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ANNUAL FEORP PLAN CERTIFICATION FOR THE FISCAL YEAR 2017 
A. Name and Address of Agency:
 U.S. Department of Education
400 Maryland Avenue, S.W.
Washington, DC 20202 
B. Name and Title of Designated FEORP Official (if address is different from Section A, include e-mail address and telephone and fax numbers):
 Cassandra L. Cuffee-Graves, Chief Human Capital Officer
 U.S. Department of Education
400 Maryland Avenue, S.W., Room 2E314
Washington, DC 20202 

(202) 453-5588 (Telephone)
(202) 401-0520 (Fax)
 C.Cuffee-Graves@ed.gov (E-mail)

C. Name and Title of Contact Person (if address is different from Section A, include e-mail address and telephone and fax numbers):
Tenisha L.  James, FEORP Program Manager
U.S. Department of Education
400 Maryland Avenue, S.W.
Washington, DC 20202
(202) 258-2520 (Telephone)
Tenisha.James@ed.gov (E-mail)
CERTIFICATION 
I certify the above agency: 1) Has a current Federal Equal Opportunity Recruitment Program (FEORP) plan and the program is being implemented as required by Public Law 95-454 and subsequent regulations and guidance issued by the U.S. Office of Personnel Management; 2) All field offices or installations with fewer than 500 employees are covered by a FEORP plan; 3) All field offices or installations with 500 or more employees are covered either by this plan or by a local plan; and 4) Such plans are available on request from field offices or installations. 
SIGNATURE: __Cassandra L. Cuffee-Graves____________DATE 11/15/2016___
Chief Human Capital Officer

SIGNATURE:  _________Michael Chew__________________________ DATE 11/14/2016___
Director, Office of Equal Employment Opportunity Services
SIGNATURE _________________N/A_________________  DATE  N/A______
Director, Diversity and Inclusion 

**Note** If you are unable to use the digital signature function, please sign the Annual FEORP Plan Certification and send it electronically with your submission.
Promising Practices
Diversity Change Agent Program
The Diversity Change Agent program is a Department-wide strategic and comprehensive approach  to help foster an inclusive culture that respects individual talents, values differences, and allows our workforce to fully contribute to our organizational success. Our goal is to establish a cadre of fully committed change agents to affect and mobilize a critical mass of the Department’s stakeholders to embrace and enact diversity and inclusion. The Department’s Diversity Change Agents are nominated by their supervisors.  Diversity Change Agents serve as role models and will lead efforts to educate and train the workforce on diversity and inclusion. 
Diversity Change Agents are charged to:
· Lead by example;

· Support efforts to enhance our capacity to attract and retain talented employees;

· Communicate effectively – In Word and In Deed; and
·  Educate the workforce on diversity and inclusion.

Diversity and Inclusion Council
The Diversity and Inclusion Council are responsible for:

· Developing strategies to help ensure that the Department attains a highly skilled and diversified workforce;
· Examining recruitment, onboarding, training and development and retention policies, procedures, and practices for diversity and inclusion;
· Promoting diversity and inclusion in the Department‘s policies and practices;
· Proposing and monitoring recommendations on and practices to ensure adequate support for the implementation of diversity-related actions;
· Examining practices related to employee mentoring, training, and professional development programs for inclusion and equity through career development and leadership opportunities; and 
· Developing and proposing methods that help the Department and the workforce reach its D&I goals and objectives.
One of the best practices of the Department’s D&I Council is the creation of four Subcommittees who lead efforts to identify barriers and find solutions through collaboration across lateral networks within the agency. The Subcommittees provide recommended put forth for approval by the full Council membership. The Subcommittee is a representation of a diverse workforce from within the Department.
Strategic Activities and Actions on Hispanic Employment

The Department’s Hispanic Employment efforts clearly demonstrated our commitment to Diversity and Inclusion (D&I).  The Department  places emphasis on engaging the Hispanic community and our managers to strengthen our relationships in support of present and future human capital requirements pursuant to Executive Order (E.O.) 13171—Hispanic Employment in the Federal Government. 

The Department has coordinated outreach and recruitment strategies to help maximize our ability to recruit from a diverse, broad spectrum of applicants, including a variety of geographic regions, academic sources and professional disciplines. In FY2016, the Department sponsored the participation of its employees at numerous training conferences, seminars, and workshops focused on enhancing employee leadership skills, resume preparation, and continued professional development. The Department will continue to provide equal employment opportunities to all segments of society through outreach and recruitment efforts. 

In FY2016, the Department attended The League of United Latin American Citizens (LULAC) Emerge Conference and Career Fair. This event specifically targeted the Hispanic community. Overall, outreach to this group and the Department’s strategic partner LULAC was successful in sustaining support for career opportunities for Hispanics in the Department.
The Department’s Hispanic Employee Resource Group and Hispanic Employee Council (ED-HEC) assists with celebrating Hispanic culture and fosters awareness; provides information on education and employment issues affecting Hispanics; strengthens relationships among members and non-Hispanics; and creates professional development opportunities for Hispanic employees.
The Department continues to provide strategic outreach to affinity groups and Hispanic partner organizations. The number of self-identified Hispanic applicants continues to increase due to efforts of providing and announcing job vacancies through different mediums which included social media and stakeholder partnerships with the White House Initiative on Educational Excellence for Hispanics, Hispanic Serving Institutions and the Hispanic Association of Colleges and Universities.
The Department continues to ensure that its’ recruitment efforts are tied to overarching Diversity and Inclusion goals. 
Applicant Flow Data
Provide Information on the results of your analysis, if any, of the Applicant flow data.

The Department analyzed its’ data to identify barriers and best practices at each stage in the hiring process, which includes the job opportunity announcement, job analysis, application, qualification, referral and selection process. This data allows discussion amongst the HR Officials and Principal Offices (PO’s) to have a better understanding of the hiring process and barriers to employment.
The Department utilizes applicant flow data in examining the fairness and inclusiveness of its’ recruitment efforts is applicant flow data. The Department collected and analyzed the Hispanic demographic applicant flow data.  The applicant flow data yielded the following applicant results in FY2016 from its recruitment and outreach efforts: 
· Of the total number of applications received in FY2016 (43,798), 7.4% (32,364) of applicants volunteered to provide their Race and National Origin (RNO) and 10 % (3,323) of these were Hispanic.
· The total number of applicants deemed qualified was 48.8% (21,352), and 16% (3,413) were Hispanic. 
· In FY2016, of the total number of (185) candidates selected, 10.8% (20) Hispanics were selected.
We estimate that the number of Hispanic applicants that applied for employment opportunities in the Department increased due to our efforts of providing and announcing job vacancies through different mediums which included, outreach and recruitment activities, social media, and stakeholder partnerships with the White House Initiative on Educational Excellence for Hispanics, Hispanic Serving Institutions, non-profit organizations, and working with our Affinity Groups. However, the Department has a low percentage in selecting Hispanics. In FY2017, the Department will focus its’ efforts utilizing the Departments’ consultative services to assist with increasing Hispanic hiring.
List level of analysis conducted (e.g., by program, by field installation, by component, etc.).
The Department has identified applicant flow data as an important tool for assessing how effective our recruitment and hiring efforts are to ensure a diverse workforce. The analysis conducted is a priority and will continue to be utilized to overcome barriers and implement strategies and best practices in alignment with the Department’s Diversity and Inclusion Strategic Plan, Management Directive MD-715 Report, and FEORP.
Identify which backend system is used to collect the applicant flow data (e.g., USA Staffing, Avue, Monster).
The Department currently uses Monster Government Solutions to collect the applicant flow data. The system is branded by EDHires. EDHIRES is the Hiring Information and Recruiting Enhancement System. EDHires is an automated e-Recruitment system that converted the Department from a paper-based recruitment process to an automated business process and is designed to assist applicants in finding and applying for positions within the Department.
Point of Contact:
Tenisha L. James, FEORP Program Manager
400 Maryland Ave., S.W.
Washington, D.C. 20202

(202) 258-2520 (Telephone)

Tenisha.James@ed.gov (E-Mail)
Components:

Michael Chew, Director, Office of Equal Employment Opportunity Services

400 Maryland Ave., S.W. 

Washington, D.C. 20202

(202) 401-0691 (Telephone)

Michael.Chew@ed.gov (E-mail)

Quasette Crowner, FSA, Chief Administration Officer

830 1st St. NE, Room Number UCP-21A5

Washington, DC 20202

(202) 377-3064 (Telephone)

(202) 275-4574 (Fax)

Quasette.Crowner@ed.gov (E-mail) 
Strategic Activities or Actions Related to the Employment of People with Disabilities
Self-Identification, Bench-Marking, Analysis and Accountability

The Department utilizes the Standard Form (SF) – 256, “Self Identification of Disability” and Employee Express to allow applicants and employees to identify the status of their disability. ED also collects the DD214, “Report of Separation,” from separated Veterans. This information is collected in the Department’s EDHires system. The Department continues to monitor its’ D&I Strategic Plan, Individuals with Disabilities (IWD) Strategic Plan, and Disabled Veterans Affirmative Action Program Plan to ensure that goals, strategies, and milestones are achieved and analyzed. 
Outreach, Recruitment, and Hiring
The Department continues to provide outreach for recruitment efforts. The Department’s IWD Strategic Plan provides goals and strategies to recruit, hire, and retain individuals with disabilities, including individuals with targeted disabilities. 
In FY2016, there were a total of one-hundred and twenty-seven (127) Schedule A appointments; however, there were ninety-three (93) Schedule A appointments in FY2015. This demonstrates an increase of Schedule A appointments from FY2015 to FY2016. Additionally, in FY16, the Department hired 10% of People with Disabilities and .3% of People with Targeted Disabilities.
Monthly,  biweekly, and as-needed one-on-one consultative sessions were held with all PO’s to discuss various staffing and recruitment initiatives which included discussing many facets of People with Disabilities and Veterans with Disabilities Hiring Programs. The consultation services allows Human Resource Specialists to explain different hiring authorities, including Schedule A to decrease time-to hire and ensure plans of actions to place qualified applicants in all positions including mission critical occupations to hiring managers.
In FY2016, the Office of Human Resources’s Talent, Recruitment & Hiring Division Recruitment Team attended various Operations War Fighter, Wounded Warriors sessions, and Transitional Assistance Program Sessions.

In FY2016, the Department attended several events sponsored by the Hiring Our Heroes organization this fiscal year. These events were attended to increase employment of Veterans and their spouses. In addition, several Veterans and their spouses were interviewed by hiring officials that attended the various events.  

In FY16, the Office of Equal Employment Opportunity Services (OEEOS) and TRH participated in several discussions to ways to eliminate barriers to employment for underrepresented groups, including, IWD’s, Veterans, and Hispanics.
The Department has also conducted the following outreach and recruitment activities to recruit from all segments of society, including People with Disabilities and Hispanics: 

· Society for Human Resource Conference and Exposition 
· University of Baltimore

· Morgan State University

· University of Maryland Law School

· Quantico Military/Spouse Networking Session

· Quantico Military Spouse Hiring Fair

· University of Maryland Carey School of Law

· Golden School of Public Policy Information Session

· Women’s Veteran Career Fair Conference 

· Hiring Our Heroes Washington Convention Center

· Legal Career Fair University of Baltimore
· Walter Reed National Career Fair

· Veteran Affairs Non-Paid Workers Experience Career Fair

· Morgan State Veteran Outreach Fair

· American University 

· Hiring Our Heroes Expo Verizon Center

· FedEx Field Veterans Job Fair

· Howard University Law School

· George Washington Law School Information Session

· William and Mary University Information Session

· Regent University Law School Information Session

· Peace Corps Career Fair

· Stevenson University

· Hiring Our Heroes Military Spouse Washington D C Networking Reception

· FAPAC Montgomery College

· Pittsburgh Hiring Expo

· Hiring Our Heroes Ft Meade

· Military Hiring Event DLLR Baltimore American Job Center

· Congresswoman Eleanor Holmes Norton Job Fair

· OWF Career Bethesda Maryland
Career Development, Advancement, and Retention (Training and Education) 

The Department educates and promotes awareness to employees, including People with Disabilities on available developmental opportunities. Developmental opportunities are promoted within the Department’s in various ways, such as: conducting meetings with Principal Office’s (POs), articles are disseminated on ConnectED, monthly spotlight on trainings are listed on ConnectED, and posters and flyers are placed in all buildings. 
The Department provided mandatory online EEO training for employees of all grades and positions in FY2016.  This training included a Diversity Module on the importance of Diversity in an Inclusive environment. Also, the Department completed the mandatory annual training, Uniformed Services Employment and Reemployment Rights Act (USERRA) as required by Executive Order 13518.  In FY2016, the Department administered the following programs/trainings: Excellence in Government Fellows Program, Pathways to Leadership Program, Executive Coaching, and Transition to Supervisors Program, White House Leadership Development, and many more. 
In FY2016, the OEEOS conducted additional formal Diversity and Inclusion training as frequently as a bi-weekly basis as requested by PO’s leaders. This includes mandatory diversity training on an “as needed basis” throughout the FY.  In addition, OEEOS conducted the Supervisory Diversity and Inclusion Training with an average of twenty-two (22) participants per session held bi-monthly.
The Department is committed to continuous learning and to develop and retain highly-skilled employees necessary to carry out its mission critical functions.
Reasonable Accommodations
In FY2016, the following trainings were conducted for all employees in the department, including the regions:

· Safety in the Workplace: Ergonomics Workshop 
· Bridging Communication between Hearing and Deaf Employees 
· Reasonable Accommodations for Supervisors (In collaboration with Supervisors Essentials Training) 
· Reasonable Accommodations Process Workshop 
Internal/External Communications 
The Department continues to effectively communicate with different organizations and their representatives to ensure that the recruitment and hiring strategies are accomplished. The Department effectively communicated with different organizations and their representatives to ensure that the recruitment and hiring strategies are accomplished. E-mail listings of the Department’s current Job Vacancy Announcements (JOA’s) were distributed to local Veterans Offices and Colleges/Universities Veterans Student Affairs Offices. The Department also promotes JOA’s via Facebook in collaboration of the Office of Personnel Management.

The Department fully embraces and works to achieve a collection of individual attributes that pursues organizational objectives efficiently and effectively. The Department also embraces and plans to work to achieve a culture that connects each employee to the organization; encourages collaboration, flexibility, and fairness; and leverages diversity throughout the organization, so that all individuals are able to participate and contribute to their full potential.  It is the Department’s policy to ensure that diversity, inclusiveness, and respect are integral parts of its day-to-day management and work.
 The Department will continue to place the FEORP on ConnectED (Department’s Intranet) and externally on ed.gov to ensure that all employees, headquarters and regional, are aware of the plan, goals, and objectives. 

The Department will continue to utilize its’ hiring and recruitment strategies to strive to promote and align with E.O. 13548, “Increasing Federal Employment of Individuals with Disabilities” and E.O. 13583, “Establishing a Coordinated Government-Wide Initiative to Promote Diversity and Inclusion in the Federal Workforce.” 
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