. Does the agency regularly examine the impact of management/personnel policies, procedures, and X
practices by race, national origin, sex, and disability? [see 29 CFR 81614.102(a)(3)]
D.2.c. Does the agency consider whether any group of employees or applicants might be negatively impacted X At bi-weekly
prior to making human resource decisions, such as re-organizations and realignments? [see 29 CFR §1614.102(a) managers staff
3 meeting
D.2.d. Does the agency regularly review the following sources of information to find barriers: complaint/ X Complaints,
grievance data, exit surveys, employee climate surveys, focus groups, affinity groups, union, program climate surveys
evaluations, anti-harassment program, specia emphasis programs, and/or external special interest groups? [see
MD-715 Instructions, Sec. I]] If “yes’, please identify the data sources in the comments column.
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Agency Self-Assessment Checklist

o Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
the space below or
" D.3. The agency establishes appropriate action plans to remove identified barriers. complete and
attach
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
D.3.a. Does the agency effectively tailor action plans to address the identified barriers, in particular policies, X
procedures, or practices? [see 29 CFR §1614.102(a)(3)]
D.3.b. If the agency identified one or more barriers during the reporting period, did the agency implement a plan X
in Part |, including meeting the target dates for the planned activities? [see MD-715, 11(D)]
D.3.c. Does the agency periodically review the effectiveness of the plans? [see MD-715, |1(D)] | X | | |
= Compliance Measure Has For all unmet
I ndicator Been Met measur es, provide
a
brief explanation
in
D.4. The agency has an affirmative action plan for people with disabilities, thijgﬁ;%i?}g or
including those with targeted disabilities. P
’ M easures Yes No N/A attach
an EEOC FORM
715-

01 PART H tothe
agency's status
report

D.4.a. Does the agency post its affirmative action plan on its public website? [see 29 CFR §1614.203(d)(4)] If X Request was
yes, please provide the internet address in the comments. made on 2/24/22
to have the AAP
posted on the
SEEM's public
page at https.//
www.pa.ng.mil/
Offices-Programs/
State-Equal-
Employment-
Manager-SEEM/

D.4.b. Does the agency take specific steps to ensure qualified people with disabilities are aware of and X
encouraged to apply for job vacancies? [see 29 CFR §1614.203(d)(1)(i)]

D.4.c. Does the agency ensure that disability-related questions from members of the public are answered X
promptly and correctly? [see 29 CFR 81614.203(d)(1)(ii)(A)]

D.4.d. Has the agency taken specific steps that are reasonably designed to increase the number of persons with X
disabilities or targeted disabilities employed at the agency until it meets the goals? [see 29 CFR 81614.203(d)(7)
(in)]
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Agency Self-Assessment Checklist
Essential Element: E Efficiency
- Compliance Measure Has For all unmet
I ndicator Been Met measures, provide
a
brief explanation
in
E.1. The agency maintains an efficient, fair, and impartial complaint resolution the spacle below or
, process. compt tetehand
attacl
M easures Yes No N/A an EEOC FORM
715-
01 PART H tothe
agency's status
report
E.1.a. Doesthe agency timely provide EEO counseling, pursuant to 29 CFR §1614.105? | |
E.1.b. Does the agency provide written notification of rights and responsibilities in the EEO process during the
initial counseling session, pursuant to 29 CFR §1614.105(b)(1)?
E.1.c. Does the agency issue acknowledgment letters immediately upon receipt of aformal complaint, pursuant X
to MD-110, Ch. 5(1)?
E.1.d. Does the agency issue acceptance letters/dismissal decisions within areasonable time (e.g., 60 days) after X 30-60 days
receipt of the written EEO Counselor report, pursuant to MD-110, Ch. 5(1)? If so, please provide the average
processing time in the comments.
E.1.e. Doesthe agency ensure that all employees fully cooperate with EEO counselors and EEO personnel in the X
EEO process, including granting routine access to personnel records related to an investigation, pursuant to 29
CFR 81614.102(b)(6)?
E.1.f. Does the agency timely complete investigations, pursuant to 29 CFR §1614.108? | |
E.1.g. If the agency does not timely complete investigations, does the agency notify complainants of the date by
which the investigation will be completed and of their right to request a hearing or file alawsuit, pursuant to 29
CFR 8§1614.108(g)?
E.1.h. When the complainant did not request a hearing, does the agency timely issue the final agency decision, X
pursuant to 29 CFR §1614.110(b)?
E.1.i. Does the agency timely issue final actions following receipt of the hearing file and the administrative X
judge’ s decision, pursuant to 29 CFR §1614.110(a)?
E.1,. If the agency uses contractors to implement any stage of the EEO complaint process, does the agency hold X Agency utilized
them accountable for poor work product and/or delays? [See MD-110, Ch. 5(V)(A)] If “yes’, please describe trained employees
how in the comments column. and/or
Investigations &
Resolutions
Directorate (IRD)
instead of
contractors.
E.1.k. If the agency uses employees to implement any stage of the EEO complaint process, does the agency hold X
them accountable for poor work product and/or delays during performance review? [See MD-110, Ch. 5(V)(A)]
E.1.I. Does the agency submit complaint files and other documents in the proper format to EEOC through the X
Federal Sector EEO Portal (FedSEP)? [See 29 CFR § 1614.403(g)]
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Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measuresa,l provide
brief explanation
in
the space below or
" E.2. The agency has a neutral EEO process. complete and
attach
Measures Yes | No | NA | o) EEOC FORM
715-
01 PART H tothe
agency's status

report

E.2.a. Has the agency established a clear separation between its EEO complaint program and its defensive X The agency
function? [see MD-110, Ch. 1(1V)(D)] If “yes’, please explain. representative in
EEO formal
complaints does
not conduct legal
sufficiency
reviews of EEO
matters. When
necessary and
requested by the
EEO office, lega
sufficiency
reviews
conducted outside
the EEO office
are handled by
Judge Advocates
(JAS) separate
and apart from the
agency's
defensive
function. For
example, field
JAsinstead of
Joint Force
Headquarters
JAs)

E.2.b. When seeking legal sufficiency reviews, does the EEO office have access to sufficient legal resources X PA National
separate from the agency representative? [see MD-110, Ch. 1(1V)(D)] If “yes’, please identify the source/ Guard Brigades
location of the attorney who conducts the legal sufficiency review in the comments column. and Wings have
assigned Judge
Advocates (JAS).
These JAs can be
called upon to
conduct legal
sufficiency
reviews. Their
locations are
scattered
throughout PA.

E.2.c. If the EEO office relies on the agency’ s defensive function to conduct the legal sufficiency review, is X
there afirewall between the reviewing attorney and the agency representative? [see MD-110, Ch. 1(1V)(D)]

E.2.d. Does the agency ensure that its agency representative does not intrude upon EEO counseling, X
investigations, and final agency decisions? [see MD-110, Ch. 1(1V)(D)]

E.2.e. If applicable, are processing time frames incorporated for the legal counsel’ s sufficiency review for timely X
processing of complaints? [see EEOC Report, Attaining aModel Agency Program: Efficiency (Dec. 1, 2004)]
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Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measurasa,l provide
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

E.3. The agency has established and encouraged the widespread use of afair
" alternative dispute resolution (ADR) program.

M easures Yes No N/A

report
E.3.a. Has the agency established an ADR program for use during both the pre-complaint and formal complaint X
stages of the EEO process? [see 29 CFR §1614.102(b)(2)]
E.3.b. Does the agency reguire managers and supervisorsto participate in ADR once it has been offered? [see X Mediation is
MD-715, 11(A)(1)] voluntary but

supervisors and
managers commit
full support to the

program
E.3.c. Does the Agency encourage all employeesto use ADR, where ADR is appropriate? [See MD-110, Ch. X
30v)(©)]
E.3.d. Does the agency ensure a management official with settlement authority is accessible during the dispute X

resolution process? [see MD-110, Ch. 3(111)(A)(9)]

E.3.e. Does the agency prohibit the responsible management official named in the dispute from having X
settlement authority? [see MD-110, Ch. 3(1)]

E.3.f. Does the agency annually evaluate the effectiveness of its ADR program? [see MD-110, Ch. 3()(D)] | X | | |
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Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measurasa,l provide
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

E.4. The agency has effective and accurate data collection systems in place to
" evaluate its EEO program.
M easures Yes No N/A

report

E.4.a. Does the agency have systems in place to accurately collect, monitor, and analyze the following data: | | | |

E.4.a1. Complaint activity, including the issues and bases of the complaints, the aggrieved individuals/ X

complainants, and the involved management official? [see MD-715, 11(E)]

E.4.a.2. Therace, national origin, sex, and disability status of agency employees? [see 29 CFR §1614.601(a)] X Disability infois
not aways
available

E.4.a.3. Recruitment activities? [see MD-715, 11(E)] | x | | |

E.4.a4. Externa and internal applicant flow data concerning the applicants’ race, national origin, sex, and X Collected data

disability status? [see MD-715, II1(E)] does not parcel
out this
information
(externa vs.
internal
applicants.)

E.4.a5. The processing of requests for reasonable accommodation? [29 CFR §1614.203(d)(4)] | x| | |

E.4.a.6. The processing of complaints for the anti-harassment program? [see EEOC Enforcement Guidance on

Vicarious Employer Liability for Unlawful Harassment by Supervisors (1999), § V.C.2]

E.4.b. Does the agency have a system in place to re-survey the workforce on aregular basis? [MD-715 X The military

Instructions, Sec. 1] members of the
agency take
annual command
climate surveys.
Civilian
employees may
not be surveyed
on aregular basis
unless they still
assigned to a
military command.
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Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measurasa,l provide
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

report

E.5.a. Does the agency monitor trends in its EEO program to determine whether the agency is meeting its X A complaint
obligations under the statutes EEOC enforces? [see MD-715, |I(E)] If “yes’, provide an examplein the tracker is
comments. maintained
capturing data
such as
(pre)complaint
file date/suspense
date, status
regarding
procedural steps
to ensure
adherence with
process, whether
or not disciplinary
action istaken as
applicable etc.

E.5. The agency identifies and disseminates significant trends and best practicesin
" its EEO program.
M easures Yes No N/A

E.5.b. Does the agency review other agencies’ best practices and adopt them, where appropriate, to improve the X The National
effectiveness of its EEO program? [see MD-715, II1(E)] If “yes’, provide an example in the comments. Guard Bureau's
policy for
reasonable
accommodation
was considered in
updating the
agency's policy.

E.5.c. Does the agency compare its performance in the EEO process to other federal agencies of similar size? X
[see MD-715, |I(E)]
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Agency Self-Assessment Checklist

Essential Element: F Responsiveness and Legal Compliance

- Compliance Measure Has For all unmet
I ndicator Been Met measures, provide
a
brief explanation
in
F.1. The agency has processes in place to ensure timely and full compliance with thijr;aﬁztze;?]v; or
EEOC orders and settlement agreements. P
, Measures Yes No N/A attach
an EEOC FORM
715-
01 PART H tothe
agency's status
report
F.1.a. Does the agency have a system of management controls to ensure that its officials timely comply with X
EEOC orders/directives and final agency actions? [see 29 CFR §1614.102(e); MD-715, 11(F)]
F.1.b. Does the agency have a system of management controls to ensure the timely, accurate, and complete X
compliance with resolutions/settlement agreements? [see MD-715, 11(F)]
F.1.c. Are there procedures in place to ensure the timely and predictable processing of ordered monetary relief? X
[see MD-715, 11(F)]
F.1.d. Are proceduresin place to process other forms of ordered relief promptly? [see MD-715, 11(F)] | X | | |
F.1.e. When EEOC issues an order requiring compliance by the agency, does the agency hold its compliance X [No ordersissued
officer(s) accountable for poor work product and/or delays during performance review? [see MD-110, Ch. 9(1X)
(H)
== Compliance Measure Has For all unmet
I ndicator Been Met measures, provide
a
brief explanation
in
F.2. The agency complies with the law, including EEOC regulations, management thimaﬁZZizg or
directives, orders, and other written instructions. p
" M easures Yes No N/A attach
an EEOC FORM
715-
01 PART H tothe
agency's status
report
F.2.a. Does the agency timely respond and fully comply with EEOC orders? [see 29 CFR §1614.502; MD-715, X
e
F.2.a.1. When a complainant requests a hearing, does the agency timely forward the investigative file to the X
appropriate EEOC hearing office? [see 29 CFR §1614.108(g)]
F.2.a.2. When there isafinding of discrimination that is not the subject of an appeal by the agency, does the X No finding of
agency ensure timely compliance with the orders of relief? [see 29 CFR §1614.501] discrimination nor
orders of relief
issued in FY 20.
F.2.a.3. When a complainant files an appeal, does the agency timely forward the investigative fileto EEOC's X
Office of Federal Operations? [see 29 CFR §1614.403(e)]
F.2.a.4. Pursuant to 29 CFR 81614.502, does the agency promptly provide EEOC with the required X
documentation for completing compliance?

Page 30




EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Agency Self-Assessment Checklist

e Compliance Measure Has For all unmet
Indicator Been Met measur es, provide
a
brief explanation
in
the space below or
F.3. The agency reports to EEOC its program efforts and accomplishments. complete and
attach
an EEOC FORM
715-
01 PART H tothe
agency's status

" M easures Yes No N/A

report
F.3.a. Does the agency timely submit to EEOC an accurate and complete No FEAR Act report? [Public Law X Asof FY22
107-174 (May 15, 2002), §203(a)] Agency is

compliant with
submitting the
report to EEOC at
OFONOFEAR@e
Prior to this, the
EEOC url at
NoFEAR.URLS@
was non-
functional and
submissions came

back as
undeliverable/
unknown address/
access denied.
F.3.b. Does the agency timely post on its public webpage its quarterly No FEAR Act data? [see 29 CFR X
§1614.703(d)]

Essential Element: O Other
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Plan to Attain Essential Elements

PART H.1

ggfiilznecs;r.iption of Program A.2.a.2. Reasonable accommodation procedures? [see 29 CFR § 1614.203(d)(3)]

The agency does not disseminate the following policies and procedures to all employees: Reasonable Accommodation policy

Objectives for EEO Plan
DatelInitisted |Target Date Date Modified |Date Completed | Objective Description
02/01/2022 09/30/2022 RA policy for the Agency isin the process of being updated with the goal of getting TAG
signature by end of FY 22. Upon approval, this policy will be disseminated and posted
throughout the Agency.
Responsible Officials
Title Name Standards Address the Plan?
Equal Employment Specialist Patty Lundsted No
Planned Activities
Target Date Planned Activity Sufficient Modified Date | Completion
Staffing & Date
Funding?
04/01/2022 Update the RA policy to incorporate recently published guidance from the National Guard Yes
Bureau.
06/01/2022 Have updated RA policy reviewed utilizing applicable staff routing procedures. Yes
09/30/2022 Have updated RA policy signed by TAG and disseminated throughout the agency. Yes
7 Accomplishments
Fiscal Accomplishment

Year
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Plan to Attain Essential Elements

PART H.2
Brief Description of Program | A.1.a. Does the agency annually issue a signed and dated EEO policy statement on agency letterhead that clearly communicates the
Deficiency: agency’ s commitment to EEO for all employees and applicants? If “Yes’, please provide the annual issuance date in the comments
column. [see MD-715, II(A)]

The agency does not annually issue a signed and dated EEO policy statement. Rather, the policy statement is updated and re-issued when a new Adjutant General
assumes command which is approximately every 3-4 years. The most recent TAG was officialy appointed approximately mid-FY 21 and signed updated EO/EEO

policy memo in FY 22.
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Plan to Attain Essential Elements

PART H.3

Brief Description of Program | B.1.a.2. Does the agency’ s organizational chart clearly define the reporting structure for the EEO office? [see 29 CFR §1614.102(b)
Deficiency: (4)]

Asof FY 22 the organizational chart is to be updated. For FY 21, the agency’ s organizational chart does not clearly define the reporting structure for the EEO office
IAW 29 CFR §1614.102(b)(4)

Objectivesfor EEO Plan
Date Initiated | Target Date Date Modified |Date Completed | Objective Description
05/10/2022 09/30/2023

Identify EEO office within the Agency's Organization Chart

Responsible Officials
Title Name Standards Address the Plan?
SEEM Dr. Millicent Carvalho-Grevious Yes
Planned Activities
Target Date Planned Activity Sufficient Modified Date | Completion
Staffing & Date
Funding?
09/30/2022 Discuss with senior leaders how the DMV A Organization Chart does not include or list an Yes
EEO office.
Accomplishments
Fisca Accomplishment
Year
2022 [On 24 May 2022, the SEEM contacted TAG regarding the need to have an organizational chart clarifying the EEO office direct reportsto TAG. TAG
initiated getting the change made.
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Plan to Attain Essential Elements

PART H.4
Brief Description of Program | D.1.c. Does the agency conduct exit interviews or surveys that include questions on how the agency could improve the recruitment,
Deficiency: hiring, inclusion, retention and advancement of individuals with disabilities? [see 29 CFR §1614.203(d)(1)(iii)(C)]

The agency does conduct exit interviews or surveys that include questions on how the agency could improve the recruitment, hiring, inclusion, retention and
advancement of individuals with disabilities IAW 29 CFR 8§1614.203(d)(1)(iii)(C)

Objectivesfor EEO Plan
Date Initiated | Target Date Date Modified |Date Completed | Objective Description
05/10/2022 09/30/2023 Incorporate questions into the exit interviews or surveys that ask how the agency could
improve the recruitment, hiring, inclusion, retention and advancement of individuals with
disabilities.
Responsible Officials
Title Name Standards Address the Plan?
Planned Activities
Target Date Planned Activity Sufficient Modified Date | Completion
Staffing & Date
Funding?
09/30/2023 SEEM office to request HRO add a question to the exit survey asking how the agency could Yes
improve the recruitment, hiring, inclusion, retention and advancement of individuals with
disahilities.
7 Accomplishments
Fiscal Accomplishment

Year
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Plan to Attain Essential Elements

PART H.5

ggfiilzne(?/rllptlon of Program E.4.b. Does the agency have a system in place to re-survey the workforce on aregular basis? [MD-715 Instructions, Sec. 1]

The agency does not have a system in place to re-survey the workforce on aregular basis IAW MD-715 Instructions, Sec. |

Objectives for EEO Plan

DatelInitisted |Target Date Date Modified |Date Completed | Objective Description

05/10/2022 09/30/2023 Establish a system to re-survey the workforce on aregular basis IAW MD-715 Instructions,
Sec. |
Responsible Officials

Title Name Standards Address the Plan?
Planned Activities
Target Date Planned Activity Sufficient Modified Date | Completion
Staffing & Date
Funding?
09/30/2023 SEEM office to meet with senior leaders to determine how to establish a system to re-survey Yes
the workforce on aregular basis.

Accomplishments

Fiscal Accomplishment
Year
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Plan to Attain Essential Elements

PART H.6

Brief Description of Program | E.4.a.4. External and internal applicant flow data concerning the applicants' race, national origin, sex, and disability status? [see
Deficiency: MD-715, 11(E)]

The Applicant Flow Data Detail Report received by the Agency does not discern between external and internal applicants, therefore the Agency is unable to report on
external and internal applicant flow data concerning the applicants' race, national origin, sex, and disability status? [see MD-715, |1(E)]

Objectivesfor EEO Plan
Date Initiated | Target Date Date Modified |Date Completed | Objective Description
07/08/2020 09/30/2021 09/30/2023 Determine if and how such data could be collected.
Responsible Officials
Title Name Standards Address the Plan?
SEEM and HRO Millicent Carvalho-Grevious and COL Patrick Moore No
Planned Activities
Target Date Planned Activity Sufficient Modified Date | Completion
Staffing & Date
Funding?
09/30/0023 SEEM office meet with HRO to determine if and how such data could be collected. Yes

Accomplishments
Accomplishment

Fiscal
Year
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
DOD DNGB Pennsylvania National Guard I For period covering October 1, 2020 to September 30, 2021

Plan to Attain Essential Elements

PART H.7

Brief Description of Program | F.3.a. Does the agency timely submit to EEOC an accurate and complete No FEAR Act report? [Public Law 107-174 (May 15,
Deficiency: 2002), §203(a)]

Asof FY 22, the Agency is complaint with this. For FY 21, the Agency was unable to submit the No FEAR Act report directly to EEOC because their url was not
functioning.

Objectivesfor EEO Plan
Date Initiated | Target Date Date Modified |Date Completed | Objective Description
04/04/2019 09/30/2019 03/31/2022 Seek resolution for submitting No FEAR Act datato EEOC
Responsible Officials
Title Name Standards Address the Plan?
Equal Employment Specialist Patty Lundsted No
Planned Activities
Target Date Planned Activity Sufficient Modified Date | Completion
Staffing & Date
Funding?
04/04/2019 Contact NGB EO Office to request guidance on how to submit No FEAR Act datato EEOC. Yes 04/09/2019
Accomplishments
Fiscal Accomplishment
Y ear

2018 |Emailed NGB EO Officeinquiring if they are aware of a solution for submitting No FEAR Act datato EEOC because when this worker submits the
report to NoOFEAR.URL @eeoc.gov this worker receives the emailed response, "Delivery has failed to these recipients or groups.” NGB EO Office
responded recommending contacting the EEOC.

2022 [In March 2022, the Associate Director, Office of Federal Operations, EEOC, sent an email to EEO Directors and Officials directing them to send EEOC's
copies of the No Fear Report to OFONOFEAR@eeoc.gov. Agency has complied with this guidance.
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PART | EEO PROGRAM STATUS REPORT
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Plan to Eliminate | dentified Barriers
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MD-715-Part J
Special Program Plan
for the Recruitment, Hiring, Advancement, and
Retention of Personswith Disabilities

To capture agencies’ affirmative action plan for persons with disabilities (PWD) and
persons with targeted disabilities (PWTD), EEOC regulations (29 C.F.R. § 1614.203(e))
and MD-715 require agencies to describe how their affirmative action plan will improve the
recruitment, hiring, advancement, and retention of applicants and employees with
disabilities.

Section |: Effortsto Reach Regulatory Goals

EEOC regulations (29 CFR §1614.203(d)(7)) require agencies to establish specific numerical goals for increasing the
participation of persons with disabilities and persons with targeted disabilities in the federal government

1. Using the goal of 12% as the benchmark, does your agency have atrigger involving PWD by grade level cluster in the permanent workforce? If “yes’,
describe the trigger(s) in the text box.

a.Cluster GS-1 to GS-10 (PWD) Answer  Yes
b.Cluster GS-11 to SES (PWD) Answer  Yes

a. Per workforce data Table B4 (Permanent), 12 out of 347 or 3% of employees
are PWD. This includes both T32 and T5 employees. If only T5 employees are
considered, 6% are PWD. b. Per workforce data Table B4 (Permanent), 10 out
of 317 or 3% of employees are PWD. This includes both T32 and T5
employees. If only T5 employees are considered, 0% are PWD.

*For GS employees, please use two clusters: GS-1 to GS-10 and GS-11 to SES, as set forth in 29 C.F.R. § 1614.203(d)

(7). For al other pay plans, please use the approximate grade clusters that are above or below GS-11 Step 1 in the
Washington, DC metropolitan region.

2. Using the goal of 2% as the benchmark, does your agency have atrigger involving PWTD by grade level cluster in the permanent workforce? If “yes’,
describe the trigger(s) in the text box.

a.Cluster GS-1to GS-10 (PWTD) Answer  Yes
b.Cluster GS-11 to SES (PWTD) Answer  Yes

a. Per workforce data Table B4 (Permanent), 2 out of 347 or 1% of employees
are PWTD. This includes both T32 and T5 employees. b. Per workforce data
Table B4 (Permanent), 1 out of 317 or 0% of employees are PWTD. This
includes both T32 and T5 employees.

3. Describe how the agency has communicated the numerical goals to the hiring managers and/or recruiters.

Discussions among Agency EEO/EO office, Human Resources, Labor
Relations, and Agency Head (TAG)

Section |1: Model Disability Program

Pursuant to 29 C.F.R. § 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire
persons with disabilities and persons with targeted disabilities, administer the reasonable accommodation program and
special emphasis program, and oversee any other disability hiring and advancement program the agency hasin place.

A.PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY
PROGRAM

1. Hasthe agency designated sufficient qualified personnel to implement its disability program during the reporting period? If “no”, describe the
agency’s plan to improve the staffing for the upcoming year.

Answer Yes

2. Identify all staff responsible for implementing the agency's disability employment program by the office, staff employment status, and responsible
official.
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# of FTE Staff By Employment Status

Responsible Official (Name, Title,
Disability Program Task Full Time Part Time Collateral Duty Office Email)

Architectural Barriers Act Compliance 0 0 1 Scott Niles
Human Resources Deputy Director
scott.d.niles.civ@army.mil

Special Emphasis Program for PWD and PWTD 0 0 1 Patty L undsted

Equa Employment Specialist
patrice.m.lundsted.civ@army.mil
Processing applications from PWD and PWTD 0 0 1 Scott Niles

Human Resources Deputy Director
scott.d.niles.civ@army.mil

Answering questions from the public about 0 0 1 Scott Niles

hiring authorities that take disability into Human Resources Deputy Director

account scott.d.niles.civ@army.mil

Processing reasonable accommodation requests 0 0 1 Scott Niles

from applicants and employees Human Resources Deputy Director
scott.d.niles.civ@army.mil

Section 508 Compliance 0 0 1 Scott Niles

Human Resources Deputy Director
scott.d.niles.civ@army.mil

3. Has the agency provided disability program staff with sufficient training to carry out their responsibilities during the reporting period? If “yes’, describe
the training that disability program staff have received. If “no”, describe the training planned for the upcoming year.

Answer Yes

Staff attended various EO/EEO trainings through Defense EO Management
Institute, EEO Commission, and/or Army Learning Management System.

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM

Has the agency provided sufficient funding and other resources to successfully implement the disability program
during the reporting period? If “no”, describe the agency’s plan to ensure all aspects of the disability program have
sufficient funding and other resources

Answer Yes

Section I11: Plan to Recruit and Hire Individualswith Disabilities

Pursuant to 29 C.F.R. §1614.203(d)(1)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring
of individuals with disabilities. The questions below are designed to identify outcomes of the agency’ s recruitment
program plan for PWD and PWTD

A. PLANTO IDENTIFY JOB APPLICATIONSWITH DISABILITIES
1. Describe the programs and resources the agency uses to identify job applicants with disabilities, including individuals with targeted disabilities.

Prior to advertising any position to the public, the Agency is required to vet
applicants through the DoD Priority Placement Program (PPP) for persons who
have been displaced from Federal Government employment. If a qualified
applicant is identified and certified through PPP that person is offered the job.
The next pool of applicants would come from internal resources to include
internal agency and Federal employees. Only after these measures have been
taken can the job be announced to the public. Veterans receive preference.
The State Equal Employment Manager's office will encourage and coordinate
with HR to recruit persons with disabilities. However, HR has to follow their
procedural processes.

2. Pursuant to 29 C.F.R. §1614.203(a)(3), describe the agency’ s use of hiring authorities that take disability into account (e.g., Schedule A) to recruit PWD
and PWTD for positionsin the permanent workforce

IN/A |

3. Whenindividuals apply for aposition under a hiring authority that takes disability into account (e.g., Schedule A), explain how the agency (1)
determines if theindividual is eligible for appointment under such authority; and, (2) forwards the individual's application to the relevant hiring officials
with an explanation of how and when the individual may be appointed.

INn/A |

4. Hasthe agency provided training to al hiring managers on the use of hiring authorities that take disability into account (e.g., Schedule A)? If “yes’,
describe the type(s) of training and frequency. If “no”, describe the agency’s plan to provide this training.
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Answer N/A

B. PLANTO ESTABLISH CONTACTSWITH DISABILITY EMPLOYMENT ORGANIZATIONS

Describe the agency’ s efforts to establish and maintain contacts with organizations that assist PWD, including PWTD,
in securing and maintaining employment.

The State Equal Employment Manager attended a conference promoting hiring
of PWD/PWTD.

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among the new hiresin the
permanent workforce? If “yes’, please describe the triggers below.

a New Hiresfor Permanent Workforce (PWD) Answer Yes
b. New Hiresfor Permanent Workforce (PWTD) Answer  Yes

a. Workforce Table B8 New Hires reports 2 out of 397, or 0%, of new hires
identified as PWD. b. Workforce Table B8 New Hires reports 0 out of 397, or
0%, of new hires identified as PWTD.

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires for any of the mission-critical
occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a’ if the applicant datais not available for your agency, and describe your plan
to provide the data in the text box.

a New Hiresfor MCO (PWD) Answer N/A
b. New Hiresfor MCO (PWTD) Answer N/A

Workforce Table B7 (New Hires for MCOs by Disability) does not provide data
on applicant External Selections.

3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the qualified interna applicants for any of the
mission-critical occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a’ if the applicant datais not available for your agency, and
describe your plan to provide the data in the text box.

a Qualified Applicants for MCO (PWD) Answer N/A
b. Qualified Applicants for MCO (PWTD) Answer  N/A

Workforce Table B7 (New Hires for MCOs by Disability) does not provide data
on "qualified internal applicants."

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among employees promoted to any of the mission-
critical occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a” if the applicant datais not available for your agency, and describe
your plan to provide the data in the text box.

a. Promotions for MCO (PWD) Answer N/A
b. Promotions for MCO (PWTD) Answer N/A

|Workforce Tables do not provide data on promotions to, or within, the MCOs. |

Section 1V: Plan to Ensure Advancement Opportunities for Employees with Disabilities

Pursuant to 29 C.F.R. §1614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities for
employees with disabilities. Such activities might include specialized training and mentoring programs, career
development opportunities, awards programs, promotions, and similar programs that address advancement. In this
section, agencies should identify, and provide data on programs designed to ensure advancement opportunities for
employees with disabilities.

A. ADVANCEMENT PROGRAM PLAN

Describe the agency’ s plan to ensure PWD, including PWTD, have sufficient opportunities for advancement.

All employees have the same rights and opportunities for advancement.
Announcements for advancements are made through channels that include
anti-discriminating practices and reasonable accommodations.

B. CAREER DEVELOPMENT OPPORTUNITES

1. Please describe the career development opportunities that the agency provides to its employees.

Career enhancing trainings, conferences, and/or online courses are regularly
available and announced to employees.
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2. Inthetable below, please provide the datafor career development opportunities that require competition and/or supervisory recommendation/approval
to participate.

» Total Participants PWD PWTD
Career Development Opportunities

Applicants (#) Selectees (#) Applicants (#) Selectees (#) Applicants (#) Selectees (#)

Internship Programs
Fellowship Programs
Mentoring Programs
Coaching Programs
Training Programs
Detail Programs

Other Career Devel opment
Programs

3. Dotriggersexist for PWD among the applicants and/or selectees for any of the career development programs? (The appropriate benchmarks are the
relevant applicant pool for the applicants and the applicant pool for selectees.) If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant
datais not available for your agency, and describe your plan to provide the data in the text box.

a Applicants (PWD) Answer N/A
b. Selections (PWD) Answer N/A

Data for Workforce Tables B12 (Career Development for Senior Grade Levels)
and B20 (Career Development for Management Positions) not available.

4. Dotriggersexist for PWTD among the applicants and/or selectees for any of the career devel opment programs? (The appropriate benchmarks are the
relevant applicant pool for the applicants and the applicant pool for selectees.) If “yes’, describe the trigger(s) in the text box. Select “n/a’ if the applicant
datais not available for your agency, and describe your plan to provide the datain the text box.

a Applicants (PWTD) Answer N/A
b. Selections (PWTD) Answer N/A

Data for Workforce Tables B12 (Career Development for Senior Grade Levels)
and B20 (Career Development for Management Positions) not available.

C. AWARDS

1. Usingtheinclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for any level of the time-off awards,
bonuses, or other incentives? If “yes’, please describe the trigger(s) in the text box.

a Awards, Bonuses, & Incentives (PWD) Answer No

b. Awards, Bonuses, & Incentives (PWTD) Answer No

2. Using the inclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for quality step increases or performance-
based pay increases? If “yes’, please describe the trigger(s) in the text box.

a Pay Increases (PWD) Answer  No
b. Pay Increases (PWTD) Answer No

3. If the agency has other types of employee recognition programs, are PWD and/or PWTD recognized disproportionately less than employees without
disabilities? (The appropriate benchmark istheinclusion rate) If “yes’, describe the employee recognition program and relevant datain the text box.

a Other Types of Recognition (PWD) Answer No
b. Other Types of Recognition (PWTD) Answer No

D. PROMOTIONS

1. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotions to the senior grade levels?
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) For non-GS
pay plans, please use the approximate senior grade levels. If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais not available
for your agency, and describe your plan to provide the data in the text box.

a SES

i. Qualified Interna Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer N/A
b. Grade GS-15
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i. Qualified Internal Applicants (PWD) Answer N/A

ii. Internal Selections (PWD) Answer N/A
c. Grade GS-14

i. Qualified Interna Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer  N/A
d. Grade GS-13

i. Qualified Internal Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer N/A

Data for Workforce Tables B11 (Internal Competitive Promotions for Senior
Grade Levels) and B19 (Internal Competitive Promotions for Management
Positions) not available.

2. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions to the senior grade levels?
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) For non-GS
pay plans, please use the approximate senior grade levels. If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais not available
for your agency, and describe your plan to provide the datain the text box.

a SES

i. Qualified Internal Applicants (PWTD) Answer N/A
ii. Internal Selections (PWTD) Answer N/A
b. Grade GS-15

i. Qualified Interna Applicants (PWTD) Answer N/A
ii. Internal Selections (PWTD) Answer  N/A
c. Grade GS-14

i. Qudified Internal Applicants (PWTD) Answer  N/A
ii. Internal Selections (PWTD) Answer N/A
d. Grade GS-13

i. Qualified Internal Applicants (PWTD) Answer N/A
ii. Internal Selections (PWTD) Answer N/A

Data for Workforce Tables B11 (Internal Competitive Promotions for Senior
Grade Levels) and B19 (Internal Competitive Promotions for Management
Positions) not available.

3. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the new hires to the senior grade levels?
For non-GS pay plans, please use the approximate senior grade levels. If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais
not available for your agency, and describe your plan to provide the data in the text box.

a. New Hiresto SES (PWD) Answer N/A
b. New Hiresto GS-15 (PWD) Answer N/A
c. New Hiresto GS-14 (PWD) Answer N/A
d. New Hiresto GS-13 (PWD) Answer N/A

Data for Workforce Table B15 (New Hires for Senior Grade Levels) and B18
(New Hires for Management Positions) not available.

4. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWTD among the new hires to the senior grade
levels? For non-GS pay plans, please use the approximate senior grade levels. If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant
datais not available for your agency, and describe your plan to provide the data in the text box.

a New Hiresto SES (PWTD) Answer N/A
b. New Hiresto GS-15 (PWTD) Answer N/A
c. New Hiresto GS-14 (PWTD) Answer N/A
d. New Hiresto GS-13 (PWTD) Answer N/A

Data for Workforce Table B15 (New Hires for Senior Grade Levels) and B18
(New Hires for Management Positions) not available.
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5. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotions to supervisory positions?
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) If “yes’,
describe the trigger(s) in the text box. Select “n/a” if the applicant datais not available for your agency, and describe your plan to provide the datain the
text box.

a.  Executives

i. Qudified Internal Applicants (PWD) Answer  N/A
ii. Internal Selections (PWD) Answer N/A
b.  Managers

i. Qualified Interna Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer N/A
C. Supervisors

i. Qualified Internal Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer N/A

Data for Workforce Data Tables B11 (Internal Competitive Promotions for
Senior Grade Levels) and B19 (Internal Competitive Promotions for
Management Positions) not available.

6. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions to supervisory positions?
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) If “yes’,
describe the trigger(s) in the text box. Select “n/a” if the applicant datais not available for your agency, and describe your plan to provide the datain the
text box.

a.  Executives

i. Qudified Internal Applicants (PWTD) Answer  N/A
ii. Internal Selections (PWTD) Answer N/A
b. Managers

i. Qualified Internal Applicants (PWTD) Answer N/A
ii. Internal Selections (PWTD) Answer N/A
C. Supervisors

i. Qualified Internal Applicants (PWTD) Answer N/A
ii. Internal Selections (PWTD) Answer N/A

Data for Workforce Data Tables B11 (Internal Competitive Promotions for
Senior Grade Levels) and B19 (Internal Competitive Promotions for
Management Positions) not available.

7. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the selectees for new hiresto
supervisory positions? If “yes’, describe the trigger(s) in the text box. Select “n/a’ if the applicant data is not available for your agency, and describe your
plan to provide the datain the text box.

a New Hiresfor Executives (PWD) Answer N/A
b. New Hires for Managers (PWD) Answer N/A
c. New Hiresfor Supervisors (PWD) Answer N/A

Data from Workforce Tables B15 (New Hires for Senior Grade Levels) and B18
(New Hires for Management Positions) not available.

8. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the selectees for new hiresto
supervisory positions? If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais not available for your agency, and describe your
plan to provide the datain the text box.

a New Hiresfor Executives (PWTD) Answer N/A
b. New Hiresfor Managers (PWTD) Answer N/A
c. New Hiresfor Supervisors (PWTD) Answer N/A

Data from Workforce Tables B15 (New Hires for Senior Grade Levels) and B18
(New Hires for Management Positions) not available.

Section V: Plan to Improve Retention of Personswith Disabilities
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To be model employer for persons with disabilities, agencies must have policies and programsin place to retain
employees with disabilities. In this section, agencies should: (1) analyze workforce separation data to identify barriers
retaining employees with disabilities; (2) describe efforts to ensure accessibility of technology and facilities; and (3)
provide information on the reasonable accommodation program and workplace assistance services.

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS

1. In this reporting period, did the agency convert all eligible Schedule A employees with a disability into the competitive service after two years of
satisfactory service (5 CFR § 213.3102(u)(6)(i))? If “no”, please explain why the agency did not convert all eligible Schedule A employees.

Answer N/A

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and involuntary separations exceed that of persons without
disabilities? If “yes’, describe the trigger below.

aVoluntary Separations (PWD) Answver  No
b.Involuntary Separations (PWD) Answer No

3. Using the inclusion rate as the benchmark, did the percentage of PWTD among voluntary and involuntary separations exceed that of persons without
targeted disabilities? If “yes’, describe the trigger below.

aVoluntary Separations (PWTD) Answer No
b.Involuntary Separations (PWTD) Answer No

4. If atrigger exists involving the separation rate of PWD and/or PWTD, please explain why they |eft the agency using exit interview results and other
data sources.

N/A

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

Pursuant to 29 CFR §1614.203(d)(4), federal agencies are required to inform applicants and employees of their rights
under Section 508 of the Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the accessibility of agency
technology, and the Architectural Barriers Act of 1968 (42 U.S.C. § 4151-4157), concerning the accessibility of
agency facilities. In addition, agencies are required to inform individuals where to file complaints if other agencies are
responsible for aviolation.

1. Please provide the internet address on the agency’ s public website for its notice explaining employees’ and applicants’ rights under Section 508 of the
Rehabilitation Act, including a description of how to file acomplaint.

Agency's public websites for Reasonable Accommodation, Personal
Assistance Services, Section 508 and complaint info are https://www.pa.ng.mil/
Offices-Programs/State-Equal-Employment-Manager-SEEM/ and/or https://
www.pa.ng.mil/Offices-Programs/Human-Resources/Jobs-Employment/.

2. Please provide the internet address on the agency’ s public website for its notice explaining employees and applicants' rights under the Architectural
Barriers Act, including a description of how to file acomplaint.

Agency's public website for Reasonable Accommodations, including rights
under the Architectural Barriers Act, is https://www.pa.ng.mil/Offices-Programs/
Human-Resources/Jobs-Employment/.

3. Describe any programs, policies, or practices that the agency has undertaken, or plans on undertaking over the next fiscal year, designed to improve
accessibility of agency facilities and/or technology.

No known plans at this time.

C. REASONABLE ACCOMMODATION PROGRAM

Pursuant to 29 C.F.R. § 1614.203(d)(3), agencies must adopt, post on their public website, and make available to all
job applicants and employees, reasonable accommodation procedures.

1. Please provide the average time frame for processing initial requests for reasonable accommodations during the reporting period. (Please do not include
previously approved requests with repetitive accommodations, such as interpreting services.)

Agency did not process any RA requests in FY21.

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency’ s reasonable accommodation program. Some examples of
an effective program include timely processing requests, timely providing approved accommodations, conducting training for managers and supervisors,
and monitoring accommodeation requests for trends.

RA policy in is the process of being updated to reflect current guidance and
procedures.
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D. PERSONAL ASSISTANCE SERVICESALLOWING EMPLOYEESTO PARTICIPATE IN THE
WORKPLACE

Pursuant to 29 CFR 81614.203(d)(5), federal agencies, as an aspect of affirmative action, are required to provide
personal assistance services (PAS) to employees who need them because of a targeted disability, unless doing so
would impose an undue hardship on the agency.

Describe the effectiveness of the policies, procedures, or practices to implement the PAS requirement. Some examples
of an effective program include timely processing requests for PAS, timely providing approved services, conducting
training for managers and supervisors, and monitoring PAS requests for trends.

N/A Agency did not receive a request for Personal Assistance Services in FY21.
Section VI: EEO Complaint and Findings Data
A.EEO COMPLAINT DATA INVOLVING HARASSMENT

1. During the last fiscal year, did a higher percentage of PWD file aforma EEO complaint alleging harassment, as compared to the government-wide
average?

Answer No

2. During the last fiscal year, did any complaints alleging harassment based on disability status result in afinding of discrimination or a settlement
agreement?

Answer No

3. If the agency had one or more findings of discrimination alleging harassment based on disability status during the last fiscal year, please describe the
corrective measures taken by the agency.

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

1. During the last fiscal year, did a higher percentage of PWD file aforma EEO complaint alleging failure to provide a reasonable accommodation, as
compared to the government-wide average?

Answer No

2. During the last fiscal year, did any complaints aleging failure to provide reasonable accommodation result in afinding of discrimination or a settlement
agreement?

Answer No

3. If the agency had one or more findings of discrimination involving the failure to provide a reasonable accommodation during the last fiscal year, please
describe the corrective measures taken by the agency.

Section VII: Identification and Removal of Barriers

Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure,
or practice may be impeding the employment opportunities of a protected EEO group.

1. Has the agency identified any barriers (policies, procedures, and/or practices) that affect employment opportunities for PWD and/or PWTD?

Answer No

2. Has the agency established a plan to correct the barrier(s) involving PWD and/or PWTD?

Answer N/A

3. Identify each trigger and plan to remove the barrier(s), including the identified barrier(s), objective(s), responsible official(s), planned activities, and,
where applicable, accomplishments

4. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.

INn/A |

5. For the planned activities that were completed, please describe the actual impact of those activities toward eliminating the barrier(s).

IN/A |

6. If the planned activities did not correct the trigger(s) and/or barrier(s), please describe how the agency intends to improve the plan for the next fiscal
year.

INn/A |
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ENCLOSURE A

ALTERNATIVE DISPUTE RESOLUTION PROCEDURES IN WORKPLACE
DISPUTES

1. Disputes Eligible for ADR. All eligible disputes are presumed to be
appropriate for ADR unless one or more of the criteria in paragraph 4 are found
to exist. Disputes eligible for ADR may be written or oral.

a. Oral disputes are presumed to be appropriate for ADR and are not to be
screened before offering ADR unless the dispute is summarized in writing and
a determination is made that ADR is not appropriate. Oral disputes will be
documented for data collection purposes.

b. States retain the right to decide whether a particular dispute is
appropriate for resolution by ADR before offering ADR. This determination is
final and not subject to appeal or further review however, an Agency may
reconsider a determination at any time during the processing of the dispute.

c. Examples of disputes eligible for ADR include the following:

(1) Employee grievances filed under a negotiated grievance procedure
that provides for ADR.

(2) Grievances filed by employees not subject to a negotiated grievance
procedure that is otherwise authorized by law or policy; for example, a
grievance filed as part of the Administrative Grievance System.

(3) Civilian equal employment opportunity (EEO) discrimination pre-
complaints and formal complaints.

(4) Military equal opportunity (MEO) complaints. For disputes
involving military members exclusively, eligibility for ADR is a matter of
command discretion.

(5) Disciplinary actions subject to statutory or regulatory appeal
procedures such as a letter of reprimand.

(6) Labor-management disputes, including Unfair Labor Practice
allegations, negotiability appeals, bargaining impasses, and union or
management grievances filed under a negotiated procedure that provides for
ADR.

(7) Other disputes not specifically listed, on a case-by-case basis.
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2. State ADR Plan. Each State will maintain an ADR plan as part of its
dispute resolution procedures. Dispute procedures subject to collective
bargaining obligations may be incorporated into separate agreements
negotiated with appropriate unions. Approved plans must be submitted
through the State ADR Manager to the Office of the National Guard Bureau
Chief Counsel (NGB-JA) to the Litigation and Employment Law Division (NGB-
JA/LEL). At a minimum, the plan must include:

a. ADR Procedures.

b. A statement of the State’s policy requiring managerial and supervisory
good faith participation in ADR.

c. Procedures for determining which disputes are eligible for ADR.

d. The default ADR process to be employed, for example, mediation, and
peer review.

e. The source of third-party Neutrals. If the plan calls for using local
employees as collateral duty Neutrals, it will also specify the methods for
selecting, training, and managing the roster of those individuals.

f. The office or position responsible for ADR data collection and reporting.

3. Management Participation in ADR Proceedings. Commanders are
encouraged to adopt local policies emphasizing the requirement that managers
and supervisors participate in good faith in an ADR process once a dispute is
determined to be appropriate for ADR. Good faith participation does not
require any party or authorized representative of a party to settle or agree to
terms that are unacceptable or unenforceable.

4. ADR Case Non-Selection Criteria. All workplace disputes initiated in writing
and filed with a NG activity pursuant to an established grievance, complaint or
appeal process or entered into an electronic case management or tracking
system, such as the system used to manage EEO complaints, will be screened
for non-selection using the criteria below. Each dispute will be reviewed
individually or by using case screening guidelines that have been specifically
reviewed and approved by NGB-JA/LEL. If ADR is offered to the employee or
disputant, it will be unconditional. However, an offer will not be made until
screening has been completed. Screening criteria are:

a. Statutory basis for not using ADR. IAW reference b:

(1) An Agency is not required to use ADR if any of the following
circumstances exist:
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(a) A definitive decision in the matter is needed.

(b) The matter involves significant issues of government policy that
cannot be resolved without additional proceedings.

() The need to maintain an established government policy,
requiring consistent results.

(d) The matter significantly affects non-parties.
() The need for the development of a full public record.

(f) The agency must maintain continuing jurisdiction over the
matter with authority to alter the disposition in light of changed circumstances.

(2) Under criteria enumerated in reference b, the following types of
disputes are considered inappropriate for ADR:

(a) Disputes presenting significant legal issues of first impression,
for which a precedential decision is required or desired. When citing this
provision, identify the issue(s) requiring a decision.

(b) Disputes presenting non-severable allegations of misconduct
punishable under the authority of reference c for military personnel performing
duty under reference d, State code of military justice for military personnel
performing duty under reference e or State active duty orders, State or Federal
criminal laws, or the final authority of The Adjutant General (TAG) pursuant to
section 709 of reference e.

(c) Military personnel quality force actions, such as involuntary
administrative separations, denials of reenlistment, resignations, promotion
propriety actions, and officer grade determinations.

(d) Complaints under the authority of Article 138 of reference c, or
the State equivalent.

(e) Civilian position classification appeals.

(f) Disputes involving allegations of fraud, waste and abuse, or
other improper conduct within the jurisdiction of the Inspector General (IG)
complaint system.

b. Non-Statutory Bases for not Using ADR. The following types of disputes
may be inappropriate for ADR, depending on the surrounding circumstances,
even if they do not meet the statutory prohibition criteria. A finding that ADR
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is inappropriate under this provision will specifically describe the
circumstances upon which it is based.

(1) Disputes in litigation that can be resolved through an expedited
legal determination disposing of the matter, such as a motion to dismiss or
summary judgment.

(2) Disputes in which there is substantial evidence that the claimant
initiated the action to harass or intimidate, or is otherwise flagrantly abusing
the process.

(3) Any other dispute in which one or more articulable circumstance
exists to justify not offering ADR. A judgment that a claim will fail for lack of
evidence is not, by itself, an articulable basis for finding ADR inappropriate to
resolve the claim.

c. Authorized Agency Officials. The commander or designee will make the
final determination in any case where authorized agency officials disagree
about the suitability of ADR to resolve a dispute.

5. Participants in ADR Proceedings. Participants in dispute ADR proceedings
consist of mediators, neutrals and parties. For training purposes, and with the
parties’ consent, co-mediators and mediation mentors may participate during
all stages of the proceedings, including private caucuses.

a. Subject to local bargaining agreements, parties may appear alone or
with one or more representatives of their choice. Representatives may or may
not be attorneys. A Neutral will have the authority to set reasonable limits on
the number of representatives and the need for full and effective
communication between the parties and Neutral.

b. The person representing management in an ADR proceeding will have
sufficient authority to act on behalf of the State NG to settle the issue(s) in
controversy, or have immediate access to those who do have such authority.
Military customs and courtesies, and civil decorum will be maintained
depending on the setting, and the mediator has the authority to suspend or
terminate the mediation based upon party misconduct.

6. ADR Agreement and Selection of a Neutral.

a. Agreements to Engage in ADR. Parties agreeing to use mediation or
some other ADR procedure to resolve a dispute evidenced by a written claim or
complaint will execute a written agreement, in advance, before the proceeding.
The agreement will contain the time, date, and location of the proceeding (if
available at the time the agreement is executed) and the Neutral’s name and
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telephone number, plus a description of the essential features of mediation or
other procedure offered.

b. Selection of Neutrals. State ADR plans will prescribe the method for
selecting a Neutral. Neutrals may be designated by the State ADR Manager or
selected by the parties from a list of alternatives provided by the State ADR
Manager. If a suitable Neutral cannot be obtained from local resources, the NG
ADR Program Office can provide ADR support. The organization where the
dispute arose is normally responsible for all costs associated with ADR, to
include travel and associated costs of the Neutral.

7. Convening, Conducting, and Facilitating ADR Proceedings.

a. Convening ADR Proceedings. Once the mediator or other Neutral is
selected, the State ADR Manager will convene the proceeding by arranging for
its place, date and time. Unrelated disputes involving multiple parties will not
be combined into a single ADR proceeding.

(1) A single proceeding to resolve multiple disputes involving the same
parties, or one dispute involving multiple participants, such as an
organizational facilitation, is permitted.

(2) ADR proceedings should be convened as soon as practical after the
parties agree to use ADR, normally within 15 calendar days, but no later than
45 calendar days after the agreement to use ADR, unless the parties consent in
writing to extend this period.

b. Conducting ADR Proceedings. The State ADR Manager will ensure:

(1) Suitable facilities are made available to conduct the proceeding at a
neutral location outside the organization in which the dispute arose.

(2) Reasonable accommodation of persons with disabilities who are
parties to or otherwise participating in the session, to include, but not limited
to, physical accessibility to meeting facilities, translators, and services for the
hearing or vision impaired.

(3) Translators and others who will be present while the proceeding is
in session, including private caucuses, are nonparty participants. If the State
ADR Manager determines that a neutral location is not reasonably available or
cannot provide reasonable accommodation, other suitable facilities will be
selected.

c. Facilitating ADR Proceedings. Mediation of a NG workplace dispute will
follow the facilitative mediation model. In the event that a different procedure

A-5 Enclosure A





CNGBM 0402.01
04 January 2016

is agreed to by the parties and approved by the ADR Manager, alternate
methods of ADR may be employed.

(1) Locations where facilitation takes place must provide sufficient
meeting space and privacy to accommodate parties during joint sessions or any
private caucus.

(2) Neutrals will have access to a telephone, computer with internet
access, and other equipment as necessary to facilitate contact with ADR
support providers.

8. Quality of the Process. Mediation will be conducted in a manner that
promotes diligence, timeliness, presence of the appropriate participants, party
participation, procedural fairness, party competency and mutual respect. The
mediator will:

a. Work with parties to control the number of people participating in the
mediation to ensure good behavior in a full and open discussion.

b. Not knowingly misrepresent any material fact or circumstance during
the course of mediation, or conduct a proceeding and label it as mediation to
gain the protection of rules, statutes or other governing authorities pertaining
to mediation.

c. Not convert mediation into a non-mediation process, or a facilitative
mediation into an evaluative or transformative mediation without the informed
consent of the parties and the prior authorization of the State ADR Manager. A
mediator who assumes a dispute resolution role that requires a greater degree
of subject matter expertise, such as early neutral evaluation, will have
sufficient expertise to meet the standard of competence or withdraw from the
mediation.

d. Withdraw from and terminate a mediation that is being used to
contradict NG or Department of Defense (DoD) policies or to further criminal
conduct. Depending on the circumstances, and notwithstanding
confidentiality, the mediator may be required to report the events leading up to
his or her withdrawal and termination.

e. Assure self-determination of parties during mediation by exploring the
circumstances, behavior and potential accommodations or adjustments to
correct the condition. A party may not possess the requisite self-determination
if the party has trouble understanding the process, issues, or options for
settlement; or has difficulty participating in the mediation; or otherwise acts in
a manner which raises a reasonable question whether the party has the
requisite capacity to comprehend the proceedings and to participate freely
therein.
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f. Postpone, withdraw from, or terminate the mediation when a
participant’s conduct jeopardizes the mediation process. A mediator must
withdraw from the mediation if the mediator believes their conduct may
jeopardize the mediation.

9. Reaching Settlement. Neutrals will assist parties in drafting a settlement
agreement describing the terms and conditions of their settlement if parties are
able to settle one or more issues in their case.

a. Settlement agreements are subject to review and approval by a State JA
or the NGB-JA servicing attorney to ensure legal and regulatory compliance.
Only an NGB-JA servicing attorney may approve a settlement agreement in
disputes in which NGB-JA/LEL has representational responsibility.

b. Parties will seek guidance on the enforceability of proposed terms before
signing a settlement agreement; therefore, all issues concerning the legal
sufficiency and regulatory compliance of any term or condition will be resolved
before the agreement becomes final.

c. Any agreement reached or order issued pursuant to a dispute resolution
proceeding may be disclosed under reference b. For example, an agreement to
mediate a dispute or a settlement agreement reached as a result of that
mediation is not protected from disclosure under reference b. However,
disclosure or other uses of such an agreement may be restricted by the terms
of the agreement itself or by other measures. Allegations of breach of a
settlement agreement will be handled according to procedures established for
the type of workplace dispute.

10. Impasse. ADR proceedings should be terminated when parties fail to
resolve an issue and a Neutral determines that further proceedings would be
futile. Prior to termination of an ADR process, the mediator will caucus to
determine if the impasse can be overcome. However, parties should be advised
of other remedies and processes available to them if ADR fails to resolve the
dispute as long as applicable time limits are met.
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ENCLOSURE B

APPOINTMENT, QUALIFICATIONS, AND STANDARDS
OF NATIONAL GUARD MEDIATORS

1. Recruitment of Mediators and Term of Service.

a. States will recruit, train and maintain a roster of mediators, collateral-
duty or full-time (or a mixture of the two) to maintain each mediator’s
proficiency. Commanders and their designees have discretion to determine the
appropriate number and mix of mediators to serve the organization’s
requirements. However, the ratio of collateral-duty mediators to mediation
opportunities should afford each mediator at least one mediation opportunity
per calendar quarter.

b. States that do not have a history of significant workplace dispute
activity may, in lieu of maintaining a roster of internal mediators, obtain
mediators or other third-party Neutrals from other sources, including other NG
organizations, other agencies within and outside the DoD; Federal agency
shared Neutral programs, or private sector (contract) mediators. The State
ADR Manager or designee may contact the Directorate of Manpower and
Personnel, Office of Complaints Management and Adjudication, Equal
Opportunity Specialist, ADR (NG-J1-CMAD/ADR) or NGB-JA/LEL directly for
assistance in obtaining mediators.

c. Individuals who receive NG-provided mediation training will be expected
to be available for mediation duties, following appropriate on-the-job training.
Exceptions may be made for individuals who receive mediation training in
order to manage an ADR program or provide ADR support to attorneys, and
other personnel involved in ADR case screening. No set period of service is
required, but 24 months following completion of training is recommended.
Supervisors of collateral-duty mediators will allow them time away from the
workplace as reasonably necessary to perform their mediator duties, subject to
the regulatory limitation on collateral duty time.

d. NG mediators on active rosters will undergo a minimum of eight hours
of mediation refresher training per year, including at least one hour each of
training in standards of conduct, confidentiality, and drafting settlement
agreements. State ADR Managers are responsible for ensuring their collateral-
duty mediators receive annual refresher training.

e. Appointment of Mediators. The commander, or designee, appoints
collateral-duty mediators in writing. Reappointments, or appointments for
periods longer than recommended, are authorized. Once appointed, mediators
will receive their specific case assignments from the State ADR Manager.
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f. Minimum Qualifications for Collateral-Duty Mediators, EEO Complaint
Mediations and Certification of NG Mediators. NG mediators may obtain
certification at three different levels of proficiency: (Level I (Basic); Level II
(Intermediate); Level III (Advanced)), based on education, training and
experience. The Deputy Dispute Resolution Specialist (DDRS) is the
certification authority for all levels. Completion of the Mediation Certification
Course at the Defense Equal Opportunity Management Institute qualifies as a
Level I certification, and need only be verified by the DDRS. Certification at
any level is voluntary. Certification is not required to mediate or otherwise
serve as a third party Neutral in a NG dispute, except as follows.

(1) NG mediators who evaluates another mediator for the purposes of
that individual meeting basic qualification standards or obtaining Level I
(Basic) certification will be certified at Level II (Intermediate) or higher.

(2) NG mediators traveling on NG ADR Program funds to conduct
mediation will be certified at Level II (Intermediate) or higher.

(3) For EEO complaint mediations, collateral-duty mediators will also
comply with Federal agency EEO complaint procedures contained in references
fand g. In addition, they will have working knowledge of the Federal anti-
discrimination laws contained in references h through 1. The mediator will also
have a basic understanding of the various theories of unlawful discrimination
and the available remedies in EEO cases. ADR Managers will ensure that
individuals assigned to mediate EEO complaints have the proper training or
qualifications to perform such duties including any candidate who is a State
Equal Employment Manager from a neighboring State or Neutral from another
agency.

(4) See Figure 1 below for levels of certification.
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LEVEL1I

1. Must complete the Mediation Certification Course at the Defense Equal
Opportunity Management Institute or a comparable basic mediation
training program consisting of at least 32 hours of combined classroom
instruction and role-play exercises. Mediation training received by entities
outside the NG will have been taught the facilitative mediation model.

2. Must co-mediate in three or more Federal workplace disputes in which
the mediator is observed and evaluated by an experienced lead mediator.

3. Must be evaluated by a Level 1l Mediator or higher for purpose of
qualifying to meet the basic mediation qualification standards.

4. Must be appointed as a mediator by the commander or designee.

=

0. Must attend or make up all the vearly refresher training before
advancing to level 1.

LEVEL II

1. Must complete all requirements of the Level | Mediator.

2. Must mediate at least 20 cases with a 60% resolution rate.

3. Must attend at least two additional ADR classes provided by entities
outside the NG mediation program.

4. Must not have missed the minimum eight hours yearly refresher
training, including at least one hour each of training in standards of
conduct, confidentiality, and drafting settlement agreements

LEVEL III

1. Must complete all requirements of the Level IT Mediator.

2. Must attend at least four additional ADR classes provided by entities
outside the NG Mediation program.

3. Must successfully mediate over 40 cases with at least a 70% resolution
rate.

4. Must not miss more than two yearly refresher courses provided by the
NGB.

=

5. Must publish a 5 to 10 page document on the topic of Mediation.

6. Must assist with or teach at least two ADR classes.

Figure 1. Levels of Certification
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2. Standards of Conduct for Mediators and other Neutrals. State ADR
Program Managers will ensure that all mediators assigned to workplace
disputes under their oversight (including outside mediators) observe these
standards of ethical conduct below. NG mediators who violate one or more of
these standards may be relieved of mediation duties and decertified under the
NG Mediator Certification Program. Standards for conduct are as follows:

a. Self-Determination. Mediators will conduct mediation on the principle
of party self-determination. Parties may make voluntary, un-coerced decisions
based on process and outcome to exercise self-determination at any stage of
mediation, including selection of the mediator. Mediators will not undermine
party self-determination for any reasons such as higher settlement rates, self-
interest, or outside pressures.

b. Impartiality. Mediators will decline to serve as a mediator if he or she
cannot conduct a proceeding free from favoritism, bias or prejudice. If, at any
time a mediator is unable to conduct mediation in this manner, the mediator
must withdraw from the mediation. If, at any time, parties determine the
mediator is other than neutral, they may request suspension of the ADR
pending appointment of another Neutral.

(1) Mediators may not act with partiality or prejudice based on a
participant’s personal characteristics, background, values, beliefs, performance
at the mediation, or for any other reason.

(2) Mediators will neither give nor accept a gift, favor, loan or other item
of value that raises a question as to the mediator’s actual or perceived
impartiality, or that is inconsistent with the mediator’s ethical obligations IAW
reference m or applicable Federal statutes and regulations governing ethical
conduct of Federal employees.

c. Conflicts of Interest. Mediators will avoid involvement with the subject
matter of the dispute or from any relationship between the Neutral and any
participant in the mediation, whether past or present, personal or professional,
that reasonably raises a question of the mediator’s impartiality.

(1) Mediators must disclose, as soon as possible, even after he or she
has accepted a mediation assignment, all actual and potential conflicts of
interests that are reasonably known to the mediator or could reasonably be
seen as raising a question about the mediator’s impartiality. The mediator
must disclose all conflicts of interests in writing to the parties as soon as
possible. After disclosure, if all parties agree, the mediator may proceed with
the mediation.

(2) If a conflict of interest can reasonably be viewed as undermining the
integrity of the mediation or violating the quality of the process, the mediator
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will withdraw from the proceeding or decline to proceed regardless of the
expressed desire or agreement of the parties to the contrary.

(3) Mediators may not mediate an EEO complaint if the mediator:

(a) Previously investigated or counseled the complainant with
respect to the same or a related complaint.

(b) Might be expected to work the complaint at some point in the
future.

(4) Mediators may not advise, counsel, or represent any party in any
future proceeding with respect to the subject matter of the mediation, or offer
advice, guidance or counsel to any official responsible for approving a
settlement of the dispute that was the subject matter of the mediation over
which the mediator presided.

(5) A collateral-duty NG mediator will not accept a mediation that
would conflict with his or her regularly assigned duties.

d. Competence. If a mediator, before or during the course of a mediation,
determines that he or she cannot conduct the proceeding competently, the
mediator will discuss the determination with the State ADR Manager and take
appropriate steps to address the situation, including, but not limited to,
withdrawing or requesting appropriate assistance. The State ADR Manager is
responsible for ensuring that collateral-duty mediators are provided sufficient
training and mediation experience to meet this standard.

e. Confidentiality. Mediators in NG workplace dispute mediations will
comply with the confidentiality provisions of reference b, if applicable, and
Enclosure C.
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ENCLOSURE C
CONFIDENTIALITY

1. Criteria for Confidentiality Protection. Confidentiality protection for certain
“dispute resolution communications” made in the course of ADR proceedings
may be provide protection under reference b. However, reference b does not
grant “dispute resolution communications” in MEO complaints or any other
purely military personnel matter. In such cases, the scope of confidentiality
with respect to communications that would otherwise meet the threshold
criteria is entirely a matter of command discretion or NG regulatory policy. The
threshold criteria to protect oral and written communication as confidential is
only honored when communication is made:

a. During participation in the dispute resolution proceeding by specified
parties, for example, the time period between the appointment or designation of
a Neutral and the termination of the proceeding, either by an executed
settlement agreement or an impasse declared by the Neutral.

b. Or prepared specifically for the purposes of the dispute resolution
proceeding and not discoverable before the proceeding begins.

c. By a party to the Neutral “in confidence,” or generated by the Neutral
and provided to the parties in confidence.

2. Neutrals. For purposes of the application of confidentiality protection, the
term “Neutral” includes ADR intake officials and other personnel whose
assigned duties include taking information in confidence from a party for the
purpose of determining whether to use an alternative means of dispute
resolution to resolve issues in controversy, and other personnel while engaged
in the support of ADR proceedings.

3. Mediators. Mediators will maintain the confidentiality of all information
obtained during the mediation, unless otherwise agreed to by the parties, or
the disclosure is required by applicable law or policy, including the
confidentiality provisions of reference b, if applicable.

a. Mediators will not communicate information about how the parties acted
during the proceeding or what they said, unless disclosure is authorized or
required by law to any non-participant. In all cases, the mediator may report
whether the parties appeared as scheduled, whether or not the parties reached
resolution, and the terms of that resolution as reflected in the settlement
agreement.

b. Mediators who meet with Parties separately in private session (caucus)
will not convey directly or indirectly to any other person, any information that
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was obtained during the private session without the consent of the party who
disclosed the information.

c. Mediators will advise parties before making their opening statement of
information indicating fraud, waste and abuse, criminal misconduct, or threats
of violence that may be subject to disclosure, notwithstanding confidentiality.
Mediators will consult the ADR Manager and take appropriate action prior to
disclosing, outside the ADR proceeding, any dispute resolution communication
that may indicate fraud, waste and abuse, criminal misconduct, or threat of
violence.

4. Application of Confidentiality Protection to Specific Communications.
Dispute resolution communications that meet the threshold criteria are treated
as confidential and can be disclosed only if an exception is applicable to the
disclosing person.

a. Exceptions Applicable to the Neutral. Notwithstanding confidentiality,
the Neutral may disclose a dispute resolution communication if:

(1) All parties consent to the disclosure in writing and, if the
communication was provided by a nonparty participant. That participant will
consent to the disclosure in writing.

(2) The communication has already been made public.

(3) The communication is required by statute to be made public, for
example, in response to a Congressional subpoena. However, the Neutral
should make such communication public only if no other person is reasonably
available to disclose the communication.

(4) A court determines the communication will be disclosed to prevent a
“manifest injustice,” help establish a violation of law, or prevent harm to the
public health or safety of sufficient magnitude in the particular case to
outweigh the loss of confidentiality.

b. Exceptions Applicable to a Party. Notwithstanding confidentiality, a
party may disclose dispute resolution communication if:

(1) The communication was made by the party seeking disclosure.
(2) All parties and the Neutral consent to disclosure in writing and, if
the communication was provided by a nonparty participant. That participant

will consent to the disclosure in writing;

(3) The communication has already been made public.
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(4) The communication is required by statute to be made public; for
example, in response to a Congressional subpoena.

(5) A court determines the communication will be disclosed to prevent a
manifest injustice, help establish a violation of law, or prevent harm to the
public health or safety of sufficient magnitude in the particular case to
outweigh the loss of confidentiality.

(6) The communication is relevant to determining the existence or
meaning of an agreement or award that resulted from the dispute resolution
proceeding, or to the enforcement of such an agreement or award.

(7) Except for communications generated by the Neutral and provided
to the parties in confidence, the communication was made available to all
parties in the proceeding. Communications generated by the Neutral to the
parties during joint sessions are protected as confidential; communications
between the parties themselves are not confidential. This exception would
apply to communications made by a party during joint sessions in which all
other parties are present, but would not apply to communications made by the
Neutral to the parties during joint sessions.

c. Other Exceptions to Confidentiality.

(1) Information that is otherwise discoverable remains discoverable.
Merely because the information was presented in the course of a dispute
resolution proceeding does not make it confidential.

(2) Dispute resolution communications may be used to resolve a
subsequent dispute between a party and a Neutral, but the disclosures shall be
limited to only those necessary to resolve such dispute.

(3) Information that is gathered and disclosed for research or
educational purposes in cooperation with other agencies, governmental
entities, or ADR programs as long as the parties and specific issues in
controversy are not identifiable.

5. Understanding of the Parties. An agreement to enter into an ADR
proceeding should include an explanation of the confidentiality provisions
applicable to the proceeding. The State ADR Manager will explain the
confidentiality provisions and secure an acknowledgment that each party
understands the protections afforded. The ADR Manager will also explain to
ADR support personnel their confidentiality. Finally, the Neutral conducting
the session will explain the confidentiality provisions during opening remarks,
and affirmatively establish that the parties understand the provisions.
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6. Waiver of Objection to Disclosure by the Neutral 45-Day Limitation.
Reference b requires a Neutral to make reasonable efforts to notify the parties
and any affected nonparties of the demand, if the Neutral receives a discovery
request or is otherwise compelled by legal process to disclose a dispute
resolution communication (including an administrative demand for disclosure
asserting as its basis a statutory or other legal right to the communication).

a. Any objection to disclosure is waived if not made within 45 calendar
days after notice of the demand for disclosure. Therefore, whenever a Neutral
receives a demand to disclose a dispute resolution communication, it is
essential that the Neutral immediately notify the State ADR Manager, who will
assist the Neutral in providing notice of the demand to the parties and any
affected nonparty participant.

b. The State ADR Manager will also notify the State full-time JA or other
point of contact in the State servicing legal office, which will coordinate the
demand with the servicing NGB-JA attorney, if applicable, and with NGB-
JA/LEL. Under no circumstances should the Neutral disclose a
communication made during ADR proceedings without first obtaining a legal
determination that disclosure is authorized or required.

7. Remedy for Violation of Confidentiality Protection. A dispute resolution
communication that is disclosed in violation of reference b or this manual is
not admissible in any proceeding relating to the issues in controversy.
However, it may be admissible in a proceeding that does not cover the same
issues.

8. Freedom of Information Act (FOIA). Before processing a FOIA request for
disclosure of a dispute resolution communication, first determine whether the
communication is an agency record subject to FOIA. If it is, and qualifies for
confidentiality protection, use FOIA exemption 3 (information prohibited from
disclosure by another statute) as the basis for withholding. Also, a dispute
resolution communication that is confidential under reference b is exempt from
disclosure under references n and o.

9. Other Protections Available. Even if a dispute resolution communication is
not protected by reference b as confidential, other limitations on disclosure or
further use of the communication may be available. Practitioners should
consider Rule 408 of reference p, reference q, or separate contractual
provisions between the parties to limit disclosure, if such provisions are
authorized for inclusion in settlement agreements.
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ENCLOSURE D

ADR PROGRAM PERFORMANCE MEASUREMENTS AND QUALITY
ASSURANCE

1. ADR Performance Metrics. Data to measure ADR performance will be
collected and reported. State ADR Managers will ensure that measurements
are not used to improperly induce parties to select ADR over other dispute
resolution options or settle a dispute against their wishes. State programs may
establish additional measurement and reporting requirements, but will, at a
minimum, collect and report specified data for the preceding fiscal year,
through command channels, to NGB-JA.

a. Reporting Procedures. Data pertaining to ADR offer, acceptance,
resolution, non-ADR early resolution attempt, and ADR timeliness rates will be
maintained and reported IAW the reporting procedures established for each of
the following categories:

(1) Agency administrative grievances.

(2) Grievances filed under a collective bargaining agreement to
negotiate grievance procedure.

(3) Merit Systems Protection Board appeals.

(4) EEO complaints (informal pre-complaints and formal complaints).
(5) MEO complaints.

(6) ULP allegations and charges.

(7) Other disputes not meeting the definitions of the foregoing disputes,
for which a remedy or resolution is available.

b. ADR Offer and Acceptance Rates. Activities will track and report the
total number of offers of ADR to employees during the reporting period, and the
number of offers accepted by employees and, if applicable, management.

(1) Offer Rate. The offer rate measures the percentage of total disputes,
by category, in which an unconditional offer of ADR is made to the complaining
employee. This percentage is obtained by dividing the number of unconditional
offers of ADR made to employees by the total number of disputes in each
category during the applicable reporting period, and multiplying the result by
100. The goal for this metric is to unconditionally offer ADR in at least 75
percent of eligible disputes.
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(2) Acceptance Rate. The acceptance rate measures the percentage of
ADR offers accepted into ADR. This percentage is obtained by dividing the
number of offers of ADR accepted by disputants by the total number of offers of
ADR made during the applicable reporting period, and multiplying the result by
100. The goal for this metric is acceptance of at least SO percent of ADR offers.

c. ADR Resolution Rates. ADR resolution rates measure the effectiveness
of ADR to resolve disputes by comparing the number of resolutions. For
example, settlements or unconditional withdrawals using ADR in comparison
with the number of disputes in which ADR was accepted, and then expressing
the result as a percentage. This metric is obtained by dividing the total
number of disputes resolved using ADR by the total number of disputes
accepted into ADR during the reporting period, and multiplying the result by
100. The goal for this metric is to resolve at least 70 percent of the disputes in
which ADR is employed. Although this measure is useful at a macro level for
gauging the overall effectiveness of an ADR program at promoting early
resolution of disputes, ADR Managers will ensure it is not used in individual
cases to pressure parties into settlements to which they would otherwise not
agree.

d. Non-ADR Early Resolution Rates. Non-ADR resolution rates measure
the use and effectiveness of other early dispute resolution activities (including
collaborative dispute resolution processes) that do not use a qualified third-
party Neutral (and therefore do not qualify as ADR), but do resolve the dispute
early and informally, thus furthering NG policy favoring early informal
resolution of most disputes. These metric tracks the percentage of total
disputes in which an early resolution technique was employed, and the
percentage of such cases resolved (settled or dispute unconditionally
withdrawn). The key to non-ADR early resolutions is the use of a facilitative
interest-based technique at an informal stage of the dispute resolution process.
For purposes of this metric, only the following four activities will be tracked
and reported. Compliance with the union’s representational rights, if
applicable, is assumed for each activity.

(1) MEO complaints and informal EEO pre-complaints in the
traditional counseling process (instead of ADR) in which the counselor
facilitates an interest-based discussion between the complainant and the
management official to resolve the complaint.

(2) Meetings between the employee and management to resolve a
grievance filed under the agency or negotiated grievance procedures in which a
non-neutral third party participates to facilitate an agreement between the
parties. This third party may be management, such as an Employee Relations
specialist, or labor, such as a union steward.
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(3) Attempts by an EEO investigator to facilitate settlement between the
parties immediately prior to conducting the investigation required IAW section
106 of reference f.

(4) Bilateral negotiations between the parties to a workplace dispute in
which the negotiators expressly agree to use a structured, interest-based
negotiation approach to resolve issues in controversy.

e. ADR Timeliness Rate. This metric measures the average period, in
calendar days, between the initiation of an ADR proceeding and termination of
that ADR proceeding. An ADR proceeding is initiated on the date an
unconditional offer is made to the employee, and terminates on the date a
settlement agreement is approved or an impasse is declared. Reporting
activities will track and report the cumulative number of calendar days
attributable to ADR proceedings in each dispute category that were completed
during the reporting period. The total number of days is divided by the
number of completed proceedings. The goal is an average of 45 calendar days
or less for each dispute category, and for the total of all reported disputes.

f. Customer Satisfaction. This metric measures the overall satisfaction of
parties in the ADR process and the performance of the Neutral as expressed in
the voluntary questionnaire, Mediator/Facilitator Evaluation, at Figure 2. The
goal is to achieve an overall rating of “Satisfied” or better for the ADR process
employed from at least 80 percent of the respondents, and an overall rating of
“Good” or better for the Neutral from at least 80 percent of the respondents.
State ADR Managers will exercise due diligence in obtaining customer
satisfaction feedback from ADR participants as soon as the process is
completed.

2. Annual ADR Report. Within 30 days prior to the end of each fiscal year,
NGB-JA will issue an ADR data call to the ADR Manager of each State and
installation ADR Managers, as appropriate. Respondents will collect and report
ADR data from the previous fiscal year and give it to their State ADR Manager
and to NGB-JA. The report will be submitted to NGB-JA NLT 01 October. The
data will include the metrics described; however, specific format and additional
content of the report will be specified by NGB-JA in the data call. Reports will
not contain information that identify the parties involved in ADR proceedings;
the specific issues in controversy; if it requires disclosure of any dispute
resolution communications; or the outcome of any dispute other than whether
it was resolved or not.

3. Complaints about Mediation Services.

a. Mediators or other Neutrals. Complaints about mediators or other
Neutrals should be directed to the State ADR Manager. After consulting with
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the State full-time JA or designee, the State ADR Manager will decide whether
corrective action is necessary and, if so, what action should be taken.

(1) For example, a new mediation conference with a different mediator
may be offered if it is determined the mediator’s conduct materially affected the
outcome of the mediation to the detriment of one or both parties.

(2) If a substantiated complaint or series of complaints establishes one
or more breaches of mediator standards of conduct or other misconduct
sufficient to warrant relieving the mediator of further mediation duties, the
State ADR Manager and State full-time JA may individually or jointly
recommend such action to the commander or designee.

(3) Substantiated violation of one or more standards of conduct is also
a basis for decertification. The decision on the recommendation will be final.

b. Third Part Neutrals. Complaints about third-party Neutrals under
contract should be directed through the State ADR Manager to the NG ADR
Program Office and NGB-JA. Complaints will clearly document the facts and
circumstances surrounding the incident and request a specific remedy. Action
taken will depend on the facts of each case.

4. Records.

a. ADR program files. ADR program files are considered Federal, not State,
records and are subject to release considerations contained in reference o.

b. ADR case files. If ADR files pertain to a dispute in which there is an
official dispute file, such as an EEO complaint or employee grievance, they
become part of the official dispute file and their retention and disposition are
governed by the schedules applicable to such files. Thus, for example, a
written settlement agreement resulting from an ADR proceeding in an EEO
complaint becomes part of the EEO complaint file and its retention and
disposition are governed by the schedule applicable to EEO records. If there is
no official dispute file, these records are treated as ADR case files.

c. Personal notes. Personal notes that are not made part of the record are
not considered agency records.

D-4 Enclosure D





CNGBM 0402.01
04 January 2016

NATIONAL GUARD BUREAU
MEDIATOR / FACILITATOR EVALUATION FORM
The proponent agency is OFFICE NGB-JA. The prescribing regulation is CNGBM 0402.01

ADR INFORMATION

DATE PARTIES AGREED TO USE ADR: TIME ADR STARTED:
ADR NUMBER:

DATE ADR COMPLETED: TIME ADR STARTED:
NEUTRAL(S):

1. What was your role in this case?

[ ] Employee [] unien [ ] Ageney [] other (Please Specify)

2. How would you compare the amount of time taken to resoclve this case using the ADR process compared with what you believe would have been requiredif a
formal resolution had been used to resolve this dispute?

ADRwas: | | Significantly faster | | Somewhat faster [] same amount oftime || Somewhat slower [] significantly slower

3. The following questions concemn your experience with the ADR process. Please tell us how satisfied you were with each of the following features of the
process. (For each feature, check the column corresponding to your opinion).

VERY VERY
FEATURE SATISFIED SATISFIED NEUTRAL DISSATISFIED DISSATISFIED

a. Amount of information you received about the process.

b. Amount of control you had over the process.

c. Opportunity to present your side of the dispute.

d. Faimess of the process.

e, Overall cutcome of the process.

f. Speed with which the dispute was resolved.

{1
N
L

'g. CQutcome of the process compared to what you expected it to
be before it took place.

h. Overall, how satisfied were you with the ADR process.

R
L

[]
[]
[ ]
[ ]

4. The facilitator / Mediator evaluation. (For each feature, check the column corresponding to your opinion).

THE MEDIATOR / FACILITATOR EXCELLENT GOOoD AVERAGE FAIR

:

a. Explained the mediation / facilitation process. |:|

[]
[]
[]

b. Provided useful information. ‘ ‘

c. Was a good Listener.

d. Allowed me to talk about issues that were important to me. ‘ ‘

e, Was respectful.

(Continued on page 2}

]

]
HEE NN

]

[ ]
[ ]
[ ]

NGB FORM 96, 20160201 Page 1 of 2
Figure 2. Mediator/Facilitator Evaluation
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4. The facilitator / Mediator evaluation. (continued).

THE MEDIATOR / FACILITATOR

EXCELLENT

AVERAGE

f. Helped clarify issues,

GooD

[ 1%
u

h. Was neutral.

i. Wrote our agreement clearly and accurately.

j. Informed me that i could consult with an attomey.

g. Encouraged us to come up with our own solutions.

[ ]
[ |
[
[ ]

e

LI
LI

5 . Outcome of the Mediation / Facilitation (Please check one):

[] Full Settiement

[ |
[ |
[ ]
O

Partial Settlement

[] Did Not Settle

5. Would you recommend this process? |_] Yes

[] Ne

7. Please enter any additional comments below,

NGB FORM 96, 20160201

Page 2 of 2

Figure 2. Mediator/Facilitator Evaluation
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ENCLOSURE E
REFERENCES

a. CNGB Instruction 0402.01, 24 July 2015, “National Guard Alternative
Dispute Resolution”

b. Title 5 U.S.C. §§ 571 through 584, “Administrative Dispute Resolution Act of
1996”

c. Title 10 U.S.C. 8§ 801 through 946, “Uniform Code of Military Justice”
d. Title 10, U.S.C., “Armed Forces,” as amended.
e. Title 32, U.S.C., “National Guard,” as amended.

f. Part 1614 of Title 29, Code of Federal Regulations, “Federal Sector Equal
Employment Opportunity”

g. EEOC Management Directive 110, 09 November 1999, “Federal Sector Equal
Employment Opportunity”

h. 42 U.S.C. § 2000e-16, “Title VII of the Civil Rights Act of 1964,” as
amended.

i. 29 U.S.C. § 791 and 794a, “Rehabilitation Act of 1973,” as amended.

j- 42 U.S.C. 8§ 12101 through 12213, “American With Disabilities Act of
1990,” as amended.

k. 29 U.S.C. § 633a, “Age Discrimination in Employment Act of 1967,” as
amended.

1. 29 U.S.C. § 206 (d), “Equal Pay Act of 1963,” as amended.

m. DoD Directive 5500.07R , 17 November 2011, “The Joint Ethics Regulation
(JER),” as amended.

n. S U.S.C. § 552, “Freedom of Information Act”

o. DoD Directive 5400.7, 02 January 2008, “DoD Freedom of Information Act
(FOIA) Program”

p. Federal Rules of Evidence 408, 26 April 2011 (eff. 01 December 2014),
“Compromise Offers and Negotiations”
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q. 5 U.S.C. § 552a, “Privacy Act”
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GLOSSARY

PART I. ACRONYMS

Alternative Dispute Resolution

Office of Complaints Management and Adjudication,

Alternative Dispute Resolution section

Deputy Dispute Resolution Specialist

Department of Defense

Equal Employment Opportunity

Equal Opportunity

Freedom of Information Act

In accordance with

Inspector General

Judge Advocate

Military Equal Opportunity

National Guard

Manpower and Personnel Alternate Dispute
Resolution Office

Office of Complaints Management and Adjudication

Office of the National Guard Bureau Chief Counsel

Litigation and Employment Law Division

Not later than

The Adjutant General

PART II. DEFINITIONS

Alternative Dispute Resolution case files -- Records that document Alternative
Dispute Resolution proceedings in specific disputes, such as intake forms,
Alternative Dispute Resolution agreements, settlement agreements or other
documentation of the disposition of the case, written evaluations of the process
or the Neutral, and any other documentation or correspondence relating to the
Alternative Dispute Resolution proceeding.

Alternative Dispute Resolution program files -- Files generated in connection
with Alternative Dispute Resolution program management, such as
correspondence, statutes, regulations, policy documents, letters of
appointment, program evaluations, reports, statistical analyses, mediator
certification files, and other records relating to the overall program.

Alternative Dispute Resolution Stakeholder -- An organization or individual
with an official interest in the initiation, processing, and resolution of one or

more disputes.

Agency -- Each authority of the government of the United States, whether or
not it is within or subject to review by another authority, but does not include:
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(A) the Congress; (B) the courts of the United States; (C) the governments of the
States, Territories or possessions of the United States; (D) the Commonwealth
of Puerto Rico and the Government of the District of Columbia; or (E) the
National Guard of the 54 States, Territories, the Commonwealth of Puerto Rico
and the District of Columbia.

Alternative Dispute Resolution -- Any procedure that is used to resolve issues
in controversy, including but not limited to facilitation, mediation, fact-finding,
mini-trial, arbitration, and the use of ombuds, or any combination of the
above.

Arbitration -- The process wherein parties’ mutually select a neutral third party
or an arbitrator, to decide the issue in controversy after hearing witnesses,
considering other items of evidence, and listening to the arguments of each
side.

Confidentiality -- The protection from voluntary or compulsory disclosure,
afforded by the Administrative Dispute Resolution Act of 1996, to certain
dispute resolution communications given in confidence for the purposes of a
dispute resolution proceeding.

Discovery -- Compulsory disclosure, at a party’s request, of information that
relates to the dispute.

Dispute -- Any formal or informal claim or issue in controversy that arises out
of an existing or prospective relationship between the National Guard and its
civilian employees, applicants for employment or military members, which
otherwise materially affects conditions of employment, or a contractual dispute
between the National Guard and a contractor, potential contractor, or a dispute
between the National Guard and environmental protection agencies or
nongovernmental organizations , for which a remedial process is authorized by
law, regulation, or policy.

Dispute resolution communication -- Any oral or written communication
prepared for the purposes of a dispute resolution proceeding, including any
memoranda, notes or work product of the Neutral, parties, or nonparty
participant, except a written agreement to enter into a dispute resolution
proceeding, or final written agreement or arbitration award reached as a result
of a dispute resolution proceeding.

Dispute resolution proceeding -- Any process in which an alternative means of
dispute resolution is used to resolve an issue in controversy in which a Neutral

is appointed and specified parties participate.

Early Neutral Evaluation -- A structured process in which the parties seek the
assistance of a subject matter expert to review the dispute and to provide an
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assessment of the likely outcome of the dispute based on the facts as found or
as agreed to by the parties.

Evaluative mediation -- A process modeled on settlement conferences held by
judges in which the evaluative mediator assists the parties in reaching
resolution by pointing out the weaknesses of their cases, and predicting the
likely outcome of the dispute based on the facts as found or as agreed to by the
parties. Evaluative mediators are concerned with the legal rights of the parties
rather than needs and interests, and evaluate based on legal concepts of
fairness.

Facilitation -- An unstructured and flexible process in which a trained third
party Neutral (not necessarily a mediator) assists the parties to resolve issues
in controversy by using interest-based negotiation techniques.

Fact-finding -- A relatively informal process in which a neutral third party
examines the evidence to determine the facts giving rise to the dispute, in order
to assist the parties in negotiating a resolution.

In confidence -- Information provided with the expressed intent of the source
that it not be disclosed.

Manifest injustice -- An error in a trial court that is direct, obvious, and
observable, such as an admission that is involuntary or is based upon an
agreement that the opposing party rescinds.

Mediation -- A structured process using interest-based negotiation techniques
in which the parties seek the assistance of a qualified mediator to help them in
resolving their issue in controversy by using joint and separate confidential
(option of the parties) caucuses between each party and the mediator.

Neutral -- An individual who, with respect to an issue in controversy, functions
specifically to aid the parties in resolving the controversy.

Personal notes -- Notes taken by the Neutral, parties, or their representatives
during a dispute resolution proceeding, that are not made part of the record.

Self-determination -- The act of coming to a voluntary, un-coerced decision in
which each party makes free and informed choices as to process and outcome.

State Alternative Dispute Resolution Manager -- An individual appointed or
designated at the State level to promote the use of Alternative Dispute
Resolution processes for resolving disputes, to facilitate the development and
implementation of the State’s Alternative Dispute Resolution plan, and to
provide oversight of the organization’s disputes Alternative Dispute Resolution
program.
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CHIEF NATIONAL
GUARD BUREAU
INSTRUCTION

NGB-DI CNGBI 9651.01A
DISTRIBUTION: A 20 August 2018

NATIONAL GUARD DIVERSITY AND INCLUSION
References: See Enclosure B.

1. Purpose. This instruction establishes policy and assigns responsibilities for
National Guard (NG) diversity and inclusion in accordance with (IAW)
references a through m.

2. Cancellation. This instruction supersedes and replaces CNGBI 9651.01,
21 October 2014, “National Guard Diversity and Inclusion,” and cancels
CNGBI 9650.01A, 14 December 2015, “National Guard Joint Diversity
Executive Council.”

3. Applicability. This instruction applies to all NG elements.

4. Policy. It is NG policy to institutionalize diversity and inclusion by
developing an agile, ready, innovative and adaptive force to attract, recruit, and
retain a quality, inclusive, and equitable work force that reflects the
communities it serves. The National Guard Bureau (NGB) Office of Diversity
and Inclusion (NGB-DI) will create a NG Diversity and Inclusion Strategic
framework that aligns with the Department of Defense (DoD) Diversity and
Inclusion Strategic Plan, and adheres to Military Leadership Diversity
Commission (MLDC) recommendations, which include:

a. Engaging in activities to expand the pool of qualified candidates and
improving recruiting from the currently available pool of qualified candidates.

b. Enabling Service members to make informed career choices from
accession to retirement -- with special emphasize on mentoring.

c. Eliminating combat exclusion policies for women.
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d. Improving transparency in performance, expectations, promotion criteria
and processes for Service members.

e. Ensuring promotion board precepts provide guidance on how to value
Service-directed special assignments outside normal career paths or fields.

f. Explaining gender gap retention.
g. Managing personnel with mission-critical skills sets better.
h. Implementing clear, consistent, robust diversity management policies.

i. Instituting accountability and internal and external monitoring for both
the active and reserve components.

j- Conducting annual barrier analyses.

k. Including an assessment of qualified minority and female candidates for
top leadership positions in the diversity annual report to Congress.

5. Definitions. See Glossary.

6. Responsibilities. See Enclosure A.

7. Summary of Changes. This instruction has been extensively revised.

8. Releasability. This instruction is approved for public release; distribution is
unlimited. Obtain copies through <http://www.ngbpdc.ngb.army.mil>.

9. Effective Date. This instruction is effective upon signature and must be
reissued, canceled, or certified as current within five years from the date
signed.

OSEPH L NGYEL
General, USAF
Chief, National Guard Bureau

Enclosures:

A -- Responsibilities
B -- References
GL -- Glossary
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ENCLOSURE A
RESPONSIBILITIES
1. Chief of the National Guard Bureau (CNGB). The CNGB will institutionalize

diversity and inclusion in the NG and establish the NG Joint Diversity
Executive Council (JDEC).

2. Director of the Army National Guard (DARNG) and Director of the Air
National Guard (DANG). The DARNG and DANG will develop and execute Army
National Guard (ARNG) and Air National Guard (ANG) Diversity and Inclusion
Strategic Plans IAW NGB policy, and in coordination with the NG Diversity and
Inclusion Strategic Plan.

3. Director of NGB Joint Staff (DNGBJS). The DNGBJS will oversee NGB-DI
and provide guidance, and support to the 54 States, Territories, and District of
Columbia in achieving the goals and objectives listed in the NG Diversity and
Inclusion Strategic Plan.

4. The Special Assistant to the CNGB on Diversity and Inclusion. The Special
Assistant to the CNGB on Diversity and Inclusion will advise the CNGB on NG
coordination and alignment with the Department of Defense (DoD) Diversity
and Inclusion Strategic Plan and provide strategic oversight of NG diversity and
inclusion coordination.

5. Chief of NGB-DI. The Chief of NGB-DI will:

a. Serve as the executive-level diversity and inclusion strategist for the
NGB.

b. Advise the CNGB, the NG JDEC, the Special Assistant to the CNGB on
Diversity and Inclusion, and NG leadership on developing and implementing a
strategic framework for NG Diversity and Inclusion Strategic Plan.

c. Assess, evaluate, and develop policies and processes aimed at adjusting
NG culture, perspectives, and biases towards an inclusive environment.

d. Participate in DoD, joint and interagency level activities in supporting the
CNGB diversity and inclusion mission and representing the NG during related
outreach events.

e. Provide processes and oversight of NG diversity and inclusion joint
coordination across the Services to ensure mutual support in all aspects and
manners, for example, implementing the MLDC recommendations.
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f. Assess and develop policies and processes with quantifiable measures to
recruit, identify, develop, and assign an inclusive talent pipeline for the NGB.

g. Develop guidance aimed at eliminating barriers that inhibit the
advancement of diversity and inclusion practices.

h. Develop internal controls to streamline existing processes, communicate,
and innovate new approaches to ensure unity of effort across the States,
Territories, and District of Columbia through multiple diversity and inclusion
platforms.

i. Work with the NG JDEC, the Special Assistant to the CNGB on Diversity
and Inclusion, and key stakeholders to ensure that opportunities are fair and
inclusive across the NG.

j- Request adequate resources to efficiently execute and meet statutory and
policy responsibilities in support of diversity and inclusion.

k. Coordinate NGB joint-level, ARNG, and ANG diversity and inclusion
offices or functions to eliminate redundancies, ensure unity of effort,
streamline existing processes, innovate new processes, and engage in mutual
support to provide policy, guidance, and oversight to the 54 States, Territories,
and District of Columbia more rapidly, efficiently, and effectively.

6. NGB-DI. NGB-DI will:
a. Provide support to the NG JDEC.
b. Provide advisory and programmatic support to the Chief of NGB-DI.

c. Develop, implement and monitor programs that promote diversity and
inclusion throughout the NG IAW the strategic diversity and inclusion
framework.

d. Ensure that the Chief of NGB-DI and the Special Assistant to the CNGB
on Diversity and Inclusion are supported in their roles and responsibilities as
outlined in this instruction and IAW references b through f.

7. The Adjutants General (TAGs) and the Commanding General of the District
of Columbia (CG). TAGs and the CG may develop State diversity and inclusion
initiatives and procedures to implement NG policy in support of diversity and
inclusion goals IAW the NG Diversity and Inclusion Strategic Plan.
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8. Commanders and Other Senior Military Leaders. Commanders and other
senior military leaders will directly engage by:

a. Communicating and modeling inclusive diversity behaviors and providing
the necessary leadership and support to attract and develop a workforce that
reflects the broad diversity of the recruiting base.

b. Promoting diversity and inclusion as essential elements for achieving
high morale, innovation, readiness, and lethality and holding subordinate
leaders accountable for achieving organizational diversity and inclusion goals
and objectives.

c. Using the guidance and metrics in the NG Diversity and Inclusion
Strategic Plan to identify and implement best practices as well as to identify
and eliminate non-merit based barriers.

d. Providing access to resources and tools for the professional development
of personnel designated to provide diversity and inclusion subject matter
expertise.

e. Coordinating with TAGs to implement the TAG Checklist as published in
the NG Diversity and Inclusion Strategic Plan.

9. Managers and Other Civilian Supervisors. Managers and other civilian
supervisors will:

a. Provide access to resources and tools to inform, educate, and train
civilian personnel on the tenets, requirements, and benefits of diversity and
inclusion.

b. Measure trends and results of the organization’s efforts to
institutionalize diversity and inclusion, using the metrics as directed in the

NG Diversity and Inclusion Strategic Plan.

c. Use data-driven strategies IAW existing guidance and direction to
optimize diversity implementation strategies.

d. Coordinate with all stakeholder offices and functions to achieve the
organization’s diversity and inclusion goals and objectives.
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ENCLOSURE B

REFERENCES

a. DoD Directive 5105.77, 30 October 2015, “National Guard Bureau,”
Incorporating Change 1, 10 October 2017

b. Executive Order 13583, 18 August 2011, “Establishing a Coordinated
Government-Wide Initiative to Promote Diversity and Inclusion in the Federal
Workforce”

c. Presidential Memorandum, 05 October 2016, “Promoting Diversity and
Inclusion in the National Security Workforce”

d. DoD Directive 1020.02E, 08 June 2015, “Diversity Management and
Equal Opportunity in the DoD,” Incorporating Change 1, 29 November 2016

e. CNGB Memorandum, 02 February 2018, “Memorandum for National Guard
Soldiers, Airmen and Civilians”

f. Public Law 110-417, 14 October 2008, “Duncan Hunter National Defense
Authorization Act for Fiscal Year 2009”

g. Air Force Policy Directive 36-70, 13 October 2010, “Diversity”

h. Army Regulation 690-12, 22 December 2016, “Equal Employment
Opportunity and Diversity”

i. Army Regulation 600-20, (Army Command Policy and Procedures,” 06
November 2014

j- Executive Order 13171, 12 October 2000, “Hispanic Employment in the
Federal Government”

k. Executive Order 13163, 26 July 2000, “Increasing the Opportunity for
Individuals with Disabilities to Be Employed in the Federal Government”

1. CNGB Instruction 5400.01, 17 August 2017, “National Guard Bureau
Advisory Committee Management Program”

m. NG Diversity and Inclusion Strategic Plan, 01 June 2011
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GLOSSARY

PART I. ACRONYMS

ANG Air National Guard

ARNG Army National Guard

CNGB Chief of the National Guard Bureau

DNGBJS Director of the National Guard Bureau Joint Staff

DoD Department of Defense

IAW In accordance with

JDEC Joint Diversity Executive Council

MLDC Military Leadership Diversity Commission

NG National Guard

NGB National Guard Bureau

NGB-DI National Guard Bureau Office of Diversity and
Inclusion

TAG The Adjutant General

VCNGB Vice Chief of the National Guard Bureau

PART II. DEFINITIONS

Diversity -- All the characteristics and attributes of individuals, cultures, and
organizations aligned with Department of Defense core values, integral to
overall readiness, and mission accomplishment, that reflect the Nation we

SErve.

Inclusion -- Valuing and leveraging individual differences for organizational
success which includes the involvement and empowerment, where the inherent
worth and dignity of each Guardsman and Guardswoman is recognized.

Institutionalize -- The creation of a permanent strategic framework for
sustaining a diverse and inclusive workforce with an organizational climate

that harnesses an individual’s holistic characteristics to advance the mission of
the National Guard.
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DEPARTMENT OF MILITARY AND VETERANS AFFAIRS
OFFICE OF THE ADJUTANT GENERAL
COMMONWEALTH OF PENNSYLVANIA
FORT INDIANTOWN GAP
ANNVILLE, PENNSYLVANIA 17003-5002
www.dmva.pa.gov

HRO (18-04) 10 May 2018

MEMORANDUM FOR All Pennsylvania National Guard Managers, Supervisors, and
Employees

SUBJECT: Reasonable Accommodation (RA) Policy and Procedures for the
Pennsylvania National Guard

1. REFERENCES:
a. Rehabilitation Act of 1973, as amended.

b. Americans with Disabilities Act (ADA) of 1990; ADA Amendments Act of 2008
(ADAAA).

c. U.S. Equal Employment Opportunity Commission (EEOC) Enforcement Guidance
on Reasonable Accommodation and Undue Hardship under the Americans with

Disabilities Act.

d. Executive Order 13164, 26 July 2000: Requesting Federal Agencies to Establishing
Procedures to Facilitate the Provisions of Reasonable Accommodation.

e. CNGBN 9600, Stafe National Guard Civilian Equal Employment Opportunity
Complaint Processing And Reporting Guidance, 10 May 2018.

f. CNGBI 9400.01, Nondiscrimination in Federally Assisted Programs, 29 November
2017. ’

2. BACKGROUND:

A reasonable accomodation is any change to a job, the work environment or customary
procedures that allows an individual with disabilities (IWD) to enjoy equal employment
opportunities. These may include modifications/adjustments in three areas: The job
application process by permitting an IWD to be considered for a job (e.g. providing the
application in larger print or in Braille); opportunity for a qualified IWD to perform the
essential functions of the job (e.g. providing sign language interpreters, voice
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HRO (18-04) 10 May 2018

SUBJECT: Reasonable Accommodation (RA) Policy and Procedures for the
Pennsylvania National Guard '

amplification devices, etc.); and Opportunity for an IWD to enjoy equal employment
benefits and privileges (e.g. removing physical barriers from the office, providing
accessible parking, etc. A Reasonable Accommodation request can be requested at any
time during the application or hiring process, or while on the job. Requests are considered

on a case-by-case basis.

3. PURPOSE: This instruction establishes the Reasonable Accommodation (RA) Policy
for the Pennsylvania National Guard (PANG), hereafter referred to as “the Agency”. It
describes the rights and responsibilities of managers, supervisors, and employees IAW
references (except as prescribed by statue or policy consistent with statue) as they relate
to requesting, approving, and/or providing reasonable accommodations.

4. APPLICABILITY: This RA Policy applies to Title 5 NG Employees and Title 32 Dual
Status Technicians as well as applicants for employment who are managed under the
designation of authority to The Adjutant General (TAG). National Guard membership is
required for dual status technician employment: This is an excepted service position that
requires membership in a compatible military assignment in the National Guard. Dual
status technicians are required to wear the military uniform. Acceptance of an excepted
service position constitutes concurrence with these requiremenis as a condition of

employment.

Further questions you may have concerning RA, pertinent laws or reguiations may be
referred to Mr. Scott D. Niles, Deputy HRO, 717-861-8733, scott.d.niles.civ@mail.mil or
Dr. Millicent Carvalho-Grevious, State Equal Employment Manager at (717) 861-8520,

e-mail: millicent.j.carvalho-grevious.civ@mail.mil

FOR THE ADJUTANT GENERAL:
’6‘%@' ¢
HARRYB.CARAVABGIO
COL, PAARNG
Human Resources Officer
Enclosures:
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REASONABLE ACCOMMODATION POLICY

1. POLICY: This Reasonable Accommodation (RA) Policy for the Pennsylvania National
Guard (PANG) is focused on, but not limited to, establishing a procedure that will support
the prompt, fair, and efficient processing of requests for RA; and ensuring that civilian and
military technician managers and supervisors comply with the mandates of the

Rehabilitation Act of 1973, as amended.

a. Responsibilities.

(1) The Human Resources Officer (HRO):

(a) Oversee the implementation and administration of this RA Policy;

(b) Assist and advise managers and supervisors in reviewing requests for
RA and scheduling training for supervisors and managers;

(c) Make RA training a part of newly-appointed supervisor and manager
orientation;

(d) Consult with supervisors/hiring officials to recommend the parameters
of approval or denial of reasonable accommodation requests or when requests must be

submitted to TAG for approval or denial. .
(2) The State Equal Employment Manager (SEEM):
(a) Conduct new supervisor and manager RA training on an annual basis

(b) Ensure copies of this RA Policy and its applicable procedures are readily
available to PANG Managers, Supervisors, and Employees. This will be accomplished by
maintaining copies in the State Equal Employment Manager’'s (SEEM’s) Office as well as
in designated locations such as the PANG intranet (PKO/GKO). This RA policy must be
accessible to individuals with disabilities, when necessary, through alternative format;

(c) Process RA applications and assist employees with RA requests;
(d) Develop and disseminate information on available RA resources;

7 (e) Serve as the proponent for the Program for Individuals with Disabilities
(IWD), coordinate RA requests as needed,

5
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(f) Track RA requests and submit applicable RA reports to the
National Guard Bureau EEO Office annually for inclusion in the MD-715 Report.

(3) Commanders and Directors:

(a) At all levels, provide the necessary resources to support the availability
of the RA process;

(b) Ensure all management and supervisors subject to their authority
receive annual training on the RA process.

(4) Management and Supervisors:

(a) Ensure employees are aware the RA process is available to
Individuals with Disabilities.

(6) Higher-Level Managers and Supervisors:

a) Review RA requests referred by subordinate supervisors and managers
and consult with HRO to determine whether to approve RA requests or offer an
alternative RA. HRO is authorized to recommend the parameters of approval or denial
of reasonable accommodation requests or when requests must be submitted to TAG for

approval or denial.
(6) First-Line Supervisors:
(a) Receive and review RA requests from employees;

(b) Communicate the status and ultimate disposition of employee RA
requests to the requesting employee.

2. DEFINITIONS:

a. Direct Threat. This is a significant risk to the health or safety of others that cannot
be eliminated by reasonable accommodation.

b. Essential Functions. These are job duties that are so fundamental to the position
that the individual cannot do the job without being able to perform them. A function is
"essential" if, among other things, the position exists specifically to perform that function,
there are a limited number of employees who could perform the function if it were
assigned to them, or the function is specialized, so the incumbent is hired based on

his/her ability to perform it.

6
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¢. Extenuating Circumstances. Described as factors that could not reasonably have
been anticipated or avoided in advance of the request for RA, such as back order of
necessary equipment or failure of employee's health care professional to timely provide

necessary documentation.

d. Individual with a Disability (IWD). An IWD is any person, who has a physical or mental
impairment which substantially limits one or more of such person's major life activities,
has a record of such impairment or is regarded as having such an impairment.

e. Interactive Process. An interactive process allows requests o be made by the
individual with a disability as well as by a family member, health professional, and other
representative who is legally acting on the individual’s behalf.!

f. Major Life Activities. These include caring for oneself, performing manual tasks,
seeing, hearing, eating, sleeping, walking, standing, lifting, bending, speaking, breathing,
learning, reading, concentrating, thinking, communicating, and working, as well as the
operation of a major bodily function including, but not limited to, functions of the immune
system, normal cell growth, digestive, bowel, bladder, neurological, brain, respiratory,
circulatory, endocrine, and reproductive functions. Furthermore, episodic impairments or
medical conditions that are in remission are nonetheless disabilities if they would

substantially limit a major life activity when active.

g. Qualified Individual. This describes an individual who, with or without reasonable
accommodation, can perform the essential functions of the employment position that such

individual holds or desires.

h. Reasonable Accommodation. This describes a change in the work environment or in
the way things are customarily done that would enable an individual with a disability to
enjoy equal employment opportunities. There are three categories of RA that apply:

(1) Modifications or adjustments to a job application process to permit an IWD to
be considered for a job;

(2) Modifications or adjustments necessary to enable a qualified IWD to
perform the essential functions of the job;

(3) Modifications or adjustments that enable IWDs to enjoy equal benefits and
privileges of employment.

1 (EEOC Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the Provision
of Reasonable Accommodation, Sec. Il (A), Q.6 (Oct.20, 2000).
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i. Undue Hardship. Undue hardship generally involves significant difficulty or expense.
It refers not only to financial difficulty, but to reasonable accommodations that are unduly
extensive, substantial, or disruptive, or those that would fundamentally alter the nature or
operation of the business. The supervisory chain of command and HRO must assess on
a case-by-case basis whether a particular accommodation would cause undue hardship.
The analysis focuses on the resources and circumstances of PANG in relation to the cost
or difficulty of providing a specific accommodation. HRO is authorized to recommend the
parameters of approval or denial of reasonable accommodation requests or when
requests must be submitted to TAG for approval or denial. TAG is the final Agency

authority.

j. Personal Assistants. Personal assistance services to employees are reasonable
accomodations when: (1) employee requires such services because of a targeted
disability, (2) provision would enable the employee to perform the essential functions of
his/her position, and (3) provision of services would not impose due hardship on the
agency. Personal Assistant services have to be provided by a qualified personal
assistance service provider. The Agency is prohibited from taking adverse actions for an
employee/applicant asking for a personal assistant.

3. GENERAL GUIDANCE ON REASONABLE ACCOMODATIONS:

a. The law requires agencies to develop policies and procedures to facilitate the hiring,
placement, and advancement in employment of IWD and to provide RA to qualified
employees or applicants with disabilities uniess doing so would cause undue hardship.
This RA Policy helps to implement the requirements of the Rehabilitation Act and the
ADA that agencies provide RA to qualified employees and applicants with disabilities.

b. Reasonable Accommodations Serve Two Fundamental Purposes:

(1) RAs remove barriers that prevent IWDs from applying for and performing jobs
for which they are qualified;

(2) RAs remove barriers that prevent IWDs access to the workplace and enables
equal access to job benefits. This RA Policy is to be interpreted and applied in
accordance with those two stated purposes, as well as the spirit of the Rehabilitation Act

and the ADA.

4. REASONABLE ACCOMMODATION INTERACTIVE PROCESS:

a. Reaquesting Reasonable Accommodation.

(1) The RA process is initiated when an IWD indicates a need for an adjustment
(or change at work) or in the application process for a reason related to a medical
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condition. The requestor does not have to use any particular words, cite the Rehabilitation
Act, this RA Policy, or even use the term "reasonable accommodation.” For example, it is
sufficient for a vision impaired person o ask for specific work related materials to be
provided in large print. This is a request for reasonable accommodation.

(2) An IWD may initiate a request for RA orally or in written form at any time. This
interactive process allows requests to be made by the individual with a disability as well
as by a family member, health professional, and other representative who is legally acting
on the individual's behalf.?The IWD will be asked fo complete an RA request form for
documentation and processing purposes. The Reasonable Accommodation Request
Form, which is attached to this policy as (Appendix A), has been developed for this
purpose. Despite the requirement that the requesting individual complete and submit a
request form, the individual's initial request, whether verbal or written, starts the RA

process.

(3) Requests for RA should ordinarily be addressed to the individual's direct (first-
line) supervisor so that the request can be properly tracked and acted upon. At the
individual's discretion, however, the RA request can be made to any of the following: the
individual's supervisor; a manager or supervisor in the individual's immediate chain of
command; SEEM’s office or in the case of an applicant involved in the application
process, any Agency employee in the applicant’s chain of command. Requests for RA
made to individuals or offices other than those listed cannot be properly tracked and will

not be processed.

(4) Where an IWD has requested a type of reasonable accommodation that
he/she is likely to need on a repeated basis, for example, the assistance of sign
language interpreters or readers, the IWD will not be required to submit a written
request for recordkeeping purposes each time the RA is needed. In such cases, the
IWD may obtain the RA by notice to his/her supervisor once the RA is approved the

first time.

b. Personal Assistants.

Personal assistance services to employees are reasonable accomodations when: (1)
employee requires such services because of a targeted disability; (2) provision would
enable the employee to perform the essential functions of his/her position; and (3)
provision of services would not impose due hardship on the agency. Personal
Assistant services have to be provided by a qualified personal assistance service
provider. The Agency is prohibited from taking adverse actions for an
employee/applicant asking for a personal assistant.

2 (EEOC Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the Provision
of Reasonable Accommodation, Sec. Il (A), Q.6 (Oct.20, 2000).
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5. PROCESSING REQUESTS FOR REASONABLE ACCOMMODATIONS:

a. Process.

(1) While an employee may request a RA due to a medical condition, this request
does not necessarily mean that the Agency is required to provide the RA. A request for
RA is the first step in an informal, interactive process between the employee and the
supervisor. The process is always begun by the employee or by a family member, health
professional, or other representative who is legally acting on the employee’s behalf.
Supervisors should not unilaterally ask employees if they have a disability or if they need

an accommodation. /

(2) Upon receipt of a request for RA, supervisors will direct the requesting individual
to complete and submit a Reasonable Accommodation Request Form. As stated
previously, however, supervisors will not delay the interactive process while waiting for
the form. The supervisor will engage the interactive process by discussing the following

with the requesting employee:
(a) The underlying disability or medical issue;

(b) The specific functional limitations resulting from the disability or
medical issue and how they relate to or affect the employee's job functions;

(c) Any suggestions the employee may have for a reasonable
accommodation.

(3) The supervisor will document the conversation in writing and take detailed
notes. Supervisors are encouraged to seek guidance from HRO or the SEEM at any time
during the process. Information obtained regarding the medical issue and related facts,
documents, etc. will be kept confidential to the extent required by applicable law but will
be shared with those individuals in the Agency involved in determining whether to grant
a request for RA. In situations where the employee's disability and need for an RA are
reasonably obvious, the supervisor should assure the employee that he or she will
determine whether the requested accommodation is available within thirty (30) calendar
days, absent extenuating circumstances. At the close of the meeting, the supervisor will
inform the employee of his or her RA rights and opportunity to obfain information and
assistance from HRO and SEEM. The supervisor should collect the Reasonable
Accommodation Request Form from the employee before the end of this meeting and

submit it to the SEEM’s Office for processing.

(4) Decisions on RAs will be expedited where: the RA is needed to enable an
applicant to apply for a job or the RA is needed for a specific Agency activity that is

scheduled to occur shortly.
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(5) The Agency is entitled to know that an employee has a covered disability that
requires an RA. Thus, when a disability and/or need for an RA are not obvious, the
Agency may require, if there is a safety threat or difficulty performing essential functions
of the job, that the employee provide reasonable documentation about the suspected
disability and functional limitations. Where the employee has not requested a specific
accommodation, the supervisor will inform the employee that he or she may determine
whether there is an RA that could be made, again within thirty (30) calendar days. Any
documentation requested documentation must come from an appropriate professional,
depending upon the type of claimed disability, such as a doctor (including psychiatrist),
psychologist, nurse, physical therapist, occupational therapist, speech therapist,
vocational rehabilitation specialist, or licensed mental health professional. The
documentation must contain the following information:

(a) The nature, severity, and duration of the employee's impairment;
(b) The activity or activities that the impairment limits;

(c) The extent to which the impairment limits the employee's ability to
perform the activity or activities; and/or

(d) Why the employee requires an RA or the particular RA requested, as
well as how the RA will assist the individual to apply for a job, perform the essential
functions of the job, or enjoy a benefit of the workplace. Supervisors will not request
medical documentation where both the disability and need for RA are obvious or the
employee has already provided the Agency with sufficient information to document the
existence of the disability and his/her functional limitations. Supervisors will require only
the documentation that is needed to establish that the employee has a disability, and that
the disability necessitates an RA. Thus, supervisors will not ask for information that is
unrelated to determining the existence of a disability and need for an RA.

(6) Supporting medical documentation must be provided to the requesting

official within thirty (30) calendar days after the individual is informed that it is required,
absent extenuating circumstances. Failure to provide necessary documentation where it
has been properly requested could result in a denial of RA.2 Medical information will be
kept confidential to the extent required by applicable law but will be shared only with
those “other agency officials” involved in determining whether to grant a request for RA.
These officials include: supervisors and Managers who need to know may be told about
necessary restrictions and about the necessary accommodation(s); first aid and safety
personnel may be told if the disability might require emergency treatment; government

329 C.F.R. § 1614.203 (d)(3)(I-N).
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officials to investigate the agency's compliance with the Rehabilitation Act; workers'
compensation offices or insurance carriers; and EEO officials may be given the
information to maintain records (U.S. EEOC Policy Guidance on Executive Order
13164: Establishing Procedures fo Facilitate the Provisions of Reasonable

Accommodation.)

(7) Additionally, the Agency may request supplemental documentation when the
information already submitted is insufficient to document the disability and/or functional
limitations it causes, as well as need for the RA. In such cases, supervisors or requesting
officials should describe for the employee in writing why the submifted documentation is
insufficient and identify the information that is needed. This supplemental medical
documentation must be received by the requesting official within ten (10) working days
of its request. Failure to provide necessary documentation where it has been properly
requested could result in a denial of RA.

(8) An IWD does not need to have a particular accommodation in mind before
making a request.® Once it is determined that the employee requesting an RA has a
qualifying disability (and is therefore an IWD), the supervisor/hiring official will consuit with
the HRO to determine whether the requested RA is appropriate under the circumstances.
HRO is authorized to recommend/deny RA requests or submit requests fo TAG for
approval or denial. TAG is the final Agency authority. RAs will only be provided fo
individuals with actual disabilities. Supervisors/hiring officials are not obligated o provide
RAs to employees/applicants who have been merely "regarded as" having a disability.

(9) In considering whether an RA can be provided, supetvisors and the HRO
should identify the essential job functions (as defined above) of the IWD's position, the
IWD's functional limitations to completing the essential job functions, and whether there
are any reasonable alternative approaches to meeting essential job functions. Appendix
B lists some examples of reasonable accommodations. Appendix C contains a list of
selected resources to help supervisors and HROs in considering possible RAs.

(10) A modification or adjustment is “reasonable” if it is feasible or plausible under
the circumstances. An accommodation must also be effective in meeting the needs of the
IWD. This means that an RA enables an IWD to perform the essential functions of his/her
job. Finally, an RA allows an IWD an equal opportunity to enjoy the benefits and privileges
of employment that employees without disabilities enjoy.

4 U.S. EEOC Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the

Provisions of Reasonable Accommodation,
hitps://www.eeoc.gov/policy/docs/accommodation procedures.himi.

520 C.F.R. § 1614.203(d)(3)(D).
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(11) The Agency has the authority to choose among possible RAs as long as the
chosen RA is effective. Thus, as part of the interactive process, supervisors may offer
IWDs alternative suggestions for RA and discuss their effectiveness in removing the
workplace barrier that is impeding the IWD. If there are two possible RAs, and one costs
more or is more burdensome than the other, supervisors may choose the less expensive
or burdensome accommodation as long as it is effective. Similarly, when there are two
or more effective accommodations, supervisors may choose the one that is easier to
provide. In either situation, the supervisor is not required to show that it is an undue
hardship to provide the more expensive or more difficult accommodation. The preference
of the IWD should be given primary consideration, but the supervisor/hiring official in
consultation with HRO has the discretion to choose between effective accommodations.

(12) There are several modifications or adjustments to which supervisors do not
have the authority to agree:

(1) A supervisor may not agree to eliminate an essential function, i.e., a
fundamental duty of the position.

(2) Supervisor are prohibited from agreeing to lower production standards
as an accommodation, whether qualitative or quantitative, that are
applied uniformly to other employees with and without disabilities.

(13) The Agency will not provide as reasonable accommodations personal use
items needed in accomplishing daily activities both on and off the job. Thus, the Agency
will not provide an employee with a prosthetic limb, a wheelchair, eyeglasses, hearing
aids, or similar devices if they are also needed off the job. Furthermore, the Agency will
not provide personal use amenities, such as a hot pot or refrigerator, if those items are
not provided to employees without disabilities. However, items that might otherwise be
considered personal may be considered as reasonable accommodations in appropriate
cases where they are specifically designed or required to meet job-related rather than

personal needs.

(14) RA requests may be denied where the requested RA would cause "undue
hardship" to the Agency. Undue hardship, which generally involves significant difficulty
or expense, is to be determined on a case-by-case basis. The analysis focuses on the
resources and circumstances of PANG in relationship to the cost or difficulty of providing
a specific accommodation. Undue hardship refers not only to financial difficulty, but to
reasonable accommodations that are unduly extensive, substantial, or disruptive, or
those that would fundamentally alter the nature or operation of the business. The
supervisor and HRO must assess on a case-by-case basis whether a particular

accommodation would cause undue hardship.
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(15) The reassignment to a vacant position for which an employee is qualified,
and not just permission to compete for such position, is a reasonable accommodation
and the Agency must consider providing reassignment to a vacant position as a
reasonable accommodation when it determines that no other reasonable
accommodation will permit an employee with a disability to perform the essential
functions of his or her current position.® PANG HRO must notify supervisors and other
Agency officials when they are to conduct searches for available vacancies when
considering reassignment as a RA.7

6. APPROVAL AND/OR DENIAL OF REASONABLE ACCOMMODATION REQUESTS:

a. Approval of Requests for RA.

(1) TAW with this RA Policy, HRO will consult with the appropriate subject matter
experi(s) and make a recommendation to the supervisor/hiring official. HRO is authorized
to recommend the parameters of approval or denial of reasonable accommodation
requests or when requests must be submitted to TAG for approval or denial. TAG is the
final Agency authority. When the Agency determines that a RA request will be approved,
the IWD’s supervisor/hiring official will notify the IWD in writing and document the date
and circumstances of the notification. The supervisor/hiring official will implement the
approved RA at the earliest possible moment, failure to provide the accommodation in a
prompt manner may result in a violation of the Rehabilitation ACT.8 A copy of the
supervisor's/hiring official's written notification will go into a separate file for the
employee/applicant, as discussed below.

b. Denial of Requests for RA.

(1) IAW with this RA Policy, the IAW'’s supervisor/hiring official will consult with
HRO who will consult with the appropriate subject matter experi(s) and make a
recommendation to the supervisor/hiring official. HRO is authorized to recommend the
parameters of approval or denial of reasonable accommodation requests or when
requests must be submitted to TAG for approval or denial. TAG is the final Agency
authority. When the supervisor/hiring official concludes that a RA request will be denied
or offers an alternative RA, the IWD’s supervisor/hiring official will notify the IWD in
writing and document the date and circumstances of the notification. The written

628 C.F.R. § 1614.203(d)(3)(B).
729 C.F.R. § 1614.203(d)(3).

829 C.F.R. § 1614.203(d)(3)(O).
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notification to the IWD must contain: the reasons for the denial; a notice that the IWD
can appeal the decision, in writing, within 10 work days to the next level supervisor in
the employee's/applicant’s chain of command; and notice that the IWD has the right to
file an EEO complaint with a PANG EEO Counselor, SEEM’s Office, or directly with the

Philadelphia EEOC Office® (see Appendix B).

c. Delay in Approving Requests for RA.

(1) When there is any delay in either processing a request for or providing a
reasonable accommodation, the IWD supervisor/hiring official must notify the individual
in writing of the reason for the delay, including any extenuating circumstance that justify
the delay.? If the Agency cannot provide the accommodation immediately, the Agency
must provide an interim accommodation that allows the individual to perform some, or
all essential functions of his or her job, if it is possible to do so without imposing undue

hardship on the Agency.

7. ALTERNATIVE DISPUTE RESOLUTION:

a. Alternate Dispute Resolution (ADR). ADR is voluntary for the
employee/applicant. PANG will use ADR and other collaborative dispute resolution
processes early on in the process to the maximum extent practical and appropriate to
resolve disputes. ADR includes mediation, facilitation and conciliation services. Qualified
ADR professionals may be chosen by the Agency or requested from DoD’s Investigations

and Resolutions Division.

8. INFORMAL APPEAL PROCESS:

a. Overview. An IWD can appeal a RA request denial or accommodation with
which they do not concur (i.e., IWD requested a specific type of chair for the workspace,
but RA offered by the Agency was undesirable to the IWD) within ten (10) work days of
receipt of the Agency’s decision to their higher-level supervisor. The
employee’s/applicant’s appeal must be in writing and should contain any additional
information or documentation that the employee/applicant would like the higher-level
supervisor to consider. The higher-level supervisor who receives the
employee’s/applicant’s appeal will consult with HRO IAW with this RA Policy. HRO is

9 Philadelphia EEQC Office, 801 Market Street, Suite 1300, Philadelphia, PA.
1028 C.F.R. § 1614.203(d)(3)(S).
~M28C.FR. §1614.203(d)(3)(Q).
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authorized to recommend the parameters of approval or denial of reasonable
accommodation requests or when requests must be submitted to TAG for approval or
denial. The appeal should involve reviewing the original supervisor's notes and any
documentation submitted by the employee/applicant. The Higher-level supervisor will
render a decision on the appeal within fourteen (14) calendar days of receiving the appeal
from the employee/applicant unless there are extenuating circumstances. The Agency
must notify the IWD of their right utilize the Agency’s informal appeal process or PANG
EEO Counselor, SEEM’s Office, or EEOC fo file an EEO complaint'? (see Appendix B).

b. Approval of Appeal Reguest,

If the Agency determines that an appealed RA request will be approved, the IWD’s
supervisor/hiring official will notify the IWD in ‘writing and document the date and

circumstances of the notification.

c._ Denial of Appeal Request.

Notice of the Agency’s decision will be AW with this RA Policy, except that the notice will
remind the employee/applicant that he/she must contact a PANG EEO Counselor or
SEEM's Office, or the Philadelphia EEOC Office within forty-five (45) days of receipt of
the appeal decision or from the most recent incident of discrimination, if the

employee/applicant wishes to file an EEO complaint.
9. EEO DISCRIMINATION COMPLAINT PROCESS:

a. The Federal Agency EEOQ Complaint Process. For the EEQ Complaint Process,
PANG is under DoD, which is a Federal agency. This requires the employee/applicant or
‘aggrieved” to participate in EEQ informal resolution processes, e.g., EEO Counseling or
if it is offered, another form of alternative dispute resolution, prior to filing an EEO Formal
Complaint. Regardless of whether or not the employee/applicant has utilized the Agency’s
informal appeal process described in Section 8 of this RA Policy, the employee must
contact a PANG EEO Counselor, SEEM’s Office, or the Philadelphia EEOC Office within
forty-five (45) days of receipt of the appeal decision or most recent incident of
discrimination, if the employee wishes to file an EEO Complaint.

10. RECORDKEEPING REQUIREMENTS:

a. Tracking Requirements. The proponent for reasonable accommodation is the PANG
SEEM Office.

2 Philadelphia EEOC Office, 801 Market Street, Suite 1300, Philadelphia, PA.
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(1) Although the original RA request does not have to be in writing, the SEEM will
assign a tracking number to each RA request. For example: PANG-RA-FYXX (fiscal
year)-XX (number). The SEEM will notify (in writing) the employee/applicant of his/her
tracking number within seven (7) calendar days of receipt of the RA request. The
employee/applicant can track his/her request process through his/her tracking number by
calling the SEEM’s Office.”® The SEEM is responsible for tracking the following

information:

(a) The number and types of RA requested in the application for
employment process and whether those requests were granted or denied;

(b) The jobs (occupational series, grade level, and organization) for which
RAs have been requested;

(c) The types of RAs that have been requested for each of those jobs;

(d) By organization (unit/department), the number and types of RAs for each
job that have been approved and denied;

(e) The number and types of requests for RAs that relate to benefits or
privileges of employment, and whether those requests have been granted or denied;

(f) The reasons for denial of RA requests;
(g)The amount of time taken to process each RA request;

(h) The source of technical assistance consulted in trying to identify possible
RAs;

(i) Dispositions of Reasonable Accommodation Request Data, Including
Medical Information;

(i) Documentation related to a particular individual who has requested RA
is to be filed apart from other personnel records, safeguarded regarding confidential
requirements, and maintained for the duration of that employee's/applicant’s employment.
Records concerning requests, approval, and disapproval are maintained by the Joint

Force Headquarters EEQO office;

13 C.F.R. § 1614.203(d)(3)(R).
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(k) The tracking information data should be maintained for a period of 5 years. This
data will assist an organization in evaluating its performance regarding the adequate,
timely processing of RA requests and their corrective action, if required;

18
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APPENDIX A: REASONABLE ACCOMMODATION REQUEST FORM

Name: Cell #:
E-mail: Work #:

Position: Grade:
Date:

Supervisor: Work #:
E-mait:

I. Are you requesting a specific accommodation?

Il. Please identify the specific limitation(s) which requires accomodation.

lll. Specify, how this accomodation will assist you to perform the essential functions of
your position.

IV. Is the RA request time sensitive? If so, initial here: and explain.

Printed Name of Individual Making Request

Signature of Individual Making Request
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Name and Contact Information for First-Level Supervisor/Hiring Official

Name and Contact Information for Manager or Higher-Level Supervisor

Today’s Date

Name of Person Receiving Request Position/Work Phone #

20
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APPENDIX B: EXAMPLES OF REASONABLE ACCOMMODATIONS

1. Job Restructuring. Involves modifications such as reallocating or redistributing
marginal job functions that an employee/applicant is unable to perform because of a
disability, as well as altering when and or how a function, essential or marginal, is
performed. Supervisors/hiring officials will not, however, reallocate essential functions

as a reasonable accommodation.

2.Leave. Whether accrued paid leave or unpaid leave, is a form of RA when
necessitated by an employee's/applicant’s disability. Supervisors are not required to
provide paid leave beyond that which is provided to similarly situated
employees/applicants. When leave is used as an RA, employees/applicants will use
accrued paid leave before beginning any allotted unpaid leave. Supervisors should
remember that there may be FMLA implications when considering leave as an RA.

3. Essential Function. For certain positions, the time during which an essential function
is performed may be critical and a modification may disrupt operations and lead to
undue hardship. This could affect whether a supervisor can grant a request to modify
an employee's/employees (applicant/applicants) schedule or if reassignment is more

appropriate.

4 Modified Workplace Policies. These constitute an RA when necessitated by an
employee's/applicant’s  disability-related limitations, absent undue hardship.
Modification under these circumstances only applies to the IWD and not to other
employees/applicants in the supervisor's section or working unit.

5. Assistive Devices. Specific to individuals who are deaf or hard of hearing,
supervisors/hiring officials should consider amplification devices, closed caption
decoders and captioning for training tapes, signaling devices, teletypewriters (TTYs),
sign language interpreters, and TTY modems.

6 Assistive Devices. Specific to individuals with visual impairments, supervisors/hiring
officials should consider Braille displays, Braille embossers, portable note-takers, print
enlargers, scanner/readers, and screen readers. Specific to individuals with impaired
dexterity, supervisors /hiring officials should consider alternative input systems,
alternative keyboards, alternative pointing devices, keyboard enhancement programs,

and voice recognition systems.

7. Personal Assistants. Personal assistance services to employees are reasonable
accomodations when: (1) employee requires such services because of a targeted
disability; (2) provision would enable the employee to perform the essential functions of
his/her position; and (3) provision of services would not impose due hardship on the
agency. Personal Assistant services have to be provided by a qualified personal
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assistance service provider. The Agency is prohibited from taking adverse actions for
an employee/applicant asking for a personal assistant.

8. Reassignmeni. Reassignment to a vacant position must be provided fo an
employee/applicant (not an applicant) who, because of a disability, can no longer perform
the essential functions of his/her current position, with or without an RA, unless the
supervisor/hiring official can show that reassignment would be an undue hardship. The
employee/applicant must be qualified for the position, which means that he/she has the
requisite skill, experience, education, and other job-related requirements of the position
(not necessarily best qualified). The employee/applicant must also be able to perform the
essential functions of the new position, with or without an RA. The Agency is not obligated
to assist the employee/applicant to become qualified for the new position, unless the
Agency would normally provide such fraining to an individual transitioning into the
position. Reassignment is the RA of last resort and is only required if: (1) there are no
effective accommodations that will enable the employee/applicant to perform the
essential functions of his’her current position and (2) all other RAs would impose an
undue hardship. "Vacant” means that the position is available when the
employee/applicant asks for reasonable accommodation, or that the Agency knows that
it will become available within a reasonable amount of time. The Agency does not have
to bump another employee/applicant from a job in order to create a vacancy; nor does it

have to create a new position.

Of the above-cited examples of RA, only Reassignment is mandatory and only under
the circumstances stated. The other examples should be considered on a case-by-case

basis and may not always be appropriate.
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APPENRDIX C: SELECTED REASONABLE ACCOMMODATION RESOURCES

U.S. Egual Employment Opportunity Commission

Philadelphia District Office

801 Market Street, Suite 1300

Philadelphia, PA 19107-3127

Phone: 1800-668-4000 / 215-440-2601 / or email PDOContact@eeoc.gov
FAX: 215-440-2606 '

TTY: 1-8---669-6820

ASL Video Phone: 844-234-5122

The EECC's Publication Center has many free documents on the Title | employment
provisions of the ADA and the Rehabilitation Act. In addition, the EEQC has published a
great deal of basic information about reasonable accommodation and undue hardship.

Job Accommodation Network (JAN)
(800)526-7234(Voice)
(877)781-9403 (TTY)
http.//ianweb.icdi.wvu.edu

A service of the President's Committee on Employment of People with Disabilities.
JAN can provide information, free-of-charge, about many types of reasonable

accommodations.

Mid-Atlantic ADA Center
1-800-849-4232 (Voice/TT)
www.adainfo.org

The center is part of a hational network that provides information, training, and
technical assistance on the ADA Act. Each center works with local business, disability,
governmental, rehabilitation, and other professional networks to provide current ADA
information and assistance. The center can make referrals to local sources of expertise

in reascnable accommodations.

Registry of Interpreters for the Deaf, Inc.
333 Commerce Street

Alexandria, VA 22314

703-838-0030 (Voice)

571-257-3957 (VP)

703-838-0454 (Fax)

http://mwww.rid.org
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The Registry offers information on locating and using interpretfers and transliteration
services.

Computer/Electronic Accommodation Program
4800 Mark Center Drive, Suite 05E22
Alexandria, VA 22350

(833) 227-3272 or (703) 614-8416 (Voice)
(571) 384-5629 (Videophone)

(703) 697-5851 (Fax)

cap@mail.mil

The Computer/Electronic-Accommodation Program (CAP) was established by DOD to
help provide RA to individuals with disabilities. The purpose of the CAP is to ensure that
all disabled DOD employers get equipment which best meets their needs at no charge
to the employer. The Defense Medical Information Management Office is the executive
agent for the CAP. The CPA is available to advice on ways to provide RA. The CAP

serves the DOD community by:

- Buying accommodations to make computer and telecommunications systems
accessible to individuals with disabilities, as required by law.

- Providing funds for sign-language interpreters, readers, and personal assistants
for employees attending long-term training (two days or more).

- Providing expertise in solving accessibility problems through the use of software,
hardware, and other assistive technology.

Providing fraining and educational support.
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DOD DNGB Pennsylvania National FY 2021
Guard
Affirmative Action Plan
for the Recruitment, Hiring, Advancement, and
Retention of Personswith Disabilities

To capture agencies affirmative action plan for persons with disabilities (PWD) and persons with targeted disabilities (PWTD),
EEOC regulations (29 C.F.R. § 1614.203(e)) and MD-715 require agencies to describe how their affirmative action plan will
improve the recruitment, hiring, advancement, and retention of applicants and employees with disabilities.

Section | Efforts to Reach Regulatory Goals

EEOC regulations (29 CFR 8§1614.203(d)(7)) require agencies to establish specific numerical goals for increasing the participation
of persons with disabilities and persons with targeted disabilities in the federal government

1. Using the goal of 12% as the benchmark, does your agency have atrigger involving PWD by grade level cluster in the
permanent workforce? If “yes’, describe the trigger(s) in the text box.

a. Cluster GS-1to GS-10 (PWD) Answer  Yes
b. Cluster GS-11 to SES (PWD) Answer Yes

a. Per workforce data Table B4 (Permanent), 12 out of 347 or 3% of employees are PWD. Thisincludes both T32 and T5
employees. If only T5 employees are considered, 6% are PWD. b. Per workforce data Table B4 (Permanent), 10 out of 317 or 3%
of employees are PWD. This includes both T32 and T5 employees. If only T5 employees are considered, 0% are PWD.

*For GS employees, please use two clusters: GS-1 to GS-10 and GS-11 to SES, as set forth in 29 C.F.R. § 1614.203(d)(7). For all
other pay plans, please use the approximate grade clusters that are above or below GS-11 Step 1 in the Washington, DC
metropolitan region.

2. Using the goa of 2% as the benchmark, does your agency have atrigger involving PWTD by grade level cluster in the
permanent workforce? If “yes’, describe the trigger(s) in the text box.

a. Cluster GS-1to GS-10 (PWTD) Answer Yes
b. Cluster GS-11 to SES (PWTD) Answer  Yes

a. Per workforce data Table B4 (Permanent), 2 out of 347 or 1% of employees are PWTD. Thisincludes both T32 and T5
employees. b. Per workforce data Table B4 (Permanent), 1 out of 317 or 0% of employees are PWTD. Thisincludes both T32 and
T5 employees.

Grade Level Cluster(GS or Alternate Pay Total Reportable Disability Targeted Disability
Planb) # # % # %
Numarica Goal -- 12% 2%
Grades GS-1to GS-10 347 12 3.46 2 0.58
Grades GS-11 to SES 317 10 3.15 1 0.32

3. Describe how the agency has communicated the numerical goals to the hiring managers and/or recruiters.

[Discussions among Agency EEO/EO office, Human Resources, Labor Relations, and Agency Head (TAG)

Section I1: Model Disability Program
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Pursuant to 29 C.F.R. § 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire persons with
disahilities and persons with targeted disabilities, administer the reasonable accommodation program and special emphasis program,
and oversee any other disability hiring and advancement program the agency hasin place.

A.PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY
PROGRAM

1. Hasthe agency designated sufficient qualified personnel to implement its disability program during the reporting period?
If “no”, describe the agency’s plan to improve the staffing for the upcoming year.

Answer Yes

2. ldentify al staff responsible for implementing the agency's disability employment program by the office, staff
employment status, and responsible official.

# of FTE Staff By Employment Status Responsible Official
Disability Program Task (Name, Title, Office
Full Time Part Time Collateral Duty Email)
Architectural Barriers Act Compliance 0 0 1 Scott Niles
Human Resources Deputy
Director
scott.d.niles.civ@army.mil
Special Emphasis Program for PWD and 0 0 1
PWTD
patrice.m.lundsted.civ@arn
Processing applications from PWD and PWTD 0 0 1 Scott Niles
Human Resources Deputy
Director
scott.d.niles.civ@army.mil
Answering questions from the public about 0 0 1 Scott Niles
hiring authorities that take disability into Human Resources Deputy
account Director
scott.d.niles.civ@army.mil
Processing reasonable accommodation requests 0 0 1 Scott Niles
from applicants and employees Human Resources Deputy
Director
scott.d.niles.civ@army.mil
Section 508 Compliance 0 0 1 Scott Niles
Human Resources Deputy
Director
scott.d.niles.civ@army.mil

3. Hasthe agency provided disability program staff with sufficient training to carry out their responsibilities during the
reporting period? If “yes’, describe the training that disability program staff have received. If “no”, describe the training
planned for the upcoming year.

Answer Yes

Staff attended various EO/EEOQ trainings through Defense EO Management Institute, EEO Commission, and/or Army Learning
Management System.

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM
Has the agency provided sufficient funding and other resources to successfully implement the disability program during

the reporting period? If “no”, describe the agency’ s plan to ensure all aspects of the disability program have sufficient
funding and other resources.
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Answer Yes

Section I11: Program Deficiencies In The Disability Program

Brief Description of Program |A.2.a2. Reasonable accommodation procedures? [see 29 CFR § 1614.203(d)(3)]
Deficiency

Obiective RA policy for the Agency isin the process of being updated with the goal of getting TAG signature
: by end of FY 22. Upon approval, this policy will be disseminated and posted throughout the Agency.

Target Date Sep 30, 2022
Completion Date

Target Date Completion Date  Planned Activity
Apr 1, 2022 Update the RA policy to incorporate recently published guidance from the
National Guard Bureau.
Planned Activities Jun 1, 2022 Have updated RA policy reviewed utilizing applicable staff routing
procedures.
Sep 30, 2022 Have updated RA policy signed by TAG and disseminated throughout the
agency.
Accomplishments Fiscal Year Accomplishment

Brief Description of Program |D.1.c. Does the agency conduct exit interviews or surveys that include questions on how the agency could improve the

Deficiency recruitment, hiring, inclusion, retention and advancement of individuals with disabilities? [see 29 CFR §1614.203(d)(1)
(ii)(©)]

Obiective Incorporate questions into the exit interviews or surveys that ask how the agency could improve the

J recruitment, hiring, inclusion, retention and advancement of individuals with disabilities.

Target Date Sep 30, 2023

Completion Date
Target Date Completion Date  Planned Activity

Planned Activities Sep 30, 2023 SEEM office to request HRO add a question to the exit survey asking

how the agency could improve the recruitment, hiring, inclusion,
retention and advancement of individuals with disabilities.

Accomplishments Fiscal Year Accomplishment

Brief Description of Program |E.4.b. Does the agency have a system in place to re-survey the workforce on aregular basis? [MD-715 Instructions,
Deficiency Sec. 1]

Objective Establish a system to re-survey the workforce on aregular basis AW MD-715 Instructions, Sec. |
Target Date Sep 30, 2023
Completion Date
Target Date Completion Date  Planned Activity
Planned Activities Sep 30, 2023 7 [SEEM office to meet with senior leaders to determine how to establish a

system to re-survey the workforce on aregular basis.

Accomplishments Fiscal Year Accomplishment

Section IV: Plan to Recruit and Hire Individuals with Disabilities
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Pursuant to 29 C.F.R. §1614.203(d)(1)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring of

individuals with disabilities. The questions below are designed to identify outcomes of the agency’ s recruitment program plan for
PWD and PWTD

A.PLANTO IDENTIFY JOB APPLICATIONSWITH DISABILITIES

1. Describe the programs and resources the agency uses to identify job applicants with disabilities, including individuals with
targeted disabilities.

Prior to advertising any position to the public, the Agency is required to vet applicants through the DoD Priority Placement Program
(PPP) for persons who have been displaced from Federal Government employment. If a qualified applicant isidentified and
certified through PPP that person is offered the job. The next pool of applicants would come from internal resources to include
internal agency and Federal employees. Only after these measures have been taken can the job be announced to the public. Veterans
receive preference. The State Equal Employment Manager's office will encourage and coordinate with HR to recruit persons with
disabilities. However, HR hasto follow their procedural processes.

2. Pursuant to 29 C.F.R. §1614.203(a)(3), describe the agency’ s use of hiring authorities that take disability into account
(e.g., Schedule A) to recruit PWD and PWTD for positions in the permanent workforce

A |
3. When individuals apply for a position under a hiring authority that takes disability into account (e.g., Schedule A), explain
how the agency (1) determinesif the individual is eligible for appointment under such authority; and, (2) forwards the
individual's application to the relevant hiring officials with an explanation of how and when the individual may be
appointed.
IN/A |

4. Hasthe agency provided training to all hiring managers on the use of hiring authorities that take disability into account

(e.g., Schedule A)? If “yes’, describe the type(s) of training and frequency. If “no”, describe the agency’ s plan to provide
thistraining.

Answer N/A

B.PLAN TO ESTABLISH CONTACTSWITH DISABILITY EMPLOYMENT ORGANIZATIONS

Describe the agency’ s efforts to establish and maintain contacts with organizations that assist PWD, including PWTD, in
securing and maintaining employment.

|The State Equal Employment Manager attended a conference promoting hiring of PWD/PWTD. |

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among
the new hiresin the permanent workforce? If “yes’, please describe the triggers below.

a. New Hires for Permanent Workforce (PWD) Answer Yes

b. New Hires for Permanent Workforce (PWTD) Answer Yes

la. Workforce Table B8 New Hires reports 2 out of 397, or 0%, of new hires identified as PWD. b. Workforce Table B8 New Hires |
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[reports 0 out of 397, or 0%, of new hiresidentified as PWTD. |

Reportable Disability Targeted Disability

New Hires Total Permanent Temporary Permanent Temporary

Workforce Workforce Workforce Workforce

G (%) (%) (%) (%)

% of Total 353 5.38 0.00 3.40 0.00
Applicants
% of Qualified 708 1.27 0.00 0.99 0.00
Applicants
% of New Hires 219 0.00 0.00 0.00 0.00

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires for any
of the mission- critical occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a’ if the applicant data
is not available for your agency, and describe your plan to provide the data in the text box.

a. New Hiresfor MCO (PWD) Answer  N/A
b. New Hiresfor MCO (PWTD) Answer N/A

|Workforce Table B7 (New Hires for MCOs by Disability) does not provide data on applicant External Selections. |

Totdl Reportable Disability Targetable Disahility
New Hires to Mission-Critical Occupations New Hires New Hires

# (%) (%)
Numerical Goal -- 12% 2%
0201 HUMAN RESOURCES 24 0.00 0.00
MANAGEMENT
2005 AIRCRAFT MECHANIC 29 0.00 0.00
2210 INFORMATION TECHNOLOGY 33 0.00 0.00
MGNT.
5801 SURFACE MAINT. REPARIER 105 0.00 0.00
8852 AIRCRAFT MECHANIC 28 0.00 0.00

3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the qualified internal
applicants for any of the mission-critical occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a’” if
the applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. Qualified Applicants for MCO (PWD) Answer N/A
b. Qualified Applicants for MCO (PWTD) Answer N/A

|Workforce Table B7 (New Hiresfor MCOs by Disability) does not provide data on "qualified internal applicants."

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among employees promoted
to any of the mission- critical occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a’ if the
applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. Promotions for MCO (PWD) Answer N/A

b. Promotions for MCO (PWTD) Answer N/A
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|Workforce Tables do not provide data on promoations to, or within, the MCOs. |

Section V: Plan to Ensure Advancement Opportunities for Employees with
Disabilities

Pursuant to 29 C.F.R. 81614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities for employees
with disabilities. Such activities might include specialized training and mentoring programs, career devel opment opportunities,

awards programs, promotions, and similar programs that address advancement. In this section, agencies should identify, and provide
data on programs designed to ensure advancement opportunities for employees with disabilities.

A. ADVANCEMENT PROGRAM PLAN

Describe the agency’ s plan to ensure PWD, including PWTD, have sufficient opportunities for advancement.

All employees have the same rights and opportunities for advancement. Announcements for advancements are made through
channels that include anti-discriminating practices and reasonable accommodations.

B. CAREER DEVELOPMENT OPPORTUNITES

1. Please describe the career devel opment opportunities that the agency provides to its employees.

|Career enhancing trainings, conferences, and/or online courses are regularly available and announced to employees.

2. Inthetable below, please provide the data for career devel opment opportunities that require competition and/or
supervisory recommendation/ approval to participate.

Total Participants PWD PWTD
Career Devel opment

or Applicant Applicant
Opportunit pplicants pphcants
PPOrIUNIES Applicants (#)| Selectees (#) (%) Selectees (%) () Selectees (%)

Internship Programs
Fellowship Programs
Mentoring Programs
Coaching Programs
Training Programs
Detail Programs

Other Career Devel opment
Programs

3. Dotriggers exist for PWD among the applicants and/or selectees for any of the career development programs? (The
appropriate benchmarks are the relevant applicant pool for the applicants and the applicant pool for selectees.) If “yes’,
describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your
plan to provide the datain the text box.

a. Applicants (PWD) Answer  N/A
b. Selections (PWD) Answer N/A

Datafor Workforce Tables B12 (Career Development for Senior Grade Levels) and B20 (Career Devel opment for Management
Positions) not available.
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Do triggers exist for PWTD among the applicants and/or selectees for any of the career development programs? (The
appropriate benchmarks are the relevant applicant pool for the applicants and the applicant pool for selectees.) If “yes’,
describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your
plan to provide the data in the text box.

a. Applicants (PWTD) Answer N/A
b. Selections (PWTD) Answer N/A

Datafor Workforce Tables B12 (Career Development for Senior Grade Levels) and B20 (Career Devel opment for Management
Positions) not available.

C. AWARDS

1. Using theinclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for any level of
the time-off awards, bonuses, or other incentives? If “yes’, please describe the trigger(s) in the text box.

a. Awards, Bonuses, & Incentives (PWD) Answer No

b. Awards, Bonuses, & Incentives (PWTD) Answer No

Reportable Without Reportable | Targeted Disability | Without Targeted
Time-Off Awards Total (#) Disahility % Disability % % Disahility %
Time-Off Awards 1 - 10 hours: 0 0.00 0.00 0.00 0.00
Awards Given
Time-Off Awards 1 - 10 Hours: 0 0.00 0.00 0.00 0.00
Total Hours
Time-Off Awards 1 - 10 Hours: 0 0.00 0.00 0.00 0.00
Average Hours
Time-Off Awards 11 - 20 hours: 0 0.00 0.00 0.00 0.00
Awards Given
Time-Off Awards 11 - 20 Hours: 0 0.00 0.00 0.00 0.00
Total Hours
Time-Off Awards 11 - 20 Hours: 0 0.00 0.00 0.00 0.00
Average Hours
Time-Off Awards 21 - 30 hours: 0 0.00 0.00 0.00 0.00
Awards Given
Time-Off Awards 21 - 30 Hours: 0 0.00 0.00 0.00 0.00
Total Hours
Time-Off Awards 21 - 30 Hours: 0 0.00 0.00 0.00 0.00
Average Hours
Time-Off Awards 31 - 40 hours: 0 0.00 0.00 0.00 0.00
Awards Given
Time-Off Awards 31 - 40 Hours: 0 0.00 0.00 0.00 0.00
Total Hours
Time-Off Awards 31 - 40 Hours: 0 0.00 0.00 0.00 0.00
Average Hours
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Awards Given
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Total Hours
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Average Hours
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Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Total (#) Disability % Disability % % Disahility %
Cash Awards: $501 - $999: Awards 0 0.00 0.00 0.00 0.00
Given
Cash Awards: $501 - $999: Total 0 0.00 0.00 0.00 0.00
Amount
Cash Awards: $501 - $999: 0 0.00 0.00 0.00 0.00
Average Amount
Cash Awards: $1000 - $1999: 0 0.00 0.00 0.00 0.00
Awards Given
Cash Awards: $1000 - $1999: Total 0 0.00 0.00 0.00 0.00
Amount
Cash Awards: $1000 - $1999: 0 0.00 0.00 0.00 0.00
Average Amount
Cash Awards: $2000 - $2999: 0 0.00 0.00 0.00 0.00
Awards Given
Cash Awards: $2000 - $2999: Total 0 0.00 0.00 0.00 0.00
Amount
Cash Awards: $2000 - $2999: 0 0.00 0.00 0.00 0.00
Average Amount
Cash Awards: $3000 - $3999: 0 0.00 0.00 0.00 0.00
Awards Given
Cash Awards: $3000 - $3999: Total 0 0.00 0.00 0.00 0.00
Amount
Cash Awards: $3000 - $3999: 0 0.00 0.00 0.00 0.00
Average Amount
Cash Awards: $4000 - $4999: 0 0.00 0.00 0.00 0.00
Awards Given
Cash Awards; $4000 - $4999: Total 0 0.00 0.00 0.00 0.00
Amount
Cash Awards; $4000 - $4999: 0 0.00 0.00 0.00 0.00
Average Amount
Cash Awards: $5000 or more: 0 0.00 0.00 0.00 0.00
Awards Given
Cash Awards. $5000 or more: Total 0 0.00 0.00 0.00 0.00
Amount
Cash Awards; $5000 or more: 0 0.00 0.00 0.00 0.00
Average Amount

2. Using the inclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for quality step

increases or performance- based pay increases? If “yes’, please describe the trigger(s) in the text box.

a. Pay Increases (PWD) Answer No
b. Pay Increases (PWTD) Answer No
Reportable Without Reportable | Targeted Disability | Without Targeted
Other Awards Total (#) Disability % Disability % % Disability %
Total Performance Based Pay 0 0.00 0.00 0.00 0.00
Increases Awarded

3. If the agency has other types of employee recognition programs, are PWD and/or PWTD recognized disproportionately
less than employees without disabilities? (The appropriate benchmark istheinclusion rate)) If “yes’, describe the
employee recognition program and relevant datain the text box.

a. Other Types of Recognition (PWD)

Answer No
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b. Other Types of Recognition (PWTD) Answer No

D. PROMOTIONS

1. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotionsto
the senior grade level s? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and
the qualified applicant pool for selectees.) For non-GS pay plans, please use the approximate senior grade levels. If “yes’,
describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your
plan to provide the datain the text box.

a SES
i. Qualified Internal Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer  N/A
b. Grade GS-15
i. Qualified Internal Applicants (PWD) Answer  N/A
ii. Internal Selections (PWD) Answer N/A
c. Grade GS-14
i. Qualified Internal Applicants (PWD) Answer  N/A
ii. Internal Selections (PWD) Answer  N/A
d. Grade GS-13
i. Qualified Interna Applicants (PWD) Answer  N/A
ii. Internal Selections (PWD) Answer  N/A

Datafor Workforce Tables B11 (Internal Competitive Promotions for Senior Grade Levels) and B19 (Internal Competitive
Promotions for Management Positions) not available.

2. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions
to the senior grade levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants
and the qualified applicant pool for selectees.) For non-GS pay plans, please use the approximate senior grade levels. If
“yes’, describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and
describe your plan to provide the datain the text box.

a SES
i. Qualified Internal Applicants (PWTD) Answer  N/A
ii. Internal Selections (PWTD) Answer  N/A
b. Grade GS-15
i. Qualified Internal Applicants (PWTD) Answer  N/A
ii. Internal Selections (PWTD) Answer  N/A
c. Grade GS-14
i. Qualified Internal Applicants (PWTD) Answer N/A
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ii. Internal Selections (PWTD) Answer  N/A
d. Grade GS-13

i. Qualified Internal Applicants (PWTD) Answer  N/A

ii. Internal Selections (PWTD) Answer  N/A

Datafor Workforce Tables B11 (Internal Competitive Promotions for Senior Grade Levels) and B19 (Internal Competitive
Promotions for Management Positions) not available.

3. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the new hires
to the senior grade levels? For non-GS pay plans, please use the approximate senior grade levels. If “yes’, describe the
trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your plan to
provide the datain the text box.

a. New Hiresto SES (PWD) Answer  N/A
b. New Hiresto GS-15 (PWD) Answer N/A
c¢. New Hiresto GS-14 (PWD) Answer N/A
d. New Hiresto GS-13 (PWD) Answer N/A

|Datafor Workforce Table B15 (New Hires for Senior Grade Levels) and B18 (New Hires for Management Positions) not available. |

4. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the new
hires to the senior grade levels? For non-GS pay plans, please use the approximate senior grade levels. If “yes’, describe
the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your plan to
provide the datain the text box.

a. New Hiresto SES (PWTD) Answer  N/A
b. New Hiresto GS-15 (PWTD) Answer  N/A
c. New Hiresto GS-14 (PWTD) Answer  N/A
d. New Hiresto GS-13 (PWTD) Answer N/A

[Data for Workforce Table B15 (New Hires for Senior Grade Levels) and B18 (New Hires for Management Positions) not available. |

5. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotions to
supervisory
positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified
applicant pool for selectees.) If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais not
available for your agency, and describe your plan to provide the datain the text box.

a. Executives
i. Qualified Internal Applicants (PWD) Answer N/A
ii. Internal Selections (PWD) Answer  N/A
b. Managers
i. Qualified Internal Applicants (PWD) Answer  N/A

Page 10





DOD DNGB Pennsylvania National FY 2021
Guard

ii. Internal Selections (PWD) Answer  N/A
C. Supervisors

i. Qualified Internal Applicants (PWD) Answer  N/A

ii. Internal Selections (PWD) Answer  N/A

Datafor Workforce Data Tables B11 (Internal Competitive Promotions for Senior Grade Levels) and B19 (Internal Competitive
Promotions for Management Positions) not available.

6. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions
to supervisory positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and
the qualified applicant pool for selectees.) If “yes’, describe the trigger(s) in the text box. Select “n/a’ if the applicant data
is not available for your agency, and describe your plan to provide the datain the text box.

a. Executives
i. Qualified Internal Applicants (PWTD) Answer N/A
ii. Internal Selections (PWTD) Answer  N/A
b. Managers
i. Qualified Internal Applicants (PWTD) Answer  N/A
ii. Internal Selections (PWTD) Answer N/A
C. Supervisors
i. Qualified Internal Applicants (PWTD) Answer  N/A
ii. Internal Selections (PWTD) Answer  N/A

Data for Workforce Data Tables B11 (Internal Competitive Promotions for Senior Grade Levels) and B19 (Internal Competitive
Promotions for Management Positions) not available.

7. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the selectees
for new hires to supervisory positions? If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais
not available for your agency, and describe your plan to provide the data in the text box.

a. New Hiresfor Executives (PWD) Answer  N/A
b. New Hires for Managers (PWD) Answer N/A
¢. New Hiresfor Supervisors (PWD) Answer N/A

Data from Workforce Tables B15 (New Hires for Senior Grade Levels) and B18 (New Hires for Management Positions) not
available.

8. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the
selectees for new hires to supervisory positions? If “yes’, describe the trigger(s) in the text box. Select “n/a’ if the
applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. New Hiresfor Executives (PWTD) Answer N/A
b. New Hiresfor Managers (PWTD) Answer  N/A
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c¢. New Hires for Supervisors (PWTD) Answer N/A

Data from Workforce Tables B15 (New Hires for Senior Grade Levels) and B18 (New Hires for Management Positions) not
available.

Section VI: Plan to Improve Retention of Persons with Disabilities

To be model employer for persons with disabilities, agencies must have policies and programs in place to retain employees with
disahilities. In this section, agencies should: (1) analyze workforce separation data to identify barriers retaining employees with
disahilities; (2) describe efforts to ensure accessibility of technology and facilities; and (3) provide information on the reasonable
accommodation program and workplace assistance services.

A.VOLUNTARY AND INVOLUNTARY SEPARATIONS

1. Inthisreporting period, did the agency convert al eligible Schedule A employees with a disability into the competitive
service after two years of satisfactory service (5 C.F.R. § 213.3102(u)(6)(i))? If “nao”, please explain why the agency did
not convert al eligible Schedule A employees.

Answer N/A

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and involuntary separations
exceed that of persons without disabilities? If “yes’, describe the trigger below.

aVoluntary Separations (PWD) Answer No
b.Involuntary Separations (PWD) Answer No
Without Reportable
Seperations Tota # Reportable Disabilities % Disabilities %

Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 39 3.23 2.30
Permanent Workforce: Resignation 52 3.23 3.09
Permanent Workforce: Retirement 16 12.90 0.73
Permanent Workforce: Other Separations 10 0.00 0.61
Permanent Workforce: Total Separations 117 19.35 6.73

3. Using the inclusion rate as the benchmark, did the percentage of PWTD among voluntary and involuntary separations
exceed that of persons without targeted disabilities? If “yes’, describe the trigger below.

aVoluntary Separations (PWTD) Answer No

b.Involuntary Separations (PWTD) Answer No

Without Targeted Disabilities
Seperations Total # Targeted Disabilities % %
Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 39 0.00 2.33
Permanent Workforce: Resignation 52 0.00 3.10
Permanent Workforce: Retirement 16 0.00 0.95
Permanent Workforce: Other Separations 10 0.00 0.60
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Without Targeted Disabilities
Seperations Tota # Targeted Disabilities % %

Permanent Workforce: Total Separations 117 0.00 6.98

4. If atrigger existsinvolving the separation rate of PWD and/or PWTD, please explain why they left the agency using exit
interview results and other data sources.

IN/A |

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

Pursuant to 29 CFR §1614.203(d)(4), federal agencies are required to inform applicants and employees of their rights under Section
508 of the Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the accessibility of agency technology, and the Architectural

Barriers Act of 1968 (42 U.S.C. § 4151-4157), concerning the accessibility of agency facilities. In addition, agencies are required to
inform individuals where to file complaints if other agencies are responsible for aviolation.

1. Please provide the internet address on the agency’s public website for its notice explaining employees’ and applicants
rights under Section 508 of the Rehabilitation Act, including a description of how to file a complaint.

Agency's public websites for Reasonable Accommodation, Personal Assistance Services, Section 508 and complaint info are https://
www.pa.ng.mil/Offices-Programs/State-Equal-Empl oyment-Manager-SEEM/ and/or https://www.pa.ng.mil/Offices-Programs/
Human-Resources/Jobs-Employment/.

2. Please provide the internet address on the agency’ s public website for its notice explaining employees and applicants
rights under the

Architectural Barriers Act, including a description of how to file a complaint.

Agency's public website for Reasonable Accommodations, including rights under the Architectural Barriers Act, is https://
www.pa.ng.mil/Offi ces-Programs/Human-Resources/Jobs-Employment/.

3. Describe any programs, policies, or practices that the agency has undertaken, or plans on undertaking over the next fiscal
year, designed to improve accessibility of agency facilities and/or technology.

INo known plans at this time. |

C. REASONABLE ACCOMMODATION PROGRAM

Pursuant to 29 C.F.R. 8 1614.203(d)(3), agencies must adopt, post on their public website, and make available to all job applicants
and employees, reasonable accommodation procedures.

1. Please provide the average time frame for processing initial requests for reasonable accommodations during the reporting
period. (Please do not include previously approved requests with repetitive accommaodations, such as interpreting services.)

|Aqency did not process any RA reguestsin FY 21. |

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency’ s reasonabl e accommodation
program. Some examples of an effective program include timely processing requests, timely providing approved
accommodations, conducting training for managers and supervisors, and monitoring accommodation requests for trends.

|RA policy inisthe process of being updated to reflect current guidance and procedures. |
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D. PERSONAL ASSISTANCE SERVICESALLOWING EMPLOYEESTO PARTICIPATE IN THE
WORKPLACE
Pursuant to 29 CFR 81614.203(d)(5), federal agencies, as an aspect of affirmative action, are required to provide personal

assistance services (PAS) to employees who need them because of a targeted disability, unless doing so would impose an undue
hardship on the agency.

Describe the effectiveness of the policies, procedures, or practices to implement the PAS requirement. Some exampl es of
an effective program include timely processing requests for PAS, timely providing approved services, conducting training
for managers and supervisors, and monitoring PAS requests for trends.

[N/A Agency did not receive arequest for Personal Assistance Servicesin FY 21. |

Section VII: EEO Complaint and Findings Data
A.EEO COMPLAINT DATA INVOLVING HARASSMENT

1. During the last fiscal year, did a higher percentage of PWD file aformal EEO complaint aleging harassment, as compared
to the governmentwide average?

Answer No

2. During the last fiscal year, did any complaints alleging harassment based on disability status result in afinding of
discrimination or a settlement agreement?

Answer No

3. If the agency had one or more findings of discrimination alleging harassment based on disability status during the last
fiscal year, please describe the corrective measures taken by the agency.

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

1. During thelast fiscal year, did ahigher percentage of PWD file aformal EEO complaint alleging failure to provide a
reasonable

accommodation, as compared to the government-wide average?

Answer No

2. During the last fiscal year, did any complaints alleging failure to provide reasonable accommodation result in afinding of
discrimination or a settlement agreement?

Answer No

3. If the agency had one or more findings of discrimination involving the failure to provide a reasonable accommodation
during the last fiscal year, please describe the corrective measures taken by the agency.

Section VIII: Identification and Removal of Barriers

Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure, or practice
may be impeding the employment opportunities of a protected EEO group.

1. Hasthe agency identified any barriers (policies, procedures, and/or practices) that affect employment opportunities for
PWD and/or PWTD?

Answer No
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2. Hasthe agency established a plan to correct the barrier(s) involving PWD and/or PWTD?
Answer N/A

3. Identify each trigger and plan to remove the barrier(s), including the identified barrier(s), objective(s), responsible
official(s), planned activities, and, where applicable, accomplishments

4. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.

IN/A |

5. For the planned activities that were completed, please describe the actual impact of those activities toward eliminating the
barrier(s).

IN/A |

6. If the planned activities did not correct the trigger(s) and/or barrier(s), please describe how the agency intends to improve
the plan for the next fiscal year.

IN/A |
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Worksheet Al: Total Workforce - Distribution by Race/Ethnicity and Sex

All Total Males Total Hispanic or | Hispanic or | White Males ‘White Black or Black or | Asian Males Asian Native Native American American | Two or more [ Two or more
Females | Latino Males|  Latino Females African African Females | Hawaiian or | Hawaiian or | Indianor | Indianor | races Males races
Employment Tenure Females American American Other Pacific | Other Pacific Alaska Alaska Females
Males Females Islander Islander |Native Males|  Native
Males Females Females

TOTAL
Prior FY # 1526 1186 340 25 7 1054 289 55 23 12 5 0 0 3 1 37 15
Prior FY % 100.00 77.72 22.28 1.64 0.46 69.07 18.94 3.60 1.51 0.79 0.33 0.00 0.00 0.20 0.07 242 0.98
Current FY # 1680 1305 375 28 10 1117 304 73 27 15 5 1 0 3 1 68 28
Current FY % 100.00 77.68 22.32 1.67 0.60 66.49 18.10 435 1.61 0.89 0.30 0.06 0.00 0.18 0.06 4.05 1.67
CLF 2014 -2018% 100.00 51.79 48.21 6.82 6.16 35.65 31.82 5.70 6.61 2.19 2.18 0.31 0.31 0.08 0.08 1.05 1.05
Alternative Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Difference # 154 119 35 3 3 63 15 18 4 3 0 1 0 0 0 31 13
Ratio Change % 0.00 -0.04 0.04 0.03 0.14 -2.58 -0.84 0.74 0.10 0.11 -0.03 0.06 0.00 -0.02 -0.01 1.62 0.68
Net Change % 10.09 10.03 10.29 12.00 42.86 5.98 5.19 32.73 17.39 25.00 0.00 0.00 0.00 0.00 0.00 83.78 86.67
PERMANENT
Prior FY # 1036 836 200 13 5 762 176 34 12 7 0 0 0 0 0 20 7
Prior FY % 100.00 80.69 19.31 1.25 0.48 73.55 16.99 3.28 1.16 0.68 0.00 0.00 0.00 0.00 0.00 1.93 0.68
Current FY # 1221 984 237 16 9 869 189 50 19 9 0 1 0 3 1 36 19
Current FY % 100.00 80.59 19.41 1.31 0.74 71.17 15.48 4.10 1.56 0.74 0.00 0.08 0.00 0.25 0.08 2.95 1.56
Difference # 185 148 37 3 4 107 13 16 7 2 0 1 0 3 1 16 12
Ratio Change % 0.00 -0.11 0.11 0.06 0.25 -2.38 -1.51 0.81 0.40 0.06 0.00 0.08 0.00 0.25 0.08 1.02 0.88
Net Change % 17.86 17.70 18.50 23.08 80.00 14.04 7.39 47.06 58.33 28.57 0.00 0.00 0.00 0.00 0.00 80.00 171.43
TEMPORARY
Prior FY # 490 350 140 12 2 292 113 21 11 5 5 0 0 3 1 17 8
Prior FY % 100.00 71.43 28.57 2.45 0.41 59.59 23.06 4.29 2.24 1.02 1.02 0.00 0.00 0.61 0.20 3.47 1.63
Current FY # 459 321 138 12 1 248 115 23 8 6 5 0 0 0 0 32 9
Current FY % 100.00 69.93 30.07 2.61 0.22 54.03 25.05 5.01 1.74 1.31 1.09 0.00 0.00 0.00 0.00 6.97 1.96
Difference # -31 -29 2 0 -1 -44 2 2 3 1 0 0 0 -3 -1 15 1
Ratio Change % 0.00 -1.49 1.49 0.17 -0.19 -5.56 1.99 0.73 -0.50 0.29 0.07 0.00 0.00 -0.61 -0.20 3.50 0.33
Net Change % -6.33 -8.29 -1.43 0.00 -50.00 -15.07 1.77 9.52 -27.27 20.00 0.00 0.00 0.00 -100.00 -100.00 88.24 12.50






Worksheet A2: Permanent Workforce by Component - Distribution by Race/Ethnicity and Sex

Al Total Males | Total | Hispanic or | Hispanic or | White Males| _ White Blackor | Blackor | AsianMales |  Asian Native Native | American | American | Two or more] Two or more
Females | Latino Males|  Latino Females African African Females | Hawaiian or [ Hawaiianor [ Indianor | Indianor [ racesMales | races
Females American | American Other Pacific | Other Pacific|  Alaska Alaska Females
Employment Tenure Males Females Islander Islander | Native Males| ~ Native
Males Females Females
Permanent Workforce # 1221 984 237 16 9 869 189 50 19 9 0 1 0 3 1 36 19
Permanent Workforce % 100.00 80.59 19.41 1.31 0.74 71.17 15.48 4.10 1.56 0.74 0.00 0.08 0.00 0.25 0.08 2.95 1.56
CLF 2014 -2018% 100.00 51.79 48.21 6.82 6.16 35.65 31.82 5.70 6.61 2.19 2.18 0.31 0.31 0.08 0.08 1.05 1.05
Alternative Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet A3: Occupational Categories - Distribution by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males ‘White Black or Black or Asian Males Asian Native Native American American | Two or more [ Two or more
Females Latino Males Latino Females African African Females Hawaiian or | Hawaiian or Indian or Indian or races Males races
Occupational Categories Females American American Other Pacific | Other Pacific {\laska A‘las'ka Females
Males Females Islander Islander Native Males Native
Males Females Females
Total Officials and Managers # 484 345 139 5 7 311 110 15 12 1 0 1 0 2 1 10 9
Total Officials and Managers % 100.00 71.28 28.72 1.03 1.45 64.26 22.73 3.10 2.48 0.21 0.00 0.21 0.00 0.41 0.21 2.07 1.86
Officials and Managers — Executives # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Officials and Managers — Executives % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Officials and Managers — Managers # 47 42 5 0 0 38 5 2 0 0 0 1 0 0 0 1 0
Officials and Managers — Managers % 100.00 89.36 10.64 0.00 0.00 80.85 10.64 4.26 0.00 0.00 0.00 2.13 0.00 0.00 0.00 2.13 0.00
Officials and Managers — Supervisors # 436 302 134 5 7 272 105 13 12 1 0 0 0 2 1 9 9
Officials and Managers — Supervisors % 100.00 69.27 30.73 1.15 1.61 62.39 24.08 2.98 2.75 0.23 0.00 0.00 0.00 0.46 0.23 2.06 2.06
Professionals # 118 102 16 0 0 92 12 5 2 2 0 0 0 0 0 3 2
Professionals % 100.00 86.44 13.56 0.00 0.00 77.97 10.17 4.24 1.69 1.69 0.00 0.00 0.00 0.00 0.00 2.54 1.69
Technicians # 31 28 3 0 0 26 3 1 0 0 0 0 0 0 0 1 0
Technicians % 100.00 90.32 9.68 0.00 0.00 83.87 9.68 3.23 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.23 0.00
Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Sales Workers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Administrative Support Workers # 106 58 48 1 0 42 39 11 4 0 0 0 0 0 0 4 5
Administrative Support Workers % 100.00 54.72 45.28 0.94 0.00 39.62 36.79 10.38 3.77 0.00 0.00 0.00 0.00 0.00 0.00 3.77 4.72
Craft Workers # 443 419 24 10 2 368 19 17 1 5 0 0 0 1 0 18 2
Craft Workers % 100.00 94.58 5.42 2.26 0.45 83.07 4.29 3.84 0.23 1.13 0.00 0.00 0.00 0.23 0.00 4.06 0.45
Operatives # 18 15 3 0 0 15 3 0 0 0 0 0 0 0 0 0 0
Operatives % 100.00 83.33 16.67 0.00 0.00 83.33 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborers and Helpers # 15 13 2 0 0 12 2 1 0 0 0 0 0 0 0 0 0
Laborers and Helpers % 100.00 86.67 13.33 0.00 0.00 80.00 13.33 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers # 6 4 2 0 0 3 1 0 0 1 0 0 0 0 0 0 1
Service Workers % 100.00 66.67 33.33 0.00 0.00 50.00 16.67 0.00 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00 16.67






Worksheet A4P: Participation Rates for General Schedule Grades by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males ‘White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more
Females Latino Males Latino Females African African Females Hawaiian or | Hawaiian or [ Indian or Indian or races Males races
GSIGMIGL GRADES ol e O ol O o] N
Males Females Females

GS-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 8 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-04 % 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-05 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-05 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
GS-06 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 100 53 47 2 0 38 32 8 7 0 0 0 0 0 0 5 8
GS-07 % 100.00 53.00 47.00 2.00 0.00 38.00 32.00 8.00 7.00 0.00 0.00 0.00 0.00 0.00 0.00 5.00 8.00
GS-08 # 9 6 3 0 0 5 1 0 1 1 0 0 0 0 0 0 1
GS-08 % 100.00 66.67 33.33 0.00 0.00 55.56 11.11 0.00 11.11 11.11 0.00 0.00 0.00 0.00 0.00 0.00 11.11
GS-09 # 222 134 88 3 5 112 70 11 8 0 0 0 0 1 0 7 5
GS-09 % 100.00 60.36 39.64 1.35 2.25 50.45 31.53 4.95 3.60 0.00 0.00 0.00 0.00 0.45 0.00 3.15 2.25
GS-10 # 15 12 3 0 11 3 1 0 0 0 0 0 0 0 0 0 0
GS-10 % 100.00 80.00 20.00 0.00 73.33 20.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 154 127 27 0 2 119 23 3 0 2 0 0 0 0 1 3 1
GS-11 % 100.00 82.47 17.53 0.00 1.30 77.27 14.94 1.95 0.00 1.30 0.00 0.00 0.00 0.00 0.65 1.95 0.65
GS-12 # 107 79 28 1 0 74 24 3 2 1 0 0 0 0 0 0 2
GS-12 % 100.00 73.83 26.17 0.93 0.00 69.16 22.43 2.80 1.87 0.93 0.00 0.00 0.00 0.00 0.00 0.00 1.87
GS-13 # 40 37 3 0 0 34 3 1 0 0 0 1 0 0 0 1 0
GS-13 % 100.00 92.50 7.50 0.00 0.00 85.00 7.50 2.50 0.00 0.00 0.00 2.50 0.00 0.00 0.00 2.50 0.00
GS-14 # 15 13 2 0 0 12 2 1 0 0 0 0 0 0 0 0 0
GS-14 % 100.00 86.67 13.33 0.00 0.00 80.00 13.33 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 664 462 202 6 7 406 159 28 18 4 0 1 0 1 1 16 17
Total GS Employees % 100.00 | 69.58 30.42 0.90 1.05 61.14 23.95 422 2.71 0.60 0.00 0.15 0.00 0.15 0.15 241 2.56
SES # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SES % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Senior Pay % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Senior Pay # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Senior Pay % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet A4T: Participation Rates for General Schedule Grades by Race/Ethnicity and Sex [Temporary]|

All Total Males Total Hispanic or | Hispanic or | White Males White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more
Females |Latino Males Latino Females African African Females Hawaiian or | Hawaiian or | Indian or Indian or races Males races
GS/GM/GL GRADES Females American American Other Pacific| Other Pacific Alaska Alaska Females
Males Females Islander Islander |Native Males Native
Males Females Females

GS-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-04 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-05 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-05 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 11 5 6 0 0 3 4 0 1 0 0 0 0 0 0 2 1
GS-06 % 100.00 45.45 54.55 0.00 0.00 27.27 36.36 0.00 9.09 0.00 0.00 0.00 0.00 0.00 0.00 18.18 9.09
GS-07 # 66 45 21 7 0 23 18 8 2 0 1 0 0 0 0 7 0
GS-07 % 100.00 68.18 31.82 10.61 0.00 34.85 27.27 12.12 3.03 0.00 1.52 0.00 0.00 0.00 0.00 10.61 0.00
GS-08 # 11 6 5 0 0 3 4 1 1 0 0 0 0 0 0 2 0
GS-08 % 100.00 54.55 45.45 0.00 0.00 27.27 36.36 9.09 9.09 0.00 0.00 0.00 0.00 0.00 0.00 18.18 0.00
GS-09 # 127 59 68 1 1 43 56 3 3 3 4 0 0 0 0 9 4
GS-09 % 100.00 46.46 53.54 0.79 0.79 33.86 44.09 236 236 236 3.15 0.00 0.00 0.00 0.00 7.09 3.15
GS-10 # 2 1 1 0 0 1 0 0 0 0 0 0 0 0 0 0 1
GS-10 % 100.00 50.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 50.00
GS-11# 68 53 15 1 0 44 12 3 0 2 0 0 0 0 0 3 3
GS-11 % 100.00 77.94 22.06 1.47 0.00 64.71 17.65 4.41 0.00 2.94 0.00 0.00 0.00 0.00 0.00 4.41 4.41
GS-12 # 28 23 5 0 0 19 5 2 0 0 0 0 0 0 0 2 0
GS-12 % 100.00 82.14 17.86 0.00 0.00 67.86 17.86 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 7.14 0.00
GS-13 # 10 9 1 0 0 9 1 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 90.00 10.00 0.00 0.00 90.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 323 201 122 9 1 145 100 17 7 5 5 0 0 0 0 25 9
Total GS Employees % 100.00 62.23 37.77 2.79 0.31 44.89 30.96 5.26 2.17 1.55 1.55 0.00 0.00 0.00 0.00 7.74 2.79
SES # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SES % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Senior Pay % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Senior Pay # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Senior Pay % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet ASP: Salary - Distribution by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more
Females | Latino Males Latino Females African African Females Hawaiian or | Hawaiian or | Indian or Indian or races Males races
Salary Range Females American American Other Pacific | Other Pacific Aiklaska Alas.ka Females
Males Females Islander Islander Native Males Native
Males Females Females

Up to $20,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$30,001-$40,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 95 54 41 1 0 40 29 6 4 0 0 0 0 0 0 7 8
$40,001-$50,000 % 100.00 56.84 43.16 1.05 0.00 42.11 30.53 6.32 4.21 0.00 0.00 0.00 0.00 0.00 0.00 7.37 8.42
$50,001-$60,000 # 330 258 72 8 3 209 52 19 10 4 0 0 0 2 0 16 7
$50,001-$60,000 % 100.00 78.18 21.82 2.42 0.91 63.33 15.76 5.76 3.03 1.21 0.00 0.00 0.00 0.61 0.00 4.85 2.12
$60,001-$70,000 # 355 302 53 5 4 275 46 12 1 2 0 0 0 0 1 8 1
$60,001-$70,000 % 100.00 85.07 14.93 1.41 1.13 77.46 12.96 3.38 0.28 0.56 0.00 0.00 0.00 0.00 0.28 2.25 0.28
$70,001-$80,000 # 169 138 31 1 2 128 26 4 2 2 0 0 0 1 0 2 1
$70,001-$80,000 % 100.00 81.66 18.34 0.59 1.18 75.74 15.38 2.37 1.18 1.18 0.00 0.00 0.00 0.59 0.00 1.18 0.59
$80,001-$90,000 # 118 101 17 0 0 97 15 3 1 1 0 0 0 0 0 0 1
$80,001-$90,000 % 100.00 85.59 14.41 0.00 0.00 82.20 12.71 2.54 0.85 0.85 0.00 0.00 0.00 0.00 0.00 0.00 0.85
$90,001-$100,000 # 77 65 12 1 0 57 10 4 1 0 0 1 0 0 0 2 1
$90,001-$100,000 % 100.00 84.42 15.58 1.30 0.00 74.03 12.99 5.19 1.30 0.00 0.00 1.30 0.00 0.00 0.00 2.60 1.30
$100,001-$110,000 # 36 30 6 0 0 29 6 0 0 0 0 0 0 0 0 1 0
$100,001-$110,000 % 100.00 83.33 16.67 0.00 0.00 80.56 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.78 0.00
$110,001-$120,000 # 14 11 3 0 0 10 3 1 0 0 0 0 0 0 0 0 0
$110,001-$120,000 % 100.00 78.57 21.43 0.00 0.00 71.43 21.43 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$120,001-$130,000 # 9 8 1 0 0 7 1 1 0 0 0 0 0 0 0 0 0
$120,001-$130,000 % 100.00 88.89 11.11 0.00 0.00 77.78 11.11 11.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$130,001-$140,000 # 5 5 0 0 0 5 0 0 0 0 0 0 0 0 0 0 0
$130,001-$140,000 % 100.00 [ 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$140,001-$150,000 # 8 7 1 0 0 7 1 0 0 0 0 0 0 0 0 0 0
$140,001-$150,000 % 100.00 87.50 12.50 0.00 0.00 87.50 12.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$150,001-$160,000 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
$150,001-$160,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$160,001-$170,000 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
$160,001-$170,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$170,001-$180,000 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
$170,001-$180,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet AST: Salary - Distribution by Race/Ethnicity and Sex [Temporary]

All Total Males Total Hispanic or | Hispanic or | White Males White Black or Black or | Asian Males Asian Native Native American American | Two or more [ Two or more
Females | Latino Males Latino Females African African Females Hawaiian or | Hawaiian or | Indian or Indian or | races Males races
Salary Range Females American American Other Pacific | Other Pacific /.\laska Alas.ka Females
Males Females Islander Islander | Native Males Native
Males Females Females

Up to $20,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 5 3 2 0 0 1 1 0 1 0 0 0 0 0 0 2 0
$30,001-$40,000 % 100.00 60.00 40.00 0.00 0.00 20.00 20.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 40.00 0.00
$40,001-$50,000 # 86 64 22 6 0 45 20 4 1 0 0 0 0 0 0 9 1
$40,001-$50,000 % 100.00 74.42 25.58 6.98 0.00 52.33 23.26 4.65 1.16 0.00 0.00 0.00 0.00 0.00 0.00 10.47 1.16
$50,001-$60,000 # 184 118 66 5 0 87 57 10 3 4 4 0 0 0 0 12 2
$50,001-$60,000 % 100.00 64.13 35.87 2.72 0.00 47.28 30.98 5.43 1.63 2.17 2.17 0.00 0.00 0.00 0.00 6.52 1.09
$60,001-$70,000 # 100 64 36 0 1 55 27 3 3 0 1 0 0 0 0 6 4
$60,001-$70,000 % 100.00 64.00 36.00 0.00 1.00 55.00 27.00 3.00 3.00 0.00 1.00 0.00 0.00 0.00 0.00 6.00 4.00
$70,001-$80,000 # 48 40 8 1 0 33 7 3 0 2 0 0 0 0 0 1 1
$70,001-$80,000 % 100.00 83.33 16.67 2.08 0.00 68.75 14.58 6.25 0.00 4.17 0.00 0.00 0.00 0.00 0.00 2.08 2.08
$80,001-$90,000 # 21 18 3 0 0 13 2 3 0 0 0 0 0 0 0 2 1
$80,001-$90,000 % 100.00 85.71 14.29 0.00 0.00 61.90 9.52 14.29 0.00 0.00 0.00 0.00 0.00 0.00 0.00 9.52 4.76
$90,001-$100,000 # 6 6 0 0 0 6 0 0 0 0 0 0 0 0 0 0 0
$90,001-$100,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$100,001-$110,000 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
$100,001-$110,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$110,001-$120,000 # 5 4 1 0 0 4 1 0 0 0 0 0 0 0 0 0 0
$110,001-$120,000 % 100.00 80.00 20.00 0.00 0.00 80.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$120,001-$130,000 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
$120,001-$130,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$130,001-$140,000 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
$130,001-$140,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$140,001-$150,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$140,001-$150,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$150,001-$160,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$150,001-$160,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$160,001-$170,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$160,001-$170,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$170,001-$180,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$170,001-$180,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet A6P: Mission-Critical Occupations - Distribution by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males |  White Black or Blackor | Asian Males |  Asian Native Native American | American | Two or more| Two or more]
Females |Latino Males|  Latino Females African African Females | Hawaiian or [ Hawaiianor | Indianor | Indianor | races Males races
Mission-Critical Occupations Series Code (four Females American | American Other Pacific| Other Pacific|  Alaska Alaska Females
digits) Males Females Islander Islander |Native Males|  Native
Males Females Females
0201 # 65 25 40 0 3 22 26 3 6 0 0 0 0 0 1 0 4
0201 % 100.00 38.46 61.54 0.00 4.62 33.85 40.00 4.62 9.23 0.00 0.00 0.00 0.00 0.00 1.54 0.00 6.15
Occupational CLF % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 2 1 1 0 0 1 0 0 0 0 0 0 0 0 0 0 1
GS-07 % 100.00 50.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 50.00
GS-09 # 46 16 30 0 2 13 20 3 6 0 0 0 0 0 0 0 2
GS-09 % 100.00 34.78 65.22 0.00 435 28.26 43.48 6.52 13.04 0.00 0.00 0.00 0.00 0.00 0.00 0.00 435
GS-11 # 8 3 5 0 1 3 2 0 0 0 0 0 0 0 1 0 1
GS-11 % 100.00 37.50 62.50 0.00 12.50 37.50 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 12.50 0.00 12.50
GS-12 # 8 4 4 0 0 4 4 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2005 # 60 37 23 1 0 26 16 7 1 0 0 0 0 0 0 3 6
2005 % 100.00 61.67 38.33 1.67 0.00 43.33 26.67 11.67 1.67 0.00 0.00 0.00 0.00 0.00 0.00 5.00 10.00
Occupational CLF % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 55 34 21 0 0 24 15 7 1 0 0 0 0 0 0 3 5
GS-07 % 100.00 61.82 38.18 0.00 0.00 43.64 27.27 12.73 1.82 0.00 0.00 0.00 0.00 0.00 0.00 5.45 9.09
GS-09 # 5 3 2 1 0 2 1 0 0 0 0 0 0 0 0 0 1
GS-09 % 100.00 60.00 40.00 20.00 0.00 40.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 20.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 75 72 3 0 0 62 3 5 0 1 0 0 0 0 0 4 0
2210 % 100.00 96.00 4.00 0.00 0.00 82.67 4.00 6.67 0.00 1.33 0.00 0.00 0.00 0.00 0.00 533 0.00
Occupational CLF % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 8 8 0 0 0 4 0 3 0 0 0 0 0 0 0 1 0
GS-09 % 100.00 100.00 0.00 0.00 0.00 50.00 0.00 37.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 12.50 0.00
GS-11 # 46 45 1 0 0 42 1 1 0 0 0 0 0 0 0 2 0
GS-11 % 100.00 97.83 2.17 0.00 0.00 91.30 2.17 2.17 0.00 0.00 0.00 0.00 0.00 0.00 0.00 435 0.00
GS-12 # 14 13 1 0 0 12 1 0 0 1 0 0 0 0 0 0 0
GS-12 % 100.00 92.86 7.14 0.00 0.00 85.71 7.14 0.00 0.00 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 6 5 1 0 0 3 1 1 0 0 0 0 0 0 0 1 0
GS-13 % 100.00 83.33 16.67 0.00 0.00 50.00 16.67 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 16.67 0.00
GS-14 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
5801 # 256 240 16 5 1 206 13 13 0 2 0 0 0 1 0 13 2
5801 % 100.00 93.75 6.25 1.95 0.39 80.47 5.08 5.08 0.00 0.78 0.00 0.00 0.00 0.39 0.00 5.08 0.78
Occupational CLF % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 80 70 10 3 0 53 8 5 0 2 0 0 0 1 0 6 2
WG-08 % 100.00 87.50 12.50 3.75 0.00 66.25 10.00 6.25 0.00 2.50 0.00 0.00 0.00 1.25 0.00 7.50 2.50
WG-10 # 79 77 2 1 1 66 1 5 0 0 0 0 0 0 0 5 0
WG-10 % 100.00 97.47 2.53 1.27 1.27 83.54 1.27 6.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 6.33 0.00
WG-11 # 39 37 2 0 0 35 2 1 0 0 0 0 0 0 0 1 0
WG-11 % 100.00 94.87 5.13 0.00 0.00 89.74 5.13 2.56 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.56 0.00
WG-12 # 7 7 0 1 0 6 0 0 0 0 0 0 0 0 0 0 0
WG-12 % 100.00 100.00 0.00 14.29 0.00 85.71 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
'WL-10 # 10 9 1 0 0 9 1 0 0 0 0 0 0 0 0 0 0
WL-10 % 100.00 90.00 10.00 0.00 0.00 90.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
‘WL-11 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WL-11 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
'WS-10 # 10 9 1 0 0 8 1 1 0 0 0 0 0 0 0 0 0
WS-10 % 100.00 90.00 10.00 0.00 0.00 80.00 10.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-11 # 7 7 0 0 0 7 0 0 0 0 0 0 0 0 0 0 0
WS-11 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-12 # 10 10 0 0 0 9 0 1 0 0 0 0 0 0 0 0 0
WS-12 % 100.00 100.00 0.00 0.00 0.00 90.00 0.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-13 # 8 8 0 0 0 7 0 0 0 0 0 0 0 0 0 1 0
WS-13 % 100.00 100.00 0.00 0.00 0.00 87.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 12.50 0.00
‘WS-14 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WS-14 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-15 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WS-15 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
8852 # 105 103 2 1 0 98 2 1 0 0 0 0 0 0 0 3 0
8852 % 100.00 98.10 1.90 0.95 0.00 93.33 1.90 0.95 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.86 0.00
Occupational CLF % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WG-08 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 40 38 2 0 0 36 2 1 0 0 0 0 0 0 0 1 0
WG-10 % 100.00 95.00 5.00 0.00 0.00 90.00 5.00 2.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.50 0.00
WG-11 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WG-11 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






WG-12 # 43 43 0 1 0 40 0 0 0 0 0 0 0 0 0 2 0
WG-12 % 100.00 100.00 0.00 2.33 0.00 93.02 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 4.65 0.00
‘WL-10 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WL-10 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
'WS-09 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WS-09 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
'WS-10 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WS-10 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-11 # 10 10 0 0 0 10 0 0 0 0 0 0 0 0 0 0 0
WS-11 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-12 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
WS-12 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Job Series: % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet A6T: Mission-Critical Occupations - Distribution by Race/Ethnicity and Sex [Temporary]

All Total Males | Total Hispanic or | Hispanic or | White Males | _ White Black or Blackor | Asian Males |  Asian Native Native American | American | Two or more| Two or more
Females |Latino Males|  Latino Females African African Females | Hawaiian or | Hawaiian or | Indianor | Indianor | races Males races
Mission-Critical Occupations Series Code (four Females American | American Other Pacific| Other Pacific| ~ Alaska Alaska Females
digits) Males Females Islander Islander |Native Males|  Native
Males Females Females
0201 # 26 3 23 1 1 1 17 1 2 0 1 0 0 0 0 0 2
0201 % 100.00 11.54 88.46 3.85 3.85 3.85 65.38 3.85 7.69 0.00 3.85 0.00 0.00 0.00 0.00 0.00 7.69
Occupational CLF % 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
GS-07 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 24 3 21 1 1 1 15 1 2 0 1 0 0 0 0 0 2
GS-09 % 100.00 12.50 87.50 4.17 4.17 4.17 62.50 4.17 8.33 0.00 4.17 0.00 0.00 0.00 0.00 0.00 8.33
GS-12 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2005 # 18 14 4 2 0 9 2 3 1 0 1 0 0 0 0 0 0
2005 % 100.00 77.78 2222 11.11 0.00 50.00 11.11 16.67 5.56 0.00 5.56 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-06 # 2 1 1 0 0 1 0 0 1 0 0 0 0 0 0 0 0
GS-06 % 100.00 50.00 50.00 0.00 0.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 15 12 3 2 0 7 2 3 0 0 1 0 0 0 0 0 0
GS-07 % 100.00 80.00 20.00 13.33 0.00 46.67 13.33 20.00 0.00 0.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 37 32 5 1 0 25 5 2 0 2 0 0 0 0 0 2 0
2210 % 100.00 86.49 13.51 2.70 0.00 67.57 13.51 5.41 0.00 5.41 0.00 0.00 0.00 0.00 0.00 5.41 0.00
Occupational CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 6 5 1 0 0 5 1 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 83.33 16.67 0.00 0.00 83.33 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 # 28 24 4 1 0 18 4 1 0 2 0 0 0 0 0 2 0
GS-11 % 100.00 85.71 14.29 3.57 0.00 64.29 14.29 3.57 0.00 7.14 0.00 0.00 0.00 0.00 0.00 7.14 0.00
GS-12 # 3 3 0 0 0 2 0 1 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 100.00 0.00 0.00 0.00 66.67 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
5801 # 19 16 3 0 0 13 3 2 0 1 0 0 0 0 0 0 0
5801 % 100.00 84.21 15.79 0.00 0.00 68.42 15.79 10.53 0.00 5.26 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 17 14 3 0 0 11 3 2 0 1 0 0 0 0 0 0 0
WG-08 % 100.00 82.35 17.65 0.00 0.00 64.71 17.65 11.76 0.00 5.88 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
WG-10 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-13 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
WS-13 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
8852 # 22 18 4 1 0 15 4 1 0 0 0 0 0 0 0 1 0
8852 % 100.00 81.82 18.18 4.55 0.00 68.18 18.18 4.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00 4.55 0.00
Occupational CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
WG-08 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 19 16 3 1 0 13 3 1 0 0 0 0 0 0 0 1 0
WG-10 % 100.00 84.21 15.79 5.26 0.00 68.42 15.79 5.26 0.00 0.00 0.00 0.00 0.00 0.00 0.00 5.26 0.00
WG-12 # 2 1 1 0 0 1 1 0 0 0 0 0 0 0 0 0 0
WG-12 % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet A7P: New Hires for Mission-Critical Occupations by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males ‘White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more
Females Latino Males Latino Females African African Females Hawaiian or | Hawaiian or Indian or Indian or races Males races
New Hires for Mission-Critical Occupations Females American | American Other Pacific | Other Pacific|  Alaska Alaska Females
Males Females Islander Islander Native Males Native
Males Eemales Eemales

Job Series: 0201
Voluntarily Identified Applicants # 147 60 87 5 6 34 53 14 22 5 2 0 1 1 0 1 1
Voluntarily Identified Applicants % 100.00 40.82 59.18 3.40 4.08 23.13 36.05 9.52 14.97 3.40 1.36 0.00 0.68 0.68 0.00 0.68 0.68
Qualified External Applicants # 119 34 63 4 4 19 42 8 15 1 1 0 0 1 0 1 0
Qualified External Applicants % 100.00 28.57 52.94 3.36 3.36 15.97 35.29 6.72 12.61 0.84 0.84 0.00 0.00 0.84 0.00 0.84 0.00
Referred Applicants # 60 22 27 2 1 15 21 4 4 0 0 0 0 0 0 1 0
Referred Applicants % 100.00 36.67 45.00 3.33 1.67 25.00 35.00 6.67 6.67 0.00 0.00 0.00 0.00 0.00 0.00 1.67 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 24 5 13 0 0 3 10 1 2 0 0 0 0 0 0 1 0
External Selections % 100.00 20.83 54.17 0.00 0.00 12.50 41.67 4.17 8.33 0.00 0.00 0.00 0.00 0.00 0.00 4.17 0.00
CLF % 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Job Series: 2005
Voluntarily Identified Applicants # 123 87 36 13 1 47 14 20 6 2 14 0 0 0 0 5 1
Voluntarily Identified Applicants % 100.00 70.73 29.27 10.57 0.81 38.21 11.38 16.26 4.88 1.63 11.38 0.00 0.00 0.00 0.00 4.07 0.81
Qualified External Applicants # 86 26 12 1 0 16 8 9 4 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 30.23 13.95 1.16 0.00 18.60 9.30 10.47 4.65 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 79 23 11 1 0 13 8 9 3 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 29.11 13.92 1.27 0.00 16.46 10.13 11.39 3.80 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 29 9 4 1 0 6 3 2 1 0 0 0 0 0 0 0 0
External Selections % 100.00 31.03 13.79 3.45 0.00 20.69 10.34 6.90 3.45 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Job Series: 2210
Voluntarily Identified Applicants # 153 131 22 12 1 72 11 29 8 15 2 0 0 2 0 0 0
Voluntarily Identified Applicants % 100.00 85.62 14.38 7.84 0.65 47.06 7.19 18.95 5.23 9.80 1.31 0.00 0.00 1.31 0.00 0.00 0.00
Qualified External Applicants # 118 58 7 6 0 41 7 5 0 3 0 0 0 2 0 0 0
Qualified External Applicants % 100.00 49.15 5.93 5.08 0.00 34.75 5.93 4.24 0.00 2.54 0.00 0.00 0.00 1.69 0.00 0.00 0.00
Referred Applicants # 82 40 4 4 0 33 4 2 0 0 0 0 0 1 0 0 0
Referred Applicants % 100.00 48.78 4.88 4.88 0.00 40.24 4.88 2.44 0.00 0.00 0.00 0.00 0.00 1.22 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 33 11 0 0 9 0 0 1 0 0 0 0 0 1 0 0 0
External Selections % 100.00 33.33 0.00 0.00 27.27 0.00 0.00 3.03 0.00 0.00 0.00 0.00 0.00 3.03 0.00 0.00 0.00
CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 5801






'Vacancy Announcements # 116

Voluntarily Identified Applicants # 253 222 31 9 10 181 15 19 5 5 1 0 0 6 0 1 0
'Voluntarily Identified Applicants % 100.00 87.75 12.25 3.56 3.95 71.54 5.93 7.51 1.98 1.98 0.40 0.00 0.00 2.37 0.00 0.40 0.00
Qualified External Applicants # 284 153 25 4 10 123 10 15 5 5 0 0 0 5 0 1 0
Qualified External Applicants % 100.00 53.87 8.80 1.41 3.52 43.31 3.52 5.28 1.76 1.76 0.00 0.00 0.00 1.76 0.00 0.35 0.00
Referred Applicants # 251 136 19 4 8 113 9 10 2 3 0 0 0 5 0 1 0
Referred Applicants % 100.00 54.18 7.57 1.59 3.19 45.02 3.59 3.98 0.80 1.20 0.00 0.00 0.00 1.99 0.00 0.40 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 105 61 6 2 2 48 3 6 1 2 0 0 0 2 0 1 0
External Selections % 100.00 58.10 5.71 1.90 1.90 45.71 2.86 5.71 0.95 1.90 0.00 0.00 0.00 1.90 0.00 0.95 0.00
CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 8852

Voluntarily Identified Applicants # 63 59 4 11 1 39 3 3 0 0 0 0 0 0 0 4 0
'Voluntarily Identified Applicants % 100.00 93.65 6.35 17.46 1.59 61.90 4.76 4.76 0.00 0.00 0.00 0.00 0.00 0.00 0.00 6.35 0.00
Qualified External Applicants # 100 50 0 11 0 34 0 0 0 0 0 0 0 0 0 3 0
Qualified External Applicants % 100.00 50.00 0.00 11.00 0.00 34.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.00 0.00
Referred Applicants # 84 41 0 10 0 28 0 0 0 0 0 0 0 0 0 2 0
Referred Applicants % 100.00 48.81 0.00 11.90 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.38 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 28 13 0 3 0 10 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 46.43 0.00 10.71 0.00 35.71 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series:

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
'Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series:

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
'Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






Worksheet A8: New Hires by Type of Appointment - Distribution by Race/Ethnicity and Sex

All Total Males Total Hispanic or | Hispanic or White White Black or Black or |Asian Males Asian Native Native American | American Two or Two or
Females Latino Latino Males Females African African Females |Hawaiian or|Hawaiian or| Indian or Indian or | more races | more races
N Hi Males Females American | American Other Other Alaska Alaska Males Females
ew Hires Males Females Pacific Pacific Native Native
Islander Islander Males Females
Males Females
Permanent # 95 67 28 3 1 51 21 5 3 3 0 0 0 0 0 5 3
Permanent % 100.00 70.53 29.47 3.16 1.05 53.68 22.11 5.26 3.16 3.16 0.00 0.00 0.00 0.00 0.00 5.26 3.16
Temporary # 302 218 84 3 2 155 66 23 7 4 2 0 0 0 0 33 7
Temporary % 100.00 72.19 27.81 0.99 0.66 51.32 21.85 7.62 2.32 1.32 0.66 0.00 0.00 0.00 0.00 10.93 2.32
TOTAL # 397 285 112 6 3 206 87 28 10 7 2 0 0 0 0 38 10
TOTAL % 100.00 71.79 28.21 1.51 0.76 51.89 21.91 7.05 2.52 1.76 0.50 0.00 0.00 0.00 0.00 9.57 2.52
CLF 2014-2018 % 100.00 51.79 48.21 6.82 6.16 35.65 31.82 5.70 6.61 2.19 2.18 0.31 0.31 0.08 0.08 1.05 1.05
Alternative Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet A13: Employee Recognition And Awards - Distribution by Race/Ethnicity and Sex [Permanent]

All Total Males | Total Hispanic or | Hispanic or | White Males | White Black or Blackor | Asian Males | Asian Native Native American | American | Two or more | Two or more
Females | Latino Males|  Latino Females African African Females | Hawaiian or | Hawaiian or | Indianor | Indianor | races Males |races Females|
Females American | American Other Pacific | Other Pacific | Alaska Native| Alaska Native
Awards Males Females Islander Islander Males Females
Males Females

Time-Off Awards
Total Time-Off Awards: 1 - 10 hours # 17 14 3 0 0 13 3 0 0 0 0 0 0 0 0 1 0
Total Time-Off Awards: 1 - 10 hours % 100.00 82.35 17.65 0.00 0.00 76.47 17.65 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 5.88 0.00
Total Hours 145 118 27 0 0 109 27 0 0 0 0 0 0 0 0 9 0
Average Hours 8.5294118 | 8.4285714 9 0 0 8.3846154 9 0 0 0 0 0 0 0 0 9 0
Total Time-Off Awards: 11 - 20 hours # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 11 - 20 hours % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 21 - 30 hours # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 21 - 30 hours % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 31 - 40 hours # 486 380 106 6 2 353 85 9 11 4 0 0 0 0 1 8 7
Total Time-Off Awards: 31 - 40 hours % 100.00 78.19 21.81 1.23 0.41 72.63 17.49 1.85 2.26 0.82 0.00 0.00 0.00 0.00 0.21 1.65 1.44
Total Hours 16081 12588 3493 189 67 11732 2804 260 354 139 0 0 0 0 40 268 228
Average Hours 33.088477| 33.126316| 32.95283 31.5 335 33.235127( 32.988235| 28.888889] 32.181818 34.75 0 0 0 0 40 335 32.571429
Total Time-Off Awards:41 or more hours # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards:41 or more hours % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards
Cash Awards: $500 and Under # 33 26 7 0 0 21 7 3 0 0 0 0 0 0 0 2 0
Cash Awards: $500 and Under % 100.00 78.79 21.21 0.00 0.00 63.64 21.21 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00 6.06 0.00
Total Amount 13250 10500 2750 8250 2750 1250 0 0 0 0 0 0 0 1000 0
Average Amount 401.51515] 403.84615( 392.85714 0 0 392.85714( 392.85714| 416.66667 0 0 0 0 0 0 0 500 0
Cash Awards: $501 - $999 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $501 - $999 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $1000 - $1999 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $1000 - $1999 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






Cash Awards: $2000 - $2999 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $2000 - $2999 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $3000 - $3999 # 468 389 79 3 5 360 66 14 6 2 0 0 0 0 0 10 2
Cash Awards: $3000 - $3999 % 100.00 83.12 16.88 0.64 1.07 76.92 14.10 2.99 1.28 0.43 0.00 0.00 0.00 0.00 0.00 2.14 0.43
Total Amount 1553415 | 1277328 276087 8976 14959 1194781 232730 32445 20791 7744 0 0 0 0 0 33382 7607
Average Amount 3319.2628 | 3283.6195] 3494.7722 2992 2991.8 13318.8361(3526.2121| 2317.5 |3465.1667 3872 0 0 0 0 0 3338.2 3803.5
Cash Awards: $4000 - $4999 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $4000 - $4999 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $5000 or more # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $5000 or more % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Awards

Quality Step Increases (QSI) # 171 123 48 0 2 109 45 7 0 1 0 0 0 1 0 5 1
Quality Step Increases (QSI) % 100.00 71.93 28.07 0.00 1.17 63.74 26.32 4.09 0.00 0.58 0.00 0.00 0.00 0.58 0.00 2.92 0.58
Total Benefit 390281 288070 102211 0 3980 258859 96601 14140 0 2179 0 0 0 1800 0 11092 1630
Average Benefit 2282.345 | 2342.0325] 2129.3958 0 1990 2374.8532| 2146.6889 2020 0 2179 0 0 0 1800 0 2218.4 1630






Worksheet A16: Distribution by Race/Ethnicity and Sex

All Total Males Total Hispanic or | Hispanic or | White Males White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more
Females Latino Males Latino Females African African Females Hawaiian or | Hawaiian or | Indian or Indian or races Males races
Males Females Females

Total Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 56 47 9 3 0 39 6 4 1 0 0 0 0 0 0 1 2
Removal % 100.00 83.93 16.07 5.36 0.00 69.64 10.71 7.14 1.79 0.00 0.00 0.00 0.00 0.00 0.00 1.79 3.57
Resignation # 131 79 52 2 0 65 44 8 3 0 0 0 0 0 1 4 4
Resignation % 100.00 60.31 39.69 1.53 0.00 49.62 33.59 6.11 2.29 0.00 0.00 0.00 0.00 0.00 0.76 3.05 3.05
Retirement # 16 15 1 0 0 15 1 0 0 0 0 0 0 0 0 0 0
Retirement % 100.00 93.75 6.25 0.00 0.00 93.75 6.25 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 141 95 46 4 0 75 40 9 3 2 1 0 0 0 0 5 2
Other Separations % 100.00 67.38 32.62 2.84 0.00 53.19 28.37 6.38 2.13 1.42 0.71 0.00 0.00 0.00 0.00 3.55 1.42
Total Separations # 344 236 108 9 0 194 91 21 7 2 1 0 0 0 1 10 8
Total Separations % 100.00 68.60 31.40 2.62 0.00 56.40 26.45 6.10 2.03 0.58 0.29 0.00 0.00 0.00 0.29 291 2.33
Permanent Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 39 35 4 3 0 27 3 4 0 0 0 0 0 0 0 1 1
Removal % 100.00 89.74 10.26 7.69 0.00 69.23 7.69 10.26 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.56 2.56
Resignation # 52 34 18 2 0 28 15 2 2 0 0 0 0 0 0 2 1
Resignation % 100.00 65.38 34.62 3.85 0.00 53.85 28.85 3.85 3.85 0.00 0.00 0.00 0.00 0.00 0.00 3.85 1.92
Retirement # 16 15 1 0 0 15 1 0 0 0 0 0 0 0 0 0 0
Retirement % 100.00 93.75 6.25 0.00 0.00 93.75 6.25 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 10 9 1 0 0 8 1 0 0 0 0 0 0 0 0 1 0
Other Separations % 100.00 90.00 10.00 0.00 0.00 80.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 10.00 0.00
Total Separations # 117 93 24 5 0 78 20 6 2 0 0 0 0 0 0 4 2
Total Separations % 100.00 79.49 20.51 4.27 0.00 66.67 17.09 5.13 1.71 0.00 0.00 0.00 0.00 0.00 0.00 3.42 1.71
Temporary Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 17 12 5 0 0 12 3 0 1 0 0 0 0 0 0 0 1
Removal % 100.00 70.59 29.41 0.00 0.00 70.59 17.65 0.00 5.88 0.00 0.00 0.00 0.00 0.00 0.00 0.00 5.88
Resignation # 79 45 34 0 0 37 29 6 1 0 0 0 0 0 1 2 3
Resignation % 100.00 56.96 43.04 0.00 0.00 46.84 36.71 7.59 1.27 0.00 0.00 0.00 0.00 0.00 1.27 2.53 3.80
Retirement # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Retirement % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 131 86 45 4 0 67 39 9 3 2 1 0 0 0 0 4 2
Other Separations % 100.00 65.65 34.35 3.05 0.00 51.15 29.77 6.87 2.29 1.53 0.76 0.00 0.00 0.00 0.00 3.05 1.53






Total Separations #

227

143

84

116

71

15

Total Separations %

100.00

63.00

37.00

1.76

0.00

51.10

31.28

6.61

2.20

0.88

0.4

0.00

0.00

0.00

0.44

2.64

2.64






Worksheet A17: Grade Levels for Management Positions - Distribution by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males|  White Black or Black or | Asian Males |  Asian Native Native American | American | Two or more| Two or more
Females [Latino Males| Latino Females African African Females | Hawaiian or | Hawaiian or | Indianor | Indianor | races Males races
Grade Levels for Management Females American | American Other Pacific|Other Pacific|  Alaska Alaska Females
Positions Males Females Islander Islander |Native Males| Native
Males Females Females
Executives
GS-15 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers
GP-14 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
GP-14 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 32 29 3 0 0 26 3 1 0 0 0 1 0 0 0 1 0
GS-13 % 100.00 90.63 9.38 0.00 0.00 81.25 9.38 3.13 0.00 0.00 0.00 3.13 0.00 0.00 0.00 3.13 0.00
GS-14 # 14 12 2 0 0 11 2 1 0 0 0 0 0 0 0 0 0






GS-14 % 100.00 | 85.71 14.29 0.00 0.00 78.57 14.29 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Supervisors
GS-09 # 192 112 80 3 5 98 62 6 8 0 0 0 0 1 0 4 5
GS-09 % 100.00 | 5833 41.67 1.56 2.60 51.04 3229 3.13 4.17 0.00 0.00 0.00 0.00 0.52 0.00 2.08 2.60
GS-10 # 4 2 2 0 0 2 2 0 0 0 0 0 0 0 0 0 0
GS-10 % 100.00 | 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 # 70 49 21 0 2 46 17 1 0 1 0 0 0 0 1 1 1
GS-11 % 100.00 | 70.00 30.00 0.00 2.86 65.71 2429 1.43 0.00 1.43 0.00 0.00 0.00 0.00 1.43 1.43 1.43
GS-12 # 75 56 19 1 0 53 18 2 1 0 0 0 0 0 0 0 0
GS-12 % 100.00 | 74.67 2533 1.33 0.00 70.67 24.00 2.67 1.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-05 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
WS-05 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-09 # 4 4 0 0 0 4 0 0 0 0 0 0 0 0 0 0 0
WS-09 % 100.00 | 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B1: Total Workforce by Disability

N Not o Persons With| Developmental| Traumatic | D¢*7°" Blind or Missing Significant | aror | EPilepsy or Significant .
Employment Tenure Total | NOPISAbIitY] -y tifieq | PSP O oy eted | Disability | Brain Injury | S€OUS Serious | g ivemities | VOPNY | copplete |Other Seizure) Intellectual -yl e | Dwarfism | Significant
(05) o 03,0699) | o P p Hi);:i:;l(tlyg) Sl:;li‘l;::;lztz) P lmp(z::;r)nent Paraiysss (60) Dls:;;rzd)ers Disability 90) | . 2oty ©2) | Disfigurement (93)

TOTAL
Prior FY # 1526 1486 12 28 2 0 0 0 0 0 0 0 0 0 2 0 0
Prior FY % 100.00 97.38 0.79 1.83 0.13 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.13 0.00 0.00
Current FY # 1680 1635 14 31 3 0 0 0 0 0 0 0 0 0 2 0 1
Current FY % 100.00 97.32 0.83 1.85 0.18 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.12 0.00 0.06
Difference # 154 149 2 3 1 0 0 0 0 0 0 0 0 0 0 0 1
Ratio Change % 0.00 -0.06 0.05 0.01 0.05 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 -0.01 0.00 0.06
Net Change % 10.09 10.03 16.67 10.71 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
501 Goal % - e e
PERMANENT
Prior FY # 1036 1001 10 25 2 0 0 0 0 0 0 0 0 0 2 0 0
Prior FY % 100.00 96.62 0.97 2.41 0.19 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.19 0.00 0.00
Current FY # 1221 1182 12 27 3 0 0 0 0 0 0 0 0 0 2 0 1
Current FY % 100.00 96.81 0.98 2.21 0.25 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.16 0.00 0.08
Difference # 185 181 2 2 1 0 0 0 0 0 0 0 0 0 0 0 1
Ratio Change % 0.00 0.18 0.02 -0.20 0.05 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 -0.03 0.00 0.08
Net Change % 17.86 18.08 20.00 8.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
TEMPORARY
Prior FY # 490 485 2 3 0 0 0 0 0 0 0 0 0 0 0 0 0
Prior FY % 100.00 98.98 0.41 0.61 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Current FY # 459 453 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0
Current FY % 100.00 98.69 0.44 0.87 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Difference # -31 -32 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change % 0.00 -0.29 0.03 0.26 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change % -6.33 -6.60 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
SCHEDULE A EMPLOYEES IN PERMANENT WORKFORCE
Prior FY # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Prior FY % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Current FY # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Current FY % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B2: Permanent Workforce By Component — Distribution by Disability
. Epilepsy or
Employment Tenure [N S o [P et | T | S| S| Mt | St | Brer | O it | S| i | it
©3) o1) 03,0699 | pigapitiey | Disabiity @ 3) Difficulty | Difficulty &) Impairment (40)| Paralysis (60)| Disorders | D20 OO | i der 01) ©2) | Disfigurement (93)
Hearing (19) | Secing (20) &)
Permanent Workforce # 1221 1182 12 27 3 0 0 0 0 0 0 0 0 0 2 0 1
Permanent Workforce % 10000 | 96.81 0.98 221 025 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.16 0.00 0.08
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B3: Occupational Categories by Disability Employees [Permanent]

o Not o Persons With Traumatic | D¢ Blind or Missing Significant | Partial or Epi(l)e;z " Significant .
Occupational Categories Totar  |N° D(';;:’""y Identified Dlos:,b(;](g;? 2 Targeted ];::;:::’i‘:;'e"‘?zl) Brain Injury Dsl;':]"lf’ Dsl;':]"lf’ Extremities Mobility Complete Seizure Dis";;lllﬁ:;‘l‘;lo) Psychiatric Dw(‘;';:sm Dis ﬁz‘s:ﬁ:: o3
01) Disability 3) Hearing (19) | Secing (20) @1 Impairment (40) | Paralysis (60) Dls(t;rzd)ers Disorder (91)
Total Officials and Managers # 484 463 7 14 2 0 0 0 0 0 0 0 0 0 1 0 1
Total Officials and Managers % 100.00 95.66 1.45 2.89 0.41 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.21 0.00 0.21
Officials and Managers - Executives # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Officials and Managers - Executives % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Officials and Managers - Managers # 47 44 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Officials and Managers - Managers % 100.00 93.62 2.13 4.26 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Officials and Managers - Supervisors # 436 418 6 12 2 0 0 0 0 0 0 0 0 0 1 0 1
Officials and Managers - Supervisors % | 100.00 95.87 1.38 2.75 0.46 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.23 0.00 0.23
Professionals # 118 111 3 4 1 0 0 0 0 0 0 0 0 0 1 0 0
Professionals % 100.00 94.07 2.54 3.39 0.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.85 0.00 0.00
Technicians # 31 30 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Technicians % 100.00 96.77 0.00 3.23 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Sales Workers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Administrative Support Workers # 106 102 1 3 0 0 0 0 0 0 0 0 0 0 0 0 0
Administrative Support Workers % 100.00 96.23 0.94 2.83 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Craft Workers # 443 437 1 5 0 0 0 0 0 0 0 0 0 0 0 0 0
Craft Workers % 100.00 98.65 0.23 1.13 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Operatives # 18 18 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Operatives % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborers and Helpers # 15 15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Laborers and Helpers % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers # 6 6 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Service Workers % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B4P: General Schedule Grades by Disability [Permanent]

Persons With

Traumatic

Deaf or

Blind or

Missing

Significant

Partial or

Epilepsy or

Significant

Significant

GS/GM, SES, and Related Grades Total No D(lg:)b ity |Not I(‘:;I;ﬁmd D:)s; b‘;l:_;;;)z T.nrge.t.ed D[i):;:illl;gmemle) Brain Injury Dsl:;lcl::; Dsl:fl;::[s\ Extremities Inl::):ll)rl::;nl Com}flete O:I;iesrofji:;;re Di:;eblll;::l:::)) l?sychialric Dw:;rzt;lsm Disfigurement
Disability A3) Hearing (19) | Secing (20) @31 0) Paralysis (60) ®2) Disorder (91) 93)
GS-01# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-04 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-05 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-05 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-06 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 100 97 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 Y% 100.00 97.00 0.00 3.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-08 # 9 9 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-08 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 222 211 3 8 2 0 0 0 0 0 0 0 0 0 1 0 1
GS-09 % 100.00 95.05 1.35 3.60 0.90 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.45 0.00 0.45
GS-10 # 15 14 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 100.00 93.33 0.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 154 151 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 100.00 98.05 1.95 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 107 96 4 7 1 0 0 0 0 0 0 0 0 0 1 0 0
GS-12 % 100.00 89.72 3.74 6.54 0.93 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.93 0.00 0.00
GS-13 # 40 37 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 92.50 2.50 5.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 15 14 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 100.00 93.33 0.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15# 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Emplovees # 664 631 11 22 3 0 0 0 0 0 0 0 0 0 2 0 1
Total GS Emplovees % 100.00 95.03 1.66 3.31 0.45 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.30 0.00 0.15
Senior Executive Service # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Senior Executive Service % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Senior Pay (Non-SES) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Senior Pay # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Senior Pay % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-1 to GS-10 # 347 332 3 12 2 0 0 0 0 0 0 0 0 0 1 0 1
GS-1 to GS-10 % 100.00 95.68 0.86 3.46 0.58 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.29 0.00 0.29
GS-11 to SES # 317 299 8 10 1 0 0 0 0 0 0 0 0 0 1 0 0
GS-11 to SES % 100.00 | 9432 2.52 3.15 0.32 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.32 0.00 0.00






Worksheet B4T: General Schedule Grades by Disability [Temporary]

. - N Epilepsy or
I8 N Deaf or Blind or - Significant Partial or N - I
Copn Not . Persons With Traumatic . L. Missing e Other Significant Significant
GS/GM, SES, and Related Grades Total No Disability Identified Disability (02 Targeted [?eve!().pmenlal Brain Injury S.ermus %enous Extremities MOPII“) Comple.le Seizure I.nlel.le.clual Psychiatric Dwarfism Disfigurement
(05) o1 03, 06-99) Disability Disability Q?) o) Difficulty Difficulty a1 Impairment Paralysis Disord Disability (90) Disorder (91 92) 93
Y Hearing (19) | Sceing (20) (40 (60) 's&'z)"s isorder (1) 63
GS-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-04 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-05 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-05 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 11 11 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-06 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 66 64 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 % 100.00 96.97 1.52 1.52 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-08 # 11 11 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-08 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 127 125 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 98.43 0.00 1.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-10 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 68 67 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 100.00 98.53 1.47 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 28 27 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 96.43 0.00 3.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 10 10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 323 317 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0
Total GS Employees % 100.00 98.14 0.62 1.24 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Senior Executive Service # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Senior Executive Service % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Senior Pay (Non-SES) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Senior Pay # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Senior Pay % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-1 to GS-10 # 217 213 1 3 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-1 to GS-10 % 100.00 98.16 0.46 1.38 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 to SES # 106 104 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 to SES % 100.00 98.11 0.94 0.94 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet BSP: Salary by Disability [Permanent]
: - Epilepsy or
Satary Range S| ooy off T e | | | S| M Sy | Eer |00 e | S| | S
(05) o1) 03, 06-99) Disability Disability ?) 3) Dlﬂjlculty leﬁculty @1 Impairment Paralysis (60)| Disorders Disability (90) Disorder (91) 92) ©3)
Hearing (19) | Seeing (20) (40) (82

Up to $20,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$30,001-$40,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 95 93 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
$40,001-$50,000 % 100.00 97.89 0.00 2.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$50,001-$60,000 # 330 322 2 6 0 0 0 0 0 0 0 0 0 0 0 0 0
$50,001-$60,000 % 100.00 97.58 0.61 1.82 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$60,001-$70,000 # 355 348 0 7 2 0 0 0 0 0 0 0 0 0 1 0 1
$60,001-$70,000 % 100.00 98.03 0.00 1.97 0.56 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.28 0.00 0.28
$70,001-$80,000 # 169 163 4 2 0 0 0 0 0 0 0 0 0 0 0 0 0
$70,001-$80,000 % 100.00 96.45 2.37 1.18 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$80,001-$90,000 # 118 116 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$80,001-$90,000 % 100.00 98.31 0.85 0.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$90,001-$100,000 # 77 70 3 4 1 0 0 0 0 0 0 0 0 0 1 0 0
$90,001-$100,000 % 100.00 90.91 3.90 5.19 1.30 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 1.30 0.00 0.00
$100,001-$110,000 # 36 31 2 3 0 0 0 0 0 0 0 0 0 0 0 0 0
$100,001-$110,000 % 100.00 86.11 5.56 8.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$110,001-$120,000 # 14 13 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$110,001-$120,000 % 100.00 92.86 0.00 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$120,001-$130,000 # 9 9 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$120,001-$130,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$130,001-$140,000 # 5 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$130,001-$140,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$140,001-$150,000 # 8 7 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$140,001-$150,000 % 100.00 87.50 0.00 12.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$150,001-$160,000 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$150,001-$160,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$160,001-$170,000 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$160,001-$170,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$170,001-$180,000 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$170,001-$180,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$180,001 and Greater # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$180,001 and Greater % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet BST: Salary by Disability [Temporary]
A . - ) Epilepsy or
Salary Range Totar | No Disabitity| | de]:t"i:_le o |Disability 02 Pe;i"r':e‘\::'h Developmental BTr:‘:'l‘:Z::V ]s)f:.lfl: l;lel:i:sr Missing Sﬁ::::lc.:; ' z::“n::el:: s(: :':rre Intellectual i;f:::'::‘:z Dwarfism Dissi"_f;:::::m
(05) o1 03,0699) | wmel | Disabiity @) P Difficulty | Difficulty |Extremities @1)| Impairment | Paralysis | S50 - | isabitity 90) | o8 E O 92) o3
? Hearing (19) | Sccing (20) (40) (60) )

Up to $20,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 5 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$30,001-$40,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 86 84 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$40,001-$50,000 % 100.00 | 97.67 1.16 1.16 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$50,001-$60,000 # 184 183 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$50,001-$60,000 % 100.00 99.46 0.00 0.54 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$60,001-$70,000 # 100 99 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$60,001-$70,000 % 100.00 99.00 0.00 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$70,001-$80,000 # 48 47 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$70,001-$80,000 % 100.00 97.92 2.08 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$80,001-$90,000 # 21 20 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$80,001-$90,000 % 100.00 | 9524 0.00 476 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$90,001-$100,000 # 6 6 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$90,001-$100,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$100,001-$110,000 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$100,001-$110,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$110,001-$120,000 # 5 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$110,001-$120,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$120,001-$130,000 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$120,001-$130,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$130,001-$140,000 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$130,001-$140,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$140,001-$150,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$140,001-$150,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$150,001-$160,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$150,001-$160,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$160,001-$170,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$160,001-$170,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$170,001-$180,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$170,001-$180,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$180,001 and Greater # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$180,001 and Greater % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B6P: Mission-Critical Occupations by Disability [Permanent]
) o Epilepsy or
Mision-Critical Occuparions Series Code (four | | sopiasy | % Lowaiy anf*20m W8 oo | Trssmac | (L0 | Sl | e | SO o | O g | S| g | s
digits) @5 o1 03,0699 | picapitiy | Disabiliy @ @ Difficulty | Difficulty @1) Impairment |, oiysis 60)| Disorders | PP OO picorderony | ©P 93)
Hearing (19) | Seeing (20) (40) (82)
0201 # 65 64 I 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0201 % 10000 | 9846 1.54 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 % 10000 | 100.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 46 46 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 10000 | 100.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 8 7 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 10000 | 8750 | 1250 | 0.0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12# 8 8 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-12 % 10000 | 100.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 10000 | 100.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2005 # 60 60 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
2005 % 10000 | 100.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 55 55 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






GS-07 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 5 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 75 74 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
2210 % 100.00 98.67 133 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 8 8 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 46 45 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 100.00 97.83 2.17 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 14 14 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 6 6 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
5801 # 256 252 1 3 0 0 0 0 0 0 0 0 0 0 0 0 0
5801 % 100.00 98.44 0.39 1.17 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 80 79 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-08 % 100.00 98.75 0.00 1.25 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 79 77 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-10 % 100.00 97.47 1.27 1.27 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-11 # 39 39 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-11 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-12 # 7 7 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WL-10 # 10 10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WL-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WL-11 # 2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
WL-11 % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-10 # 10 10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-11 # 7 7 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-11 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-12 # 10 10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-13 # 8 8 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






WS-13 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-14 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-14 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-15 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-15 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
8852 # 105 105 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
8852 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-08 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 40 40 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-11 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-11 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-12 # 43 43 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WL-10 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WL-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-09 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-10 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-11 # 10 10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-11 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-12 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B6T: Mission-Critical Occupations by Disability [Temporary]
l o | Epilepsy or
Mission-Critical Occu_pz_itions Series Code (four Total | No Disability ld:::'i‘ﬁed Disability (02-] e;:’r"gse::;‘h Developmental B[r ::’::'::::} sD:::.: 2:::):: E r:::?tgies Sﬁ::;ﬁ:;" ]()Ii::lle(:; s(:;:'::e Intellectual :;‘;:::f:z Dwarfism Diisg"::?n":m
digits) 05) o) 03,06:99) | [ty | Disability @) ® Difficulty | Difficulty o Tmpairment | Paralysis |l 00| Disability 00) | o 00 ERS 92) 03
! Hearing (19) | Seeing (20) (40) (60) 82
0201 # 26 25 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
0201 % 100.00 96.15 0.00 3.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 24 23 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 95.83 0.00 4.17 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2005 # 18 18 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
2005 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






GS-06 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 15 15 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 37 37 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
2210 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 6 6 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 28 28 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
5801 # 19 19 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
5801 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 17 17 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-08 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-13 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-13 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
8852 # 22 22 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
8852 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-08 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-08 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-10 # 19 19 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-10 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WG-12 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WG-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B7P: New Hires For Mission-Critical Occupations by Disability [Permanent]

Total

No Disability
05)

Not
Identified
o1

Disability (02
03, 06-99)

Persons With
Targeted
Disability

Developmenta
1 Disability
@)

Traumatic
Brain Injury
3

Deaf or
Serious
Difficulty
Hearing (19)

Blind or
Serious
Difficulty
Seeing (20)

Missing
Extremities
31

Significant
Mobility
Impairment
(40)

Partial or
Complete
Paralysis (60)

Epilepsy or
Other Seizure
Disorders
82)

Intellectual
Disability (90)

Significant
Psychiatric
Disorder (91)

Dwarfism
92)

Significant
Disfigurement (93)|

Job Series:

0201

Voluntarily Identified Applicants # 71 62 121 9 7 0 0 1 0 0 2 0 1 0 3 0 0
Voluntarily Identified Applicants % 100.00 87.32 170.42 12.68 9.86 0.00 0.00 1.41 0.00 0.00 2.82 0.00 1.41 0.00 4.23 0.00 0.00
Qualified External Applicants # 120 42 70 8 7 0 0 1 0 0 2 0 1 0 3 0 0
Qualified External Applicants % 100.00 35.00 58.33 6.67 5.83 0.00 0.00 0.83 0.00 0.00 1.67 0.00 0.83 0.00 2.50 0.00 0.00
Referred Applicants # 60 17 40 3 2 0 0 1 0 0 1 0 0 0 0 0 0
Referred Applicants % 100.00 28.33 66.67 5.00 3.33 0.00 0.00 1.67 0.00 0.00 1.67 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 24 7 17 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 29.17 70.83 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 2005

Vacancy Announcements # . |
Voluntarily Identified Applicants # 54 53 169 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 98.15 312.96 1.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 86 19 67 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 22.09 77.91 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 79 17 62 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 21.52 78.48 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 29 7 22 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 24.14 75.86 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 2210

Vacancy Announcements # . |
Voluntarily Identified Applicants # 77 72 182 5 2 0 0 2 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 93.51 236.36 6.49 2.60 0.00 0.00 2.60 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 118 26 92 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 22.03 77.97 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 82 18 64 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 21.95 78.05 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 33 5 28 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 15.15 84.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 5801

Vacancy Announcements # 116

Voluntarily Identified Applicants # 125






Voluntarily Identified Applicants % 100.00 97.60 236.80 2.40 1.60 0.00 0.00 0.80 0.00 0.00 0.00 0.00 0.00 0.00 0.80 0.00 0.00
Qualified External Applicants # 284 77 206 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 27.11 72.54 0.35 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 251 64 186 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 25.50 74.10 0.40 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 105 29 76 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 27.62 72.38 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 8852

Voluntarily Identified Applicants # 26 25 110 1 1 0 0 0 0 0 0 0 0 0 1 0 0
Voluntarily Identified Applicants % 100.00 96.15 423.08 3.85 3.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.85 0.00 0.00
Qualified External Applicants # 100 18 82 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 18.00 82.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 13 71 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 546.15 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 28 5 23 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 17.86 82.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Job Series:

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Job Series:

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0






Worksheet B§: New Hires For Type Of Appointment by Disability

Persons

Deaf or

Blind or

Significant

S Not o . § g Traumatic I Lo Missing . Partial or Epilepsy or s Significant I
Total New Hires Totar | N0 DAY 4o ifieq | Disability 021 With Developmental | g o injury | Serious Serious | o tremities Mobility Complete | Other Seizure | _Iellectual | b hiatric | Dwarfism (92) | Stenificant
(05) 01 03, 06-99) Targeted Disability ?) 3 Difficulty Difficulty 31 Tmpairment Paralysis (60)| Disord 82 Disability (90) Disorder (91 Disfigurement (93)
on Disability ® Hearing (19)| Seeing (20) én 40 aralysis (60)| Disorders (82) isorder O1)

Permanent # 95 92 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Permanent % 100.00 96.84 1.05 2.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Temporary # 302 302 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Temporary % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Schedule A (permanent) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Schedule A (permanent) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total # 397 394 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Total % 100.00 99.24 0.25 0.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B16: Separations by Disability

) ) Deaf or Blind or . Significant ) Epilepsy or N
Type of Separation Totar | NoDisability| | d::t"i:_le o | Disability ©2- Pe;i"r':em'h Developmental Bl;::'l':::l':v Serious Serious Ex‘::':ﬁes Mobility zz::::;: S(e)lt:l::e Intellectual ;:::::::::z Dwarfism | Significant
(05) o) 03,0099 | by | Dbl @ ® Difficulty | - Difficuity @1 Impairment |, s (60)| Disorders | DISAPIY O | L er 1) (92)  |Disfigurement (93)
Hearing (19) | Seeing (20) (40) )
Total Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 56 54 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Removal % 100.00 96.43 1.79 1.79 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 131 128 2 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Resignation % 100.00 97.71 1.53 0.76 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Retirement # 16 11 1 4 0 0 0 0 0 0 0 0 0 0 0 0 0
Retirement % 100.00 68.75 6.25 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 141 141 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Separations % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Separations # 344 334 4 6 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Separations % 100.00 97.09 1.16 1.74 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Permanent Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 39 37 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Removal % 100.00 94.87 2.56 2.56 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 52 51 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Resignation % 100.00 98.08 0.00 1.92 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Retirement # 16 11 1 4 0 0 0 0 0 0 0 0 0 0 0 0 0
Retirement % 100.00 68.75 6.25 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 10 10 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Separations % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Separations # 117 109 2 6 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Separations % 100.00 93.16 1.71 5.13 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Temporary Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 17 17 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Removal % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 79 77 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Resignation % 100.00 97.47 2.53 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Retirement # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Retirement % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 131 131 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Separations % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Separations # 227 225 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Separations % 100.00 99.12 0.88 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






Worksheet B17: Grade Levels For Management Positions by Disability [Permanent]

X " N Epilepsy or
Grade Levels for Management [y, | Nopisis| 1oy (Dot 0 G pevtopmennt | T suiow | | MO0 ;f‘::‘i Compete | S|ttt | GLTC | Do | emen
o1 > Disability 3 Hearing (19) | Secing (20) a1 oy Paralysis (60) Dis((;rzd)ers Disorder (91) (93)
Executives
GS-15 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers
GP-14 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GP-14 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 # 32 30 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 93.75 3.13 3.13 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 14 13 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 100.00 92.86 0.00 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00






0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Supervisors
GS-09 # 10 9 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0
GS-09 % 100.00 | 90.00 0.00 10.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 10.00 0.00 0.00
GS-10 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 100.00 | 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 # 25 23 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 100.00 | 92.00 8.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 50 45 2 3 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-12 % 100.00 | 90.00 4.00 6.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-05 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-05 % 100.00 | 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
WS-09 # 4 4 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
WS-09 % 100.00 | 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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EXECUTIVE BOARD RESOLUTION RESOLUTION NO. OR-19-009

WHEREAS,

WHEREAS,

RESOLVED,

RESOLVED,

July 8, 2019

The Adjutant General of the Department of Military and Veterans
Affairs has requested, pursuant to Sections 212 and 709(b) of The
Administrative Code of 1929, approval, in the Office of Facilities and
Engineering, to establish the Bureau of Facilities Management;
establish the Division of Installation Maintenance; transfer the Division
of Field Maintenance from the Bureau of Plans, Operations and
Maintenance to the Bureau of Facilities Management; transfer the
Division of Resource Management from the Bureau of Reservation
Maintenance to the Bureau of Facilities Management and rename it the
Division of Facility Support; establish the Bureau of Design and Project
Management; establish the Division of Project Management (Federal
Organization); transfer the Division of Engineering and Architecture
from the Bureau of Military Construction and Engineering to the
Bureau of Design and Project Management; establish the Bureau of
Military Construction and Facilities Management; transfer the
Construction and Facilities Management Office (Federal Organization)
from the Director, Joint Staff to the Office of Facilities and Engineering
and establish a dotted line relationship to the Deputy Adjutant
General-Army; establish the Division of Programming and Property
Management (Federal Organization with State Positions); and establish
the Division of Infrastructure, Energy, and Asset Management; and

The Adjutant General of the Department of Military and Veterans
Affairs further requests approval to abolish the Bureau of Military
Construction and Engineering and its Division of Military Construction
and Programming (Federal Organizations); abolish the Bureau of
Reservation Maintenance and its Divisions of Preventative
Maintenance, Utilities and Infrastructure, and Construction Services,
Roads and Grounds; abolish the Bureau of Plans, Operations and
Maintenance and its Division of Plans and Operations; and revise the
Counterdrug Training Facility to indicate a change from a Federal
Organization with State Positions to a Federal Organization; Therefore,
be it

That the Adjutant General of the Department of Military and Veterans
Affairs is hereby granted approval to make the above-mentioned
changes shown by (bold); and, be it further

That the attached organizational chart reflecting the above changes

will be submitted to the Legislative Reference Bureau for publication in
the Pennsylvania Bulletin and Pennsylvania Code.
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EXECUTIVE BOARD RESOLUTION RESOLUTION NO. OR-19-009
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The Adjutant General
Communications Office
Deputy Adjutant General — Veterans Affairs

Bureau of Veterans Programs, Initiatives, Reintegration, and Outreach
Division of Outreach and Reintegration
Division of Veterans Services & Programs
Ft. Indiantown Gap Field Office
Pittsburgh Field Office
Philadelphia Field Office

Bureau of Veterans Homes

Division of Health Care Services

Division of Operations

Veterans Homes
PA Soldiers and Sailors Home
Hollidaysburg Veterans Home
Southeastern Veterans Center
Gino J. Merli Veterans Center
Southwestern Veterans Center
Delaware Valley Veterans Home

Deputy for Administration

Bureau of Budget & Finance
Division of Federal Budgeting
Division of State Budgeting
Division of Grants

Bureau of Office Services
Division of Procurement & Contracting
Division of Support Services

Deputy for Facilities & Engineering

Bureau of Facilities Management
Division of Installation Maintenance
Division of Field Maintenance
Division of Facility Support

Construction & Facilities Management Office (Federal)

Bureau of Military Construction and Facilities Management
Division of Programming and Property Management
Organization with State Positions)
Division of Infrastructure, Energy, and Asset Management

Bureau of Design and Project Management
Division of Engineering & Architecture
Division of Project Management (Federal)

(Federal
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Bureau of Environmental Management
Division of Conservation
Division of Environmental Compliance
Division of Environmental Planning
Policy, Planning and Legislative Affairs Office
Deputy Adjutant General — Army
Command Chief Warrant Officer (Federal)
Ft. Indiantown Gap Training Site (Federal with State Positions)
G1 Personnel & Administration (Federal with State Positions)
G3 OPS, Plans, Training (Federal with State Positions)
G4 Logistics (Federal)
G6 Information Technology Management (Federal)
213%™ Regional Support Group (Federal)
Eastern ARNG Aviation Training Site (Federal)
Medical Detachment (Federal)
Recruiting & Retention Battalion (Federal)
Headquarters & Headquarters Detachment (Federal)
166™ Regimental Training Institute (Federal)
Medical Battalion Training Site (Federal)
Marksmanship Training Unit (Federal)
Combat Training Unit (Federal)
Safety and Occupational Health Office (Federal)
State Army Aviation Office (Federal)
Army Aviation Support Facility (Federal)
28" Infantry Division (Federal)
2 IBCT (Federal)
55 HBCT (Federal)
56 SBCT (Federal)
28 CAB (Federal)
28 HHBnN (Federal)
Judge Advocate General (Federal)
Public Affairs Office (Federal)
State Surgeon (Federal)
Human Resource Office (Federal)

United States Property & Fiscal Office (Federal)

Chaplain (Federal)
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State Command Sergeant Major (Federal)
Inspector General (Federal)
Director, Joint Staff (Federal)

J1 Personnel & Administration (Federal)
Service Member and Family Support (Federal)

J2 Intelligence (Federal)
J3/5/7 Plans, Operations, & Training (Federal)
J3 Plans & Operations (Federal)
Military Support to Civil Authorities (Federal)

J34 Force Protection (Federal)

J5 Plans & Policy (Federal)
State Partnership Program (Federal)

J7 Training (Federal)
Counterdrug Training Facility (Federal)
Civil Support Team (Federal)
Homeland Response Force (Federal)

J4 Logistics (Federal)

J6 Communications (Federal)

Deputy Adjutant General — Air

PA Air National Guard (Federal with State Positions)

111t (Federal)

1715t (Federal)
193" (Federal)

July 8, 2019
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The Pennsylvania National Guard’s
(PANG) storied history is founded on two
constants. The firstis the Guard’s ever-
present drive to serve the Commonwealth
and the Nation and the second is the
adaptability to an ever changing
environment. It is through the first constant,
the resolve to serve, that the Pennsylvania
National Guard has always embraced
change on its relentless campaign to be
ready when duty calls us to action.

Contents:

Forward 1

Our Environment 2

Our Stakeholders 3

Our Mission 4

The enemies of our nation have
changed over the decades, and their tactics
sometimes seem to change by the week.
The decreasing military recruitable
population of Pennsylvania has required the
Guard to reevaluate its capabilities and how
best to match those capabilities to the
public good in time of crisis. As in the past
decades, change continues to shape our
goals. Since the War on Terror began, the
Pennsylvania National Guard has accepted
and succeeded in fulfilling countless
missions and demands. As we look to the
future of the PANG, over the next five
years, we know that we will continue to be
relied upon to be the premier organization
we have always been. To meet this call, we
must ensure that our vision and priorities
are properly aligned to fulfill our mission,
within the changing landscape of our
environment. This environment includes our
Commonwealth and National population,
the maintenance of our equipment, the
opportunities that we develop, the physical
environment with its threat of natural
disaster, political developments which form

Our Vision 4

Our Goals 4

Our Priorities 5

Our Strategic Map

our budget and
command focus,
force structure

MAIJOR GENERAL

chang.es, an Mark J. Schindler
emerging Cyber The Acting Adjutant General
threat, and

of Pennsylvania
numerous other

factors that must
all be taken into account.

After analyzing this changing
environment, and receiving our guidance
from both civil and military higher
authorities, we must provide our formations
with our vision and strategic plan to ensure
that our indomitable will to serve will not be
wasted due to lack of prior planning and
our resources are not squandered due to
uncoordinated efforts. This strategic
planning document is a major step at
ensuring that our commitment to our
missions is met with the readiness of our
forces.

Due to the size and complexity of
the PANG, we can not afford to subject our
force to frequent shifts in priorities and
goals. Our soldiers and airmen deserve to
know where we are going and how we are
going to get there. This 2021 -2025
Pennsylvania National Guard Strategic
Plan is a critical link in the chain that
answers these two fundamentals, over the
next five years. The threats and demands
may change, but Pennsylvania is now, as it
ever was, determined to meet the call will
victory.





2021-2025
Pennsylvania
National Guard
Strategic Plan

“...the National
Guard in all States
should be brought

to the same high
standard as that in

Pennsylvania...”

Elihu Root,
Secretary of War,
1902

Our global security
environment presents complex
challenges which require the
application of all elements of U.S.
national power. Our Nation faces a
strategic change from adequate to
reduced resources, and a move from
a large standing military to a smaller,
more flexible force. These transitions
impact the PANG and our ability to
meet the needs of our Veterans. We
must proactively confront these
challenges by identifying priorities,
goals and objectives that will position
the PANG and our stakeholders to
meet the complexities of this
environment and be positioned for
continued success at home and
abroad now and in the future.

We must be able to assess, re

Our Environment

Section of a mural in the Pennsylvania State
Capital building, depicting Major General
George Meade and troops from Pennsylvania,
just before the Battle of Gettysburg. This battle
is the largest battle ever waged in the western
hemisphere.

-examine and reshape in order to maintain our gains and apply lessons learned
over the recent years of war. The COVID 19 pandemic added an additional
layer of complexity that has also provided us with many lessons that we must not
forget. We must remain an operationally ready reserve with the force structure
to adequately respond to the demanding federal and state missions that are sure
to arise. In this time of shrinking budgets and reduced force structure, we retain
relevance and readiness to remain a part of the process and discussions to
determine the right size and mix of the future Joint Force. We must speak from a

position of strength in professional values, personnel readiness, recruiting,






Our Stakeholders 2021-2025

Pennsylvania

The PANG is the third largest National Guard in the country with over 13,600 .
Soldiers and 4,170 Airmen totaling over 17,770. In addition to our Soldiers and National Guard
Airmen we care for their families and work with their full-time employers to ensure Strategic Plan
each member is mission ready and prepared for world-wide deployment.

Our stakeholders are those who share in our commitment to the mission,
goals, vision, and priorities outlined in this document. Through trusted leadership,
investment, partnership, volunteerism and other contributions our force will remain
strong and our resolve, as a nation, will be steadfast. Our partners include federal
and state agencies, veterans groups, businesses, volunteer organizations,
communities, neighbors and fellow citizens.

The stakeholder with whom we have the closest ties is the Pennsylvania
Department of Military and Veterans Affairs (DMVA) Office of Veteran’s Affairs
(DMVA-OVA). DMVA-OVA is committed to advocate on behalf of all Pennsylvania
Veterans, PANG members, military community and their families. Honoring those
who served or are serving on behalf of the citizens of the Commonwealth by
providing timely and world-class programs and support is our duty.

“Why, they are

The Department of Military and Veterans Affairs has two overarching areas of iron men”
responsibility: It provides oversight, command and control for the PANG and it
manages Pennsylvania’s Veterans’ programs to provide benefits and assistance to
Veterans and their families while servicing and operating (6) Veteran’s Homes. Pershing,

Commander AEF,

General John J.

The Pennsylvania Emergency Management
Agency (PEMA) is another principle stakeholder
which partners with the PNG during times of state
emergency. The PANG supports PEMA to help
communities and citizens mitigate loss, prepare for,
respond to, and recover from emergencies including
natural disasters, acts of terrorism, or other human
made disasters.

referring to the
109th Infantry,
1918

Our third principle stakeholder is National Guard
Bureau (NGB) in Arlington, VA. NGB is the national
administrative bureau which has oversight of all state
guard formations. The PANG coordinates closely with s
NGB to ensure unified efforts across state boundaries J5&&
in times of crisis and to ensure the employment of
PANG forces is conducted in as efficient and effective F
a manner as possible.

The memorial to Major
Octavius V. Catto, Pennsylvania
National Guard, in Philadelphia
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2021-2025
Pennsylvania

The DMVA is organized with the

National Guard Adjutant General leading two

federal and deputies to
Strategic Plan The Adjutant General administer the various functions
of Pennsylvania of the department.

Deputy Adjutant Deputy Adjutant Director of the U.S. Property
General (Army) PNG General (Air) PNG Joint Staff and Fiscal office
Deputy For Deputy for Deputy For
Veteran’s Administration Facilities
Affairs Management

Our Mission

The Adjutant General of Pennsylvania (TAG-PA) is responsible for the
command, control, and supervision of the Department of Military and Veteran
Affairs (DMVA): to provide quality service to the Commonwealth’s veterans and
their families, oversee and support the members of the Pennsylvania National
Guard (PANG) and answers the
Governor’s call for assistance when 1
the citizens of Pennsylvania are in ;
crisis.






Our Vision

The PANG will continue to be part of the operational force comprised of
interoperable, disciplined, ready, predictably resourced units, with competent leaders of
character. As the combat reserve of the US Army we will be organized, equipped, and
trained in order to fight and win in the complex operating environment of tomorrow. We
must retain our combat arms heritage while optimizing resources to achieve an
adaptable, accountable, and balanced force prepared to respond to the Nation and
Governor. Woven into the fabric of our communities, PANG Citizen Soldiers and
Airmen are a vital link between the American people and their military.

n—r—D—.—.--r]Tr, L
CAmamyiannich .

Our Goals

The following goals shape how TAG-PA envisions achieving the DMVA
Vision of making Pennsylvania the number one destination for military, veterans, and their
families:

-Provide federal mission capabilities that contribute to the National Defense
Strategy (NDS).

-Provide department support to civil authorities to meet domestic response.

-ldentify and organize quality programs and services and enhance access for
Pennsylvania’s service members, veterans, and their families.

-Enhance intra-agency, inter-agency, and community partnerships that
engage stakeholders to address and resolve the needs of our target population.

-Efficiently administer resources and empower leaders and teams to
continually improve processes and reinvest those savings to develop new programs.

-Demonstrate competent, trusted and ethical leadership down to the lowest
level; where uniqueness of cultures and perspectives are not only valued but appreciated.
Where diversity and inclusion are not programs but rather the fabric of who we are. We
will embrace and encourage personal differences as a valued asset.
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“You are soundly
trained, your
morale is the best,
you are well
equipped, as well
as any division in
history has ever
been equipped for
battle. And | am
sure that you will
make a glorious
name for
yourselves.”
General Omar
Bradley, 1944.
During WWII, the
28th Infantry
Division fought
against 45 of the
90 divisions
deployed by the
Third Reich to the

Western Front.
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Pennsylvania
ANG’s 103rd
Fighter Squadron,
111th Fighter
Wing, became the
first A-10 ANG unit
to deploy directly
to Afghanistan.—
The Air National
Guard at 60: A
History

= m

Our Priorities

Readiness is our number one

priority. Whether preparing for
our federal or state mission
readiness of our personnel and
equipment must be our top priority.
As it relates to our state mission,
we must improve JFHQ-PA
DOMOPS readiness by training,
coordinating, and planning for
those DOMOPS missions, and
executing those missions when
required.

Federally, we must ensure that our units are fully manned, equipped and trained
for any mission we are called upon. Our people are our most valued resource
and as such we must make every effort to ensure our Airmen and Soldiers are
world wide deployable while being mentally, physically and spiritually fit.

Additionally we will prioritize:

e Deployments and mobilizations

o Task Force Chemical, Biological, Radiological, Nuclear Response
Enterprise (TF-CRE) validation exercises and supporting training events.
Culminating Training Exercises based upon regional specific hazards

e National Training Center (NTC), Sustainment Training Center (STC) and
JRTC rotations

o State Partnership Program opportunities and Operation Cyber Shield

e Dual Status Commander Orientation Course (DSC) and Joint Task Force
Commanders Training Course (JCTC)

e Overseas Deployment Training missions (ODT)

e Joint Domestic Operations Course (JDOC) / Joint Staff Training Course

(JSTC)

o Defense Support of Civil

Authorities (DSCA) phase

training courses

o Emergency

preparedness liaison officer

(EPLO) Training






2021-2025

The following training requirements support Training Year 2021-
Pennsylvania

2025 objectives:
National Guard

Task training which supports our unit's METL and JMETL.. Strategic Plan

Individual, leader, and collective
DOMOPS training.

Combat Training Center Rotations
(CTC)

Document and share lessons
learned from training events.

The following priorities are components of the Chief of the
National Guard Bureau’s strategic vision for the future of the
National Guard:

. PEOPLE
. READINESS
. MODERNIZATION
. REFORM
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Air National Guard
Strategic Master Plan

2015-2035

Pennsylvania
Air
National Guard
& Wing

Interaction

This document has been prepared by the
PANG J5 (Plans Branch), at (717) 861-8800

L NATIONAL GUARD

efense Strategy
Guidance

Unified DMVA
Strategic Plan

Commonwealth
Emergency
Operations

MET)

PA Joint Training
Plan (JTP)

PA TAG
DOMOPS
DCRG

Pennsylvania

Army

National Guard

RTLDG






Personal Assistance Services (PAS)

FACT SHEET

On January 3, 2017, the Equal Employment Opportunity Commission (EEOC) amended the regulations implementing Section 501 of the
Rehabilitation Act of 1973 (Section 501), the law that prohibits the federal government from discriminating in employment on the basis of
disability and requires it to engage in affirmative action for people with disabilities. As part of the Federal Agencies’ obligation to engage in
affirmative action, Federal Agencies are required by the new regulation to provide Personal Assistance Services (PAS) to employees who
need them because of certain disabilities. 29 C.F.R. 1614.203(d)(5). PAS may be provided to employees who, because of targeted
disabilities, require assistance in order to be at work or participate in work-related travel. PAS are to be provided during work hours and

job-related travel, absent undue hardship.

What are Personal Assistance Services (PAS)?

Personal Assistance Services (PAS) are services that
help individuals who, because of targeted disabilities,
require assistance to perform basic activities of daily
living. PAS differ from medical services and services
that are typically performed by someone who often has
the job title of "personal assistant." PAS are non-medical
services such as helping an individual take off and put
on a coat, eat, and use the restroom.

Do personal assistance services include doing part
of the person’'s job?

No. Personal assistance services only include
assistance with basic human functions, and are only
required if they enable the employee to do his or her job
up to normal standards.

The PA National Guard (PANG) processes PAS
requests under HRO (18-04) Reasonable
Accommodation (RA) Policy & Procedures for the
PANG.

What is a Targeted Disability?

Targeted disability means a disability that is designated
as a “targeted disability or serious health condition” on
the Office of Personnel Management Standard Form 256.

Why do Federal Agencies need to provide PAS?

Some individuals with targeted disabilities cannot work
unless PAS are provided to them in the workplace. The
services will allow such individuals to enjoy the
opportunity and independence offered by paid
employment. Providing PAS also will reduce the amount
of taxpayer funds spent on public disability benefits by
allowing such individuals to receive paid jobs in the
competitive workplace.

How does an individual request PAS?

An individual may request a PAS by informing his/her
immediate supervisor, a supervisor or manager in
his/her immediate chain of command, or the State Equal
Employment Manager that they need assistance with
daily life activities because of a targeted disability. For a
PAS request in connection with the application process,
the applicant could inform any agency employee with

whom the applicant has contact.

Agencies are only required to provide PAS to an
individual if:

+ the individual is an employee of the agency;

+ the individual has a targeted disability;

+ the individual requires the services because of his or
her targeted disability;

« the individual will be able to perform the essential
functions of the job, without posing a direct threatto
safety, once PAS and any required reasonable
accommodations have been provided;

+ the individual is working, including on work-related
travel; and,

+ providing PAS will not impose undue hardship on the
agency.

Choosing a PAS Provider:

Supervisors should coordinate with the Human
Resources Office and the State Equal Employment
Manager to explore provider options. Funding for PAS
will follow the same process as funding for Reasonable
Accommodations.

Undue Hardship Determinations:

The process of determining whether providing
personal assistance services is an undue hardship is
the same process used to determine whether a
reasonable accommodation poses an undue hardship.

For questions, contact:

Dr. Millicent Carvalho-Greviuos

State Equal Employment Manager

(717) 861-8520
millicent.j.carvalho-grevious.civ@mail.mil

Additional Resources:

EEOC Personal Assistance Services Q & A
EEOC Section 501 of the Rehabilitation Act QO & A

This document obtained from https://www.fmcs.gov/wp-
content/uploads/2019/03/FMCS-Personal-Assistance-
Services-PAS.pdf. Contact information, regulatory guidance,
and logo changed to reflect PA National Guard.

May 2019
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DEPARTMENT OF MILITARY AND VETERANS AFFAIRS
OFFICE OF THE ADJUTANT GENERAL
COMMONWEALTH OF PENNSYLVANIA
FORT INDIANTOWN GAP
ANNVILLE, PENNSYLVANIA 17003-5002
www.dmva.pa.gov

SEEM 27 April 2022

MEMORANDUM FOR All Pennsylvania National Guard Title 5 Employees and Title 32
Dual Status Technicians in a Civilian Pay Status

SUBJECT: Anti-Harassment Policy and Procedures for Civilian Employees

1. References:

a. DoD Instruction 1020.04 (Harassment Prevention and Responses for DoD Civilian
Employees).

b. Title 29, Code of Federal Regulations, Part 1614, Federal Sector Equal
Employment Opportunity. ‘

c. Collective Bargaining Agreement (CBA) between The Adjutant General of
Pennsylvania and the Pennsylvania State Council Association of Civilian Technicians,
Incorporation (ACT).

2. Purpose. This memorandum establishes the Pennsylvania National Guard’s (PANG)
anti-harassment policy and procedures for personnel in a civilian pay status.

3. Applicability. This memorandum applies to all full time PANG employees serving as
a Title 5 Employee or Title 32 Dual Status Technician. This memorandum does not
apply to PANG Service members in a Title 10 status, nor does it apply to Title 32

- employees while in a military pay status.

4. Policy. The PANG is committed to maintaining a work environment free of
harassment. Harassment jeopardizes combat readiness and mission accomplishment,
weakens trust within the ranks, and erodes organizational cohesion. PANG will hold
leaders at all levels accountable for fostering a climate of inclusion that supports
diversity and is free from harassment. Violations of this policy may result in
administrative or disciplinary action.

5. Procedure. Employees experiencing or withessing harassment are advised to bring it
to the attention of their supervisor or their supervisor's supervisor.

a. Immediate and effective Agency response. When harassment is alleged, the
Agency will look into the matter promptly and thoroughly. If it is determined the
allegations are supported, the Agency will take appropriate and corrective action.
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b. Filing a complaint. If an employee wants to file a complaint alleging harassment, he
or she can do so through the Human Resources Labor Relations office or Equal
Employment Opportunity (EEQO) office.

c. Filing a grievance.

(1) Bargaining unit employees may file a grievance through their ACT
Representative utilizing the negotiated grievance procedure as outlined in the CBA or
the EEO process. They may elect to use either, but not both.

(2) Non-bargaining employees may file a grievance utilizing the administrative
grievance procedures as outlined in TPR 771 or the EEO process. They may elect to
use either, but not both.

d. Protection against retaliation and reprisal. No reprisal, retaliation, or other adverse
action will be taken against any employee for making a complaint in good faith,
reporting harassment, or for assisting in the investigation of any such complaint. Report
suspected retaliation or reprisal immediately to senior leadership.

6. Definitions. These terms and definitions are from reference (a) and serve to provide
a clear explanation of prohibited conduct.

a. Bullying is a form of harassment that involves aggressive acts intended to harm,
either physically or psychologically, another person without a proper governmental
purpose but with a nexus to employment. Bullying includes singling out an individual
from his or her coworkers for ridicule because he or she is considered different or weak.
It often involves an imbalance of power between the aggressor and the individual.
Bullying does not include a properly directed command or organizational activities that
serve a proper military or other governmental purpose. Bullying can be conducted
through the use of electronic devices or communications, and by other means including
social media, as well as in person. Bullying is evaluated by a reasonable person
standard and includes, but is not limited to, the following conduct when performed
without a proper governmental purpose: Physically striking another person in any
manner, or threatening to do the same; intimidating, teasing, or taunting another person;
and oral or written berating (including electronic medium) of another person with the
purpose of belittling or humiliating. See reference for additional examples of bullying
behaviors.

b. Harassment is behavior that is unwelcome or offensive to a reasonable person and
that creates conditions that interfere with work performance or creates an intimidating,
hostile, or offensive work environment.

c. Hazing is a form of harassment that includes conduct, without a proper
governmental purpose but with a nexus to employment, intended to physically or

2
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psychologically injure or create a risk of physical or psychological injury to a person for
the purpose of initiation into, admission into, affiliation with, change in status or position
within, or condition for continued membership in any military or DoD organization.
Hazing can be conducted through the use of electronic devices or communications, and
by other means including social media, as well as in person. Hazing is evaluated by a
reasonable person standard and includes, but is not limited to, the following when
performed without a proper military or other governmental purpose: Any form of
initiation or congratulatory act that involves physically striking another person in any
manner, or threatening to do the same; oral or written berating (including electronic
medium) of another person with the purpose of belittling or humiliating; and encouraging
or coercing another person to engage in demeaning, illegal, harmful, or dangerous acts.
See reference for additional examples of hazing behaviors. Hazing does not include a
properly directed command or organizational activities that serve a proper military or
other governmental purpose.

d. Reprisal is a form of retaliation that involves taking, threatening, or recommending
taking an unfavorable personnel action (demote, separate, treat unfairly, etc.); or
withholding, threatening, or recommending withholding a favorable personnel action, for
making, preparing to make, or being perceived as engaged in the anti-harassment
process.

e. Retaliation is conduct that punishes a DoD civilian employee for asserting the right
to be free from harassment in the workplace. Retaliatory behaviors include, but are not
limited to, reprisal, ostracism, maltreatment, and criminal acts for a retaliatory
purpose. Retaliation includes illegal, impermissible, or hostile actions taken with the
knowledge of management against DoD civilian employees for: Filing or being a witness
in a charge, report, inquiry, or lawsuit; communicating with a supervisor or manager
about discrimination, including harassment; answering questions during a DoD
Component inquiry of alleged harassment; refusing to follow orders that would result in
harassment; or resisting sexual advances or intervening to protect others.

f. Sexual harassment is unlawful discriminatory harassment that is based on conduct
of a sexual nature. It involves unwelcome sexual advances, requests for sexual favors,
or other verbal or physical conduct of a sexual nature when: it explicitly or implicitly
becomes a term or condition of a person’s job, pay, or career. For example: Submission
to or rejection of such conduct by a person is used as a basis for career or employment
decisions affecting that person; or such conduct has the purpose or effect of
unreasonably interfering with an individual's work performance; or it is so severe or
pervasive that a reasonable person would perceive, and the DoD civilian employee
does perceive, the environment as hostile or offensive.

g'. Stalking is a form of harassment that includes repeated harassing, unwanted, or
threatening conduct that would cause a reasonable person to fear for her or his safety
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or the safety of others. Stalking may occur through use of technology including, but not
limited to, email, telephone, voicemail, text messaging, drones, cameras, microphones,
and use of electronic tracking and monitoring and social networking sites. Stalking
conduct may include, but is not limited to: Following, spying on, or waiting for an
individual in places such as home, school, work, or recreational places; leaving
unwanted items; and making direct or indirect threats to harm an individual, an
individuals’ children, relatives, friends, pets, or property. In most state and federal
jurisdictions, to include that of the Military Departments, stalking is a crime.

See reference for additional examples of stalking.

h. Unlawful discriminatory harassment is harassment constituting discrimination
prohibited: Discrimination on the basis of race, color, religion, sex, and national origin;
discrimination on the basis of age when the aggrieved individual is at least 40 years of -
age; discrimination on the basis of disability; sex-based wage discrimination; or
discrimination on the basis of genetic information.

7. This memorandum rescinds and replaces the memorandum with subject, “Anti-
Harassment Policy and Procedures for Pennsylvania National Guard Technicians,”
dated 3 September 2019.

8. Point of contact for this memorandum is the SEEM, Dr. Millie Carvalho-Grevious, at
millicient.j.carvalho-grevious.civ@army.mil or (717) 861-8520. Alternate is Ms. Patty
Lundsted, Equal Employment Specialist, at patrice.m.lundsted.civ@army.mil or (717)

861-8934,
%
ARK Jé/SCJ INDLER

Major G [, PAARNG
The Adjutant General
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27 April 2022

MEMORANDUM FOR All Pennsylvania National Guard Personnel

SUBJECT: Equal Opportunity & Equal Employment Opportunity Policy

1. 1 am committed to ensuring that every member, employee and applicant of the
Pennsylvania National Guard (PANG) are treated with dignity and respect in a manner
free from discrimination and harassment. All personnel are entitled to a work
environment that provides opportunity for individual growth and development. Equal
Opportunity (EO) and Equal Employment Opportunity (EEO) are basic human rights
supported by law; for the PANG, it is mission essential. EO/EEO principles will be
integrated into all personnel management processes to guarantee fair and equitable
treatment. Decisions affecting employment, development, advancement, and treatment
of military members and employees of the PANG must be made without regard to race,
color, national origin, religion, and sex (including gender, gender identity, sexual
orientation, and pregnancy) and reprisal. Department of Defense civilian employees are
further protected against discrimination on the bases of age (40 years or over),
disability, and genetic information.

2. Discrimination or harassment by anyone affiliated with the PANG will not be
tolerated. Allegations of discrimination or harassment will be promptly addressed and
resolved. No member or employee will be discouraged from filing a complaint, or should
fear retaliation or reprisal for participating in a complaint. If you feel that you or other
employees or members have been subjected to discrimination or harassment of any
kind, you are encouraged to discuss the matter immediately with your supervisor,
commander, or Equal Opportunity (EO) representative.

3. EO representatives include EO Advisors (EOAs), EO Directors, Equal Employment
Opportunity (EEO) Counselors, EO/EEO Specialists, EO Leaders (EOLs), and the State
Equal Employment Manager (SEEM). Below is a list of EO representatives within the
PANG. Contact your command EO representative, your supervisor, or the SEEM Office
for a list of company-level EOLs (ARNG only).

Command Position Name Contact Info

Joint Force SEEM, EOA, EEO Dr. Millie Carvalho- 717.861.8520; 717.222.1533,;

Headquarters | Counselor/Investigator | Grevious millicent.j.carvalho-

(JFHQ) grevious.civ@army.mil

JFHQ EEO Specialist, EOA | Mr. Victor Arocho 717.861.8934 or
victor.d.arocho2.civ@army.mil
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JFHQ EEO Ms. Patty Lundsted 717.861.8934 or
Specialist/Counselor, patrice.m.lundsted.civ@army.mil
Special Emphasis
Program Manager
JFHQ EO Senior Enlisted, MSG Sally Haught sally.c.haught. mil@army.mil
EOCA
JFHQ EO Officer, EOA CWA4 Mei Gentry mei.v.gentry. mil@army.mil
Candidate
281D, HHBn EOA Primary MAJ Lesmore Gibb 413.250.9130 or
lesmore.a.gibb.mil@army.mil
28ID, HHBn EOA Alternate 1LT Amanda Mayer amanda.i.mayer.mil@army.mil
2IBCT EOA Candidate CPT Desirae Gutierrez desirae.j.gutierrez.mil@army.mil
28ECAB EOA MSG Luis Toro 717.861.9036 or
luis.w.toro.mil@army.mil
55MEB EOA Candidate CPT Jacob Rodgers jacob.m.rodgers.mil@army.mil
56SBCT EOA Candidate SSG Joshua Auer 717.783.3234 or
joshua.p.auer.mil@army.mil
166RTI EOA, EEO SFC Raymond Nauyokas | 724.396.7402 or
Counselor & raymond.nauyokas.mil@army.mil
investigator
213RSG EOA SFC Charles Gundrum 610.821.6533 x110 or
charles.d.gundrum. mil@army. mil
EAATS EOA SFC Theresa Paul 717.861.9811 or
theresa.m.paul. mil@army.mil
RRBn EOA Candidate SFC Michael Lark 717.861.3944 or
michael.a.lark2. mil@army.mil
PA G3 EEO Investigator CPT Michael Medvec 717.861.6803 or

michael.jmedvec.mil@army.mil

TrainingCenter | EOA Candidate SFC Christopher Hensley [christopher.t.hensley.mil@army.mil
111ATKW EQO Director, Capt Dennis Morgan 2156.323.7171 or

EOA dennis.morgan.6@us.af.mil
171ARW EOA MSgt Justine Hudak justine.hudak@us.af.mil
171ARW EEO Counselor CMSgt John Craven 412.776.7615 or

john.craven@us.af.mil

193S0W EO Director, EOA - Capt Margaret Mayberry margaret.mayberry@us.af. mil
193S0OW EEO Counselor Maj Andrew Widmeyer 717.948.2452 or

andrew.widmeyer@us.af.mil

4. | expect members and employees of the PANG to be aware of expected behavior,
methods of reporting discriminatory actions, and how to identify and prevent
discrimination and harassment. Procedures for filing military discrimination complaints
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are in accordance with CNGBM 9601.01 National Guard Discrimination Complaint
Process, dated 25 April 2017. Procedures for filing civilian discrimination complaints are
in accordance with Equal Employment Opportunity Commission Management Directive
110 Federal Sector Complaints Processing Manual, dated 5 August 2015.

5. This memorandum supersedes and replaces TAG memorandum, subject “Equal
Opportunity & Equal Employment Opportunity Policy Statement,” dated 02 January
2019. Post this memorandum on unit and organizational bulletin boards.

6. Point of contact for this memorandum is Dr. Millicent Carvalho-Grevious, SEEM, at
(717) 861-8520 or millicent.j.carvaltho-grevious.civ@army.mil. Alternate is Ms. Patty
Lundsted, Equal Employment Specialist, at (717) 861-8934 or

patrice.m.lundsted.civ@army.mil.

ARK J; SCHINDLER
Major General, PAARNG
The Adjutant General
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SEEM 3 September 2019

MEMORANDUM FOR All Commanders, Managers and Supervisors of Technicians,
Pennsylvania National Guard

SUBJECT: Anti-Harassment Policy and Procedures for Pennsylvania National Guard
Technicians

1. References

a. Title VIl and Title VIII of the Civil Rights Act of 1964

b. Age Discrimination in Employment Act (ADEA) of 1964

c. Rehabilitation Act of 1973, amended 2008 (ADA)

d. No FEAR Act, PL 107-174 Title |, General Provisions, Section 101 (1) -

e. CNGBN 9600, State National Guard Civilian Equal Employment Opportunity
Complaint Processing and Reporting Guidance

f. HRO (18-05) Pennsylvania National Guard Civilian Discrimination Complaint
Process

2. The Pennsylvania National Guard (PANG) is committed to maintaining a work
environment free of harassment. It is my intent for all personnel at every level to be
trained to recognize harassment and sexual harassment and understand their
responsibility in preventing it. Harassment destroys the climate of an organization by
eroding the basic tenets of trust and discipline. It will not be tolerated within our
organization. | expect every commander, manager, and supervisor to implement this
policy and make personnel aware of the channels available to report harassment. It is
the responsibility of every leader to ensure any instance of harassment is dealt with
efficiently and promptly.

3. Sexual harassment is defined as any unwelcome conduct of a sexual nature or “quid-
pro-quo” such as influencing, offering to influence, or threatening the career of another
person in exchange for sexual favors. No one may subject another employee

to any unwelcome conduct of a sexual nature. This includes unwelcome physical
touching, blocking, staring, making sexual gestures, making or displaying sexual
drawings or photographs, and unwelcome verbal conduct such as sexual propositions,
slurs, insults, jokes and other sexual comments.

4. Non-sexual harassment is defined as unwanted, persistent attacks that can
intimidate, isolate, and/or create a hostile environment. Harassment includes hazing
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and bullying. Hazing is defined as any conduct whereby an individual recklessly or
intentionally causes another individual to suffer (physically, verbally, or psychologically)
or be exposed to any activity that is cruel, abusive, humiliating, oppressive, demeaning,
or harmful. Soliciting or coercing another individual to participate in such activity is also
considered hazing. Bullying is defined as any conduct whereby an individual intends to
exclude or reject another individual through cruel, abusive, humiliating, oppressive,
demeaning, or harmful behavior which results in diminishing the other person’s dignity,
position, or status. The willingness of any participant is irrelevant; therefore, expressed
or implied consent to prohibited behaviors is hot a defense to hazing or bullying
violations. Examples of harassment include using racial/ethnic/national origin slurs,
disparaging terms, offensive stereotypes, “blood stripe” rites of passage, or
inappropriate joking relating to an employee’s disability, physical characteristics,
religion, or age.

5. Federal laws prohibit discrimination in employment and retaliation for prior equal
employment opportunity (EEO) activity. Title VII prohibits discrimination based upon
race, color, religion, sex, national origin. The Age Discrimination in Employment Act of
1967 (ADEA) prohibits arbitrary age discrimination in employment for persons who are
40 years of age or older. The Equal Pay Act of 1963 (EPA) prohibits gender based
wage discrimination. Title VII, Title VIl and EPA covers everyone. ADEA and EPA
covers applicants, current employees and former employees. The Rehabilitation Act of
1973 protects federal government employees from discrimination because of disability,
and requires agencies to reasonably accommodate qualified individuals with disabilities.
The Genetic Information Nondiscrimination Act of 2008 (GINA) prohibits employment
discrimination against applicants and employees based on genetic information including
information on genetic tests of an individual or individual's family members.

6. Individuals who are harassed are encouraged to make it clear such behavior is
unacceptable but are not required to confront the person harassing them. Individuals
harassed are encouraged to bring it to the attention of a supervisor or management
official and/or make a complaint. Similarly, if harassment of another employee is -
observed, the observer is encouraged to report this. No reprisal, retaliation, or other
adverse action will be taken against any employee for making a complaint in good faith,
reporting harassment, or for assisting in the investigation of any such complaint. Any
suspected retaliation or intimidation should be reported immediately to one of the
persons listed below in paragraph 7. The PANG will promptly and thoroughly examine
any complaint or report of a violation of this policy. Complaints of harassment may be
made verbally and/or in writing.

7. The process to file a complaint or report of harassment is to consult your supervisor
and/or the below applicable point of contact.
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a. Complaints of harassment that do not involve protected bases should be filed
with the PANG Labor Relations Specialist (LRS), who also serves as the Anti-
Harassment Coordinator, at 717 861-8732

b. Complaints of harassment that do involve protected bases will be processed
through the statutory procedures of Part 1614, Title 29 of the Code of federal
regulations by contacting a designated EEO Counselor or the State Equal Employment
Manager at 717 861-8520 within 45 days of the occurrence or knowledge of the
occurrence. The SEEM will provide a list of qualified EEO Counselors. Additionally, the
SEEM will notify the LRS of any harassment complaint received to provide situational
awareness. ’

c. Complaints of reprisal or retaliation for participation in EEO activity should be
filed with the SEEM or the Inspector General (IG). The IG can be contacted at
ng.pa.paarng.list.staff-ig@mail.mil or 717 861-8985. The SEEM will notify the |G of any
reprisal or retaliation complaint received. Reprisal or retaliation complaints can also be
filed directly with the 1G who may refer the Complainant to the SEEM for processing of
their complaint.

A thorough inquiry or investigation may take several weeks or months. Complainants
are to be kept aware of their status. If it is determined a violation of this policy occurred,
the PANG will take prompt disciplinary and remedial action.

8. A complaint or report that this policy has been violated is a serious matter.

Dishonest complaints or reports are also against policy and the PANG will take
appropriate disciplinary action if its inquiry or investigation reveals deliberately dishonest
and bad faith accusations.

9. This memorandum will be posted on unit/organizational bulletin boards for the
benefit of all employees.

10. Point of contact for this memorandum is the SEEM, Dr. Millie Carvalho-Grevious, at
millicient.j.carvalho-grevious.civ@mail.mil or (717) 861-8520.

RE en PAANG

ANTHON 0 AR
The Adjuta eneral
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TAG 02 January 2019

MEMORANDUM FOR All Commanders, Managers and Supervisors, Pennsylvania
National Guard

SUBJECT: Equal Opportunity & Equal Employment Opportunity Policy Statement

1. Equal Opportunity and Equal Employment Opportunity are basic human rights
supported by law; for the Pennsylvania National Guard, it is mission essential. | am
committed to ensuring that every member, employee and applicant of the Pennsylvania
National Guard (PANG) is treated in a manner free from discrimination or harassment.
Decisions affecting employment, development, advancement, and treatment of military
members and employees of the Pennsylvania National Guard must be made without
regard to race, color, national origin, religion, and sex (including gender, pregnancy,
sexual orientation, and sexual identity). Federal civilian employees are further protected
against discrimination on the bases of age, disability, and genetic information.

2. Discrimination or harassment by anyone affiliated with the PANG will not be
tolerated. Allegations of discrimination or harassment will be promptly and thoroughly
investigated and resolved. No member or employee will be discouraged from filing a
complaint, or should fear retaliation for participating in a complaint. If you feel that you
or other employees or members have been subjected to discrimination or harassment of
any kind, you are encouraged to discuss the matter immediately with your supervisor,
commander, or Equal Opportunity (EO) representative. EO representatives include EO
Advisors (EOAs), EO Directors, Equal Employment Opportunity Counselors (EEOCs),
EO Specialists, EO Leaders (EOLs), and the State Equal Employment Manager
(SEEM). Below is a list of trained EO representatives within the PANG:

a. Trained EOAs (process military complaints)
PANG SEEM- Dr. Millie Carvalho-Grevious, (717) 861-8520
28ID/213RSG- 1LT Robin A. Lawrence, (717) 861-2728
28|D/HHBN- LTC Joseph J. Serowik, (717) 787-7483
281D/56SBCT/HHC- MSG Hope A. Weiss, (215) 328-2317
- 28ID/56SBCT/1-108FA- SFC Charles D. Gundrum, (717) 249-3609
166 REG- SFC Raymond Nauyokas, (717) 861-9794
166 REG- 1SG Matthew S. Reilly, (717) 269-8571
EAATS- SFC Jeffrey R. Moore, (717) 861-9811
111 ATKW- TSgt Bree Cantiello, (215) 323-7171
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171 ARW EO Director- Maj Arthur L. de Lay, (412) 776-7167
171 ARW- Capt Ryan D. Curley, (412) 776-7167
193 SOW EO Director- TSgt John P. Barnes, (717) 948-2380

b. Trained EEOCs (process civilian complaints)
Dr. Millie Carvalho-Grevious, (717) 861-8520
Ms. Patty Lundsted, (717) 861-8934
SFC Raymond Nauyokas, (717) 861-9794
CMSgt John L. Craven, (412) 776-7615

c. Trained EOLs- Contact the SEEM, your Brigade EOA, or your First Line
Leader for a list of company level EOLs (ARNG only).

3. | expect members and employees of the PANG to be aware of the expectations of
behavior, methods of reporting discriminatory actions, and also to be trained to identify
and prevent discrimination and harassment. Procedures for filing military discrimination
complaints are in accordance with memorandum HR-SEEM (18-01) and CNGBM
9601.01, 25 April 2017, National Guard Discrimination Complaint Process. Procedures
for filing civilian discrimination complaints are in accordance with memorandum HRO
(18-05) and CNGBN 9600, 10 May 2017, State National Guard Civilian Equal
Employment Opportunity Complaint Processing and Reporting Guidance. References
are available on Guard Knowledge Online (GKO) at
https://gko.portal.ng.mil/states/PA/arng _stafffHRO/Documents/Forms/Allltems.aspx?Ro
otFolder=%2F states%2FPA%2Farng%5F staff%2FHRO%2F Documents%2F SEEM&Fol
derCTID=0x01200054EE11ECD189A542851EA730C8844FC8&View=%7B8991435E %
2DF29C%2D4F4E%2DB716%2D7A661D788944%7D.

4. All employees are entitled to a work environment that remains free from
discrimination and provides an opportunity to foster individual growth and development.
Equal opportunity principles will be integrated into all personnel management processes
to guarantee fair and equitable treatment of all military members, employees and
applicants, and to eliminate discriminatory practices.

5. This policy statement supersedes TAG policy statement, same subject, dated 06
December 2016. This policy statement will be posted on unit/organizational bulletin
boards for the benefit of all employees and will remain in effect until rescinded or
revised.
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6. Questions regarding this policy may be directed to the SEEM, Dr. Millicent Carvalho-
Grevious, at (717) 861-8520 or millicent.j.carvalho-grevious.civ@mail.mil.

ANTHO . CARRELLI, Maj Gen, PAANG
General








