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U.S. Department of Education

Section A: FY 2011 DVAAP Plan
FY 2011 Disabled Veterans Affirmative Action Program (DVAAP) Plans - Future Veteran Hiring and Retention Strategies

During FY 2011, the Department of Education (ED) set goals to focus on hiring and retention strategies outlined in its Veterans Employment Opportunity Plan (VEOP) to further improve the alignment of its Strategic Plan, Workforce Planning Guide, Principle Office (PO) Hiring Plans, Corporate Recruitment Strategy, and Human Capital Management (HCM) and Equal Employment Opportunity (EEO) reports.  ED will continue to build on the four areas under Executive Order 13518, which includes: 
1. Bringing awareness of Executive Order 13518 by presenting the Secretary and panel members with “Americas Veterans” information and materials. 

2. Informing and updating the Secretary, other leaders, and the veteran population on the benefits of hiring veterans and using special hiring authorities.
3. Providing American veterans, participants and attendees, with large banners and “Why Hire Veterans” flyers and brochures. 

4. Promoting FedsHireVets.gov web site and ED Veterans Employment web pages on ED.gov and ConnectED.  
Figure 2 below shows four comprehensive-veteran hiring and retention strategies outlined in ED’s VEOP. 
Figure 2: Veteran Hiring and Retention Strategies
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 ED will continue to evaluate the effectiveness of its VEOP strategies and redefine measures of success, as needed.  ED’s FY 2011 measure of success includes increasing: 
1. The number of veterans that register and attend seminars and events (including the resume workshop pilot);
2. The number of permanent veteran employees; 

3. The number of hiring managers and HR Specialists attending mandatory and expanded training;
4. The number of persons who utilize veteran-targeted services at the Department; and
5. The number of persons visiting ED websites that contain veteran resources.
Outcomes from FY 2011 DVAAP Plan

Overall, ED’s Disabled Veterans Affirmative Action Program (DVAAP) in FY 2011 has been well received by military communities, employees of the department, and the disabled veterans community.  The initiatives outlined in this report are essential components for strategically implementing DVAAP. The Department is committed to furthering its progress in the years ahead to continue to implement outreach and utilize to its full potential recruitment and retention strategies for disabled veterans to ensure that its workforce reflects the Nation’s goal for diversity. 
During FY 2011, the Department’s leadership continued to strategically implement its VEOP to meet the PO’s needs and leveraging the many talents and skills that veterans and military spouses bring to the workplace to accomplish its mission, goals, and objectives. 
Section B. FY 2011 Accomplishment Report

1. Methods used to recruit and employ qualified disabled veterans, especially those who are 30 percent or more disabled. 

ED actively recruited veterans during FY 2011. Recruitment activities occurred at Career Fairs, Virtual Career Fairs, and other events where we could network with veterans and/or collect resumes.  Events attended by representatives from ED include:

· Milicruit Veterans Virtual Job Fair

· Wounded Warrior Career Fair

· Military Stars Hiring Event

· ED’s Recruitment and Outreach team participated in the Walter Reed's Transition Job Fair – sponsored by TEAMS (Transition Employment Assistance Management Service).

· Hiring Heroes Career Fair

In addition, networking with local and regional Vocational Rehabilitation offices, United Ways, Goodwill, and Catholic Charities has been helpful in our recruitment efforts.

2. Methods used to provide or improve internal advancement opportunities for disabled veterans. Please indicate specific efforts and accomplishments in providing developmental (formal training) opportunities for veterans in your narrative. 

· Training and Education
 Executive Order 13518 is imperative in getting hiring managers and supervisors engaged.  ED has provided training on topics that includes: Reasonable Accommodations – where leadership, specifically, obtains information and a complete understanding that these accommodations will, in no way, affect their budget. We have found it of paramount importance that in order to progress in meeting these hiring goals, a greater level of understanding of the policies is essential to the department. 
· Program Planning

In FY2011, we provided a greater level, and amount, of programs for both Veterans and Hiring Managers/Supervisors.

1. On December 1, 2010, the Department of Education and the Office of Management hosted its first Diversity Day event.
The purpose of Diversity Day is to promote awareness and understanding of the many diverse groups, cultures and perspectives in the workplace, and to foster a spirit of respect, cooperation, and inclusion at ED so that we can fully utilize our human capital to carry out the mission of the agency.   

The featured Keynote Speaker was Dr. Frederick Soto with the Department of Energy.  With over 30 years experience, Dr. Soto is one of the leading authorities in the fields of diversity, leadership, and motivation. Dr. Soto is also a published author and has written numerous articles and developed training courses in the fields of Diversity, EEO, Leadership, and Management Accountability. 
In addition, the Corporate Recruitment team, the Presidential Management Fellows, and managers of the Veterans Employment Program provided presentations on hiring authorities and diversity initiatives for veterans.

2. ED’s new Veteran Employment Coordinator attended the Disabled Veterans Affirmative Action Program (DVAAP) – Program Manager’s Forum. This was hosted by OPM on May 25, 2011. In addition, three ED employees attended the forum. The attendance and participation was invaluable.

This opportunity was crucial at the time due to the formulization of the Outreach and Recruitment Team at ED.  This program  provided valuable information regarding the programs to the new team members. Among other things, the forum gave the new coordinator the chance to learn about the program, the requirements, statutes, and regulations.
Annual Mandatory Veteran Employment Training
In June of FY 2011, the Office of Human Capital and Client Services (HCCS) partnered with the Recruitment and Outreach team to host the Department’s first Veterans and Individuals with Disabilities (IWD) Workshop "Fostering an Inclusive and Productive Workforce," which was focused on topics that pertain to Veterans and Individuals with Disabilities in the workplace.  Topics discussed at the workshop were:

· President’s Executive Orders 

· FedsHireVets (OPM) 

· Career Development 

· Reasonable Accommodations

This event was a collaborative effort to inform veterans and other employees, including human resources employees and management and leadership of the Federal government’s best practices in Veteran employment and recruitment. It provided a forum in which to discuss and brainstorm on the improvements on how to better serve our employees who are Veterans and/or Individuals with Disabilities. The Department also partnered with OPM to share information/knowledge on best practices, and to learn new developments pertaining to Veteran employment initiatives, and programs relevant to issues concerning Veterans and IWD.

3. ED’s new Veterans Employment Coordinator attended the Veterans Employment Symposium in July 2011.  The amount of information attained from this symposium gave great insight to new employees in Outreach and Recruitment of Veterans. The following trainings were conducted at the Veterans Employment Symposium:
· Veterans Preference and Use of Special Hiring Authorities
· Employment of Military Spouses
· USERRA Training
· Plenary Session: State of the Veterans Employment Initiative
· Break-out Session: Recruitment Strategies for Hiring Veterans
· Break-out Session: Re-Integrating Returning Veterans into the Workplace

· Break-out Session: U.S. Department of Labor State Offices Disabled Veterans Outreach

· Plenary Session: America's Veteran – Valued, Experienced and Trained
· Break-out Session: Operation Warfighter and Army Wounded Warrior Program Internships

· Plenary Session: A CEO’s Perspective on Veteran Employment
· Active Partnerships that Promote Veterans Employment

· Break-out Session: An Agency’s Approach to Veterans’ Employment Activities

ED Resume (Pilot)

The Department continues to utilize EDResume, an on-line workshop to assist veterans on how to create effective and efficient resumes for the Federal Government.  Three hundred-fifty people participated in the workshops in FY 2011.

Veterans Preference and Hiring Authority Training
The VEOP Coordinator provided training on Veterans Preference and Hiring Authority in ED’s HR Essentials course and refresher course on hiring authority.  Throughout the year training was provided to hiring officials, supervisors, and managers on the topic of veterans preference and hiring authorities.

3. A description of how the activities of major operating components and field installations were monitored, reviewed, and evaluated.

HCCS  Recruitment and Outreach Team  monitors, reviews, and evaluates DVAAP activities by conducting workforce statistical analyses with regards to hires, promotions, and retention rates of disabled Veterans to identify and eliminate any barriers. Additionally, EEOS, selecting officials, Department Corporate Recruiters, and other key officials collaborate to ensure Veteran employment, specifically for disabled Veterans, is advocated, highly visible, active, and integrated into all human capital initiatives.

September 30, 2011, ED employed 4,636 employees: 4,148 permanent and 488 temporary employees.  Veterans represented 9.1 percent of the permanent workforce, a 0.6 percent increase from last year’s 8.5 percent.  Disabled veterans represented 1.84 percent of ED’s temporary workforce, a decrease from last year’s 2.4 percent. Table 1 below shows 33 veterans were hired in FY 2011; however, there was a .25% decrease in ED’s total workforce. Table 1 also illustrates the number of veterans which increased by 33 from 353 in FY 2010 to 386 in FY 2011.  The number of disabled veterans increased from 100 in FY 2010 to 109 in FY 2011.  




ED will continue to monitor changes within the various PO’s and identify those POC’s that have experienced very little change in hiring of disabled veterans. ED offered voluntary early retirements and voluntary separation incentives payments during FY 2011, which affected the demographic distribution of the organization. ED will continue to work with EO’s to partner in targeting and hiring of disabled veterans. 

Employee disability status is “self-identified,” meaning employees may choose whether or not they wish to report a disability. Therefore, the data reflects only those that have identified themselves as disabled veterans.  
4. An explanation of the agency’s progress in implementing its affirmative action plan during the fiscal year. Where progress has not been shown, the report will cite reasons for the lack of progress, along with specific plans for overcoming cited obstacles to progress.

ED has improved in some areas, in terms of data, but a decrease in others. There was an increase in the numbers of veterans who have received promotions in FY 2011, as compared to FY 2010.  We attribute this to the proactive way in which we are reaching out to veteran employees, providing resources, and education on how to improve their resumes, which includes in-person and online. Informal mentoring is also provided.
5. Need for identifying those POC’s who are lagging behind in meeting their goals, for providing additional training and support, to help in meeting their individual goals, and for identifying those persons within each POC who could serve as a greater catalyst to change – thus helping to increase the numbers.

As the new Recruitment and Outreach team begins to look ahead to FY 2012, and the need to provide an increase in information (to managers/supervisors), we recognize that the diplomatic approach would best serve everyone.  Thus, creating relationships with Directors and Executive Officers will serve our goal in ensuring that positions are filled by veterans qualified to fill these positions.

The following strategy has been developed by the Recruitment team to provide information and tools for hiring managers and supervisors throughout ED.
C. FY 2012 DVAAP Plan
During FY2011, the Director of EEO Service (EEOS) and the Chief Human Capital Officer (CHCO) in Human Capital and Client Services (HCCS) mutually agreed to reassign the lead responsibility of the DVAAP from EEOS to HCCS to ensure efficient planning and coordination.    
WORK FORCE DEMOGRAPHICS

as of

September 30, 2011

	Total Number of Employees in ED
	4636        (100%)

	Total Number Veterans in ED
	386          (8.3%)

	Total Number of Disabled Veterans Compared to Veterans in ED


	109        (28.2%)

	Total Number of 30 Percent or More Disabled Veterans Compared to Veterans in ED

 in ED


	57          (14.7%)


FY 2012 PLANNED INITIATIVES

To be proactive in reporting accomplishments in next year’s DVAAP Report, the Department’s Plans for FY2012 initiatives are addressed with consideration of the four (4) questions asked in the FY 2011 DVAAP Report.  
1. Below are the methods ED will implement to recruit, employ, retain and advance disabled veterans with an added emphasis on veterans with a compensable service-connected disability of 30 percent or more:

FY 2012 brings the establishment of a new team in HCCS within ED that is responsible for Diversity Recruitment and Outreach.  The establishment of this team has allowed us to create a dedicated Veterans Programs Coordinator position whose role is to serve as a liaison to the veterans community while strategically focusing on recruitment and outreach.  The key focus and priorities of our Veterans Program Coordinator will be to establish an internal team from the Department’s Corporate Recruitment Team to conduct the following activities during FY2012:

· Send e-mail listings of current vacancies to  local Veterans Office, Veterans of

Foreign Wars (VFW) Outposts, and to local Vocational Rehabilitation Offices;
· Schedule informational sessions with prospective Veteran applicants to promote EDs career opportunities, educate Veterans about the organization’s mission, teach Veterans how to write a resume for Federal employment, and teach them how to better navigate the Federal hiring process;
· Schedule quarterly information sessions for Hiring Officials to discuss the benefits of hiring veterans and veterans recruitment appointment authorities;
· Attend various Transitional Assistance Program sessions in the local area  to educate veterans about the Department;
· Work with Staffing Team to be proactive considering candidates in the ten (10) point veterans’ file prior to the advertisement of a vacancy announcement; 
· Partner with EEOS to identify barriers and discuss ways to improve our recruitment and employment of disabled veterans; and
· Host quarterly Lunch and Learn Sessions in coordination with the Department’s Disability Program Coordinator.
The Recruitment and Outreach Team will complete the following: 

· Promote the Operation Warfighter (OWF), Military Spouse Internship Program, Wounded Warrior Program (WWP) , and Non-paid Work Experience Program (NWEP) to Department Hiring Officials as an avenue to increase employment of veterans and their spouses;
· Promote Veterans employment through the partnership with League of United Latin American Citizens (LULAC) National Veterans Summit; and
· Attend monthly Transition Support Workshops in the Washington, DC area.
The Department will supplement our extensive outreach efforts with a strong recruitment program to include designing a veteran’s advertisement campaign with Corporate Gray, recruiting with Milicruit Virtual Career Fairs, and collaborating with OPM to develop a Veterans Facebook or Twitter account.  

2. The Department will use the following methods to provide or improve internal advancement opportunities for disabled veterans:  

· Encourage managers/supervisors to consider identifying vacancies as trainee/developmental positions that are available for disabled veterans; and
· Educate and promote awareness to ED veterans on available developmental opportunities within the Department.
3.  The Department will monitor, review, and evaluate disability activities of major operating components and field installations in the following manner:

The HCCS Recruitment and Outreach Team will continually monitor, review, and evaluate DVAAP activities by conducting workforce statistical analyses relating to hires, promotions, and retention rates of disabled veterans to identify and eliminate any barriers. Additionally, EEOS and HCCS will implement a plan to ensure the employment of veterans, specifically for disabled veterans, is advocated, highly visible, active, and integrated into all HC initiatives. 

4.  In areas ED displayed lack of progress is on the forefront of Department-Wide recruitment and outreach initiatives. During FY2012 the following approach.

EEOS and HCCS will collaborate to have meetings with PO’s in FY 2012 to discuss how each office plays an essential role in overcoming deficiencies and meeting agency goals for disabled veterans.  

ANNUAL DISABLED VETERANS AFFIRMATIVE ACTION PROGRAM (DVAAP)

REPORT FISCAL YEAR 2011 AND PLAN FISCAL YEAR 2012 - CERTIFICATION

A.  Name and Address of Agency

U.S. Department of Education Office of Management

Human Capital and Client Services

400 Maryland Avenue, S.W., Rm. 2E314

Washington, D.C.  20202-4573

B. Name and Title of Designated DVAAP Official(s) (include address, if different from above, and telephone and Fax numbers)

Robert Buggs

Chief Human Capital Officer

(202) 205-9043   Fax:  202-401-0520
C. Name and Title of Contact Person (Include address, if different from above, and telephone and FAX numbers)

Fred Bortz

Veterans Employment Coordinator

Human Capital and Client Services

(202) 401-7759 Fax:  (202) 401-2601

Shirley Robinson

Recruitment and Outreach Program Manager

Human Capital and Client Services

(202) 401-3614 Fax (202) 401-2601 
CERTIFICATION:

We certify that the above named agency: (1) has a current DISABLED VETERANS AFFIRMATIVE ACTION PROGRAM (DVAAP) plan and the program is being implemented as required by Subpart C of part 720 of title 5 of the Code of Federal Regulations, and appropriate guidance issued by the U.S. Office of Personnel Management and (2) that aforementioned plan is available upon request.

SIGNATURE 
_Winona H. Varnon____________________________________DATE__12/22/2011__
            Winona H. Varnon
Principal Deputy Assistant Secretary
Delegated the Authority to Perform the Functions and Duties of the Assistant

    Secretary for Management
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Pay Period 21, FY 2011�
Category�
FY 2010#�
Percentage of hires�
FY 2011#�
Percentage of hires�
Changes #�
Changes 


%�
�
ED Performance Workforce�
 �
4116�
 �
4636�
 �
520�
0�
�
   Veterans Total�
All�
353�
8.6%�
386�
8.33%�
33�
-0.27%�
�
   10 Point (under 10%)�
3�
9�
0.2%�
9�
0.2%�
0�
0.0%�
�
   10 Point (less than 30%)�
4�
37�
0.9%�
43�
0.9%�
6�
0.0%�
�
   10 Point (30% or More)�
6�
54�
1.3%�
57�
1.2%�
3�
-0.1%�
�
Disabled Veterans Total�
 �
100�
2.43%�
109�
2.35%�
9�
-0.08%�
�
Table 1.  Veterans (Including Disabled Veterans) Workforce Profile (As of 9/30/2010 & 9/30/2011)








As shown in Table 2, ED fell behind in the hiring of disabled veterans. The number of new hires of disabled veterans decreased from 26 in FY 2010 to 18 in FY 2011.





Veterans Preference Categories�
Veterans Preference Breakdown - Hires�
Hires FY10�
Hires FY11�
Difference�
�
1�
None – Not Entitled to Vets Preference�
469�
489�
20�
�
2�
5-Point – Vet is Entitled to Preference�
34�
33�
-1�
�
3*�
10-Point Disability (Non-Compensable-Under 10%)�
4�
1�
-3�
�
4*�
10-Point Disability (Compensable-Disability Less than 30%)�
12�
6�
-6�
�
5�
10-Point – Other (Based on Another’s Svc)�
1�
0�
-1�
�
6*�
10-Point – Compensable Disability (30% or More)�
9�
11�
2�
�
 �
Totals�
529�
540�
11�
�
Table 2. Disabled Veterans Hires (FY 2010 - FY 2011), as of 9/30/2010 & 9/30/2011 (to Pay Period 21-2011)


(*Note: Codes 3, 4 and 6 are counted as Disabled Veterans.)





Veterans Preference Categories�
Veterans Preference Breakdown - Promotions�
Promotion FY10�
Promotion FY11�
Difference�
�
1�
None – Not Entitled to Vets Preference�
393�
568�
175�
�
2�
5-Point – Vet is Entitled to Preference�
20�
29�
9�
�
3*�
10-Point Disability (Non-Compensable-Under 10%)�
0�
3�
3�
�
4*�
10-Point Disability (Compensable-Disability Less than 30%)�
6�
4�
-2�
�
5�
10-Point – Other (Based on Another’s Svc)�
2�
2�
0�
�
6*�
10-Point – Compensable Disability (30% or More)�
9�
8�
-1�
�
�
Totals�
430�
614�
184�
�
Table 3. Disabled Veterans Promotions (FY 2010 - FY 2011), as of 9/30/2010 & 9/30/2011 (to Pay Period 21-2011)


(*Note: Codes 3, 4 and 6 are counted as Disabled Veterans.)


The number of promotions of disabled veterans* remained the same, from 17 in FY 2010 to 17 in FY 2011.





























�
Veterans Preference Categories�
Veterans Preference Breakdown - Separations�
Separation FY10�
Separation FY11�
Difference�
�
1�
None – Not Entitled to Vets Preference�
255�
449�
194�
�
2�
5-Point – Vet is Entitled to Preference�
29�
23�
-6�
�
3*�
10-Point Disability (Non-Compensable-Under 10%)�
1�
2�
1�
�
4*�
10-Point Disability (Compensable-Disability Less than 30%)�
4�
1�
-3�
�
5�
10-Point – Other (Based on Another’s Svc)�
1�
1�
0�
�
6*�
10-Point – Compensable Disability (30% or More)�
4�
11�
7�
�
 �
Totals�
294�
487�
193�
�
Table 4. Disabled Veterans Separations (FY 2010 - FY 2011), as of 9/30/2010 & 9/30/2011 (to Pay Period 21-2011)


(*Note: Codes 3, 4, 5 and 6 are counted as Disabled Veterans.)
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