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EEOCFORM 
715-01 U.S. Equal employment Opportunity Commission 

PART F FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

CERTIFICA lION of ESTABLISHMENT of CONTINUING 
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS 

(Insert name above) 

Principal EEO 
Director/Official for 

(Insert official title/series/grade DboYe) 

Inter-American Foundation ---------------~~----------------(InHr1 Agulcy/Colnponait Name obove) 

The agency has conducted an annual self-assessment of Section 717 and 
Section 501 programs agcinst the. essential elements as prescribed by 
EEO MD-715. If an essential element was not fully compliant with the 
standards of EEO MD-715, a further evaluation was conducted and, a.s 
appropriate, EEO Plans for Attaining the Essential Elements of a Model 
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. 

I c~rtify that proper documentation of this assessment is in place and is 
being maintained for EEOC review upon request . 

.L."-V-.4-:-Jf.ed_Jt__~---------- -f-~/;p4 
Slgnat\rc of EEO Director/Off Ir: Date 

Certlflu,~~ .' ! h~eral Agency eeo~lanr:e with EEO Mb-715.A 0 
__ -2:.i:J... __ - ----=~-------------- -~ is. 'J,_r)_[{_ 

Slgnahll'c of Age,u::y Head ar Agency HCDd l>ulgnc.c Date 
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Inter-American Foundation I For period covering October t, 2017 to September 30, 2018 

PART A 
Department t. Agency ,. Inter-American Foundation 
or Agency 
Identifying 
lnformnuon I.a 2nd level reporting component 

2. Address 2. 1331 Pennsylvania Avenue, NW, Suite 1200 North 

J. City, State, Zip Code 3. Washington, DC 20004 

4. Agency Code Is. FIPS codc(s) 4. IFOO Is. 5!013 

PARTB 
Total 1. Enter tolal number of permanent full-time and part-time employees 1. 38 

Employment 

2. Enter tolal number of temporary employees 2. 8 

3. TOTAL EMPLOYMENT ladd lines BI through 21 4. 46 

PARTC Tille Type Name Title 

Agency Official(s) Responsible Head of Agency Paloma Adams•Allen President 

For Oversight of EEO Head of Agency Designee Paul Zimmerman ,u_ General Counsel 
Program(s) Principal EEO Director.lOfficial Regma Neal-Mujahid US Geological Survey Chief of 

Diversity and EEO 

Affirmative Employment Program Manager John Szemraj Affirmative Employment Progrnm 
Manager 

Complaint Processing Program Manager Kuldip Kang Complaint Processing 

Diversity & Inclusion Officer John Szemrnj Diversity & Inclusion Officer 

Hispanic Program Manager (SEPM) Ulysees Gilbert II Special Emphasis Program Manager 

Women's Program Manager (SEPM) Ulysees G1 lbert II Special Emphasis Program Manager 

Disability Program Manager (SEPM) Felicia Ellis Disability Program Manager 

Special Placement Program Coordinator (Individuals Audrey Tsujita Special Placement Program 
with Disabilities) Coordmalor 

Reasonable Accommodation Program Manager Felicia Ellis Reasonable Accommodation 
Program Manager 

Anti-Harassment Program Manager Jo-Ann Dominique Anti-Harassment Program Manager 

ADR Program Manager Cheryl Caldwell CADR 

Comph:mce M:mager Kuldip Kang Compliance Manager 

Principal MD-71 S Preparer Preston Ford Jr Management Analyst 

Other EEO Staff Joan Corley EEO Spcc1ahst 
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EEOOFORM I U.S:_. Eqi!~l ~p/oy,ntnl OpJH!rl11nlty Commission 
~-h, 

~ 
71~2 ,FEDERAL AGENGY. i\NNUAL 

i 
~A_RTA-~ , I_ - EEO'J'~OGRAM STATUS REPORT 

I For period covering Oclobcr I, 2017 lo Scplembcr 30, 2018 

PARTD I Subordlnalc Componenl a:md Localion Counlry Agency Code 
List of Subordinate Components Covered in (Clly/Sl11tc) 

This Report 

EEOC FORMS and Documents Required Uploaded 

Agency Strategic Plan y y 

Alternative Dispute Resolution y y 
Procedures 

Anti-Harassment Policy and y y 
Procedures 

EEO Policy Statement y y 

Organization Chart y y 

Personal Assistance Services y y 
Procedures 

Reasonable Accommodation y y 
Procedure 

Disabled Veterans Affirmative N N 
Action Program (DVAAP) Report 

Diversity Policy Statement N N 

EEO Strategic Plan N N 

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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EEO€\FORM: I 
115!02 

I[ ·PART1E.:l II 

Inter-American Foundation 

CJ.& Ef!!!I E~p]oymtgj OJ)Pel'tll[!flJ!. Cotfllfi!:ss/On 
FEDERAi., AGENGY-~ NU;.(h 

EEO P~Q_GRAM STA'TllS'REPOR'Jl 

I For period covering October I, 2017 to September 30, 2018 

EXECUTIVE SUMMARY: MISSION 

The Inter-American Foundation (IAF) was created by Congress in 1969 as an independent U.S. foreign 
assistance agency that promotes and invests in citizen-led grassroots initiatives in Latin America and the 
Caribbean to help communities thrive. IAF has a dedicated focus on investing in citizen-led initiatives, 
helping to build thriving communities that are economically vibrant, socially inclusive, and connected. 
IAF's careful, direct, and sustained engagement with a multitude of grassroots partners helps strengthen 
local democracies, expand economic opportunities, and improve communities' resilience to crime and 
violence. IAF maintains an active portfolio of 265 grants in 20 countries representing over $67 million of 
investment by IAF and more than $91 million by our grantee partners. 

Plij!C 3 



EEOC FORM Ill -
715-02 

PARTE.2 iii!_ 

- - -
U.S. Eq111d Employ1!fenl Qpportunlty Co"""1sslon 

FEDERAL AGENGY ANNUAL 
EEO PROGRAM STATUS'REPOR'l' 

Inter-American Foundation I For period covering October I, 2017 to September 30, 2018 

EXECUTIVE SUMMARY: ESSENTIAL ELEMENT A-F 

li:ssential Element A: Demonstrated Commitment by Agency Leadership 

In April 2017, Polama Adams-Allen became President and Chief Executive Officer of the Inter American 
Foundation (IAF). During FY 2018 the President of IAF signed the Non-Discrimination Policy September 
17, 2018 and the Anti-Harassment Policy on September 18, 2018. The Anti-Harassment policy is being 
reviewed by the EEOC (see Essential Element C below). 

Essential Element B: Integration of EEO into the Agency's Strategic Mission 

During FY 2018, the USGS DEO Office continued to manage all aspects of the EEO complaints 
processing, as well as the Affirmative Employment Programs. IAF's strategic plan 2018 - 2022 promotes 
inclusion to support grassroot solutions for social and economic challenges of stakeholders. Inclusion is 
infused in the culture of IAF. 

Essential Element C: Management and Program Accountability 

In response to EEOC's "Status of EEO Non-Compliance" letter dated January 31, 2019, IAF/USGS meet 
with EEOC officials in April to address four areas: non-compliance Anti-Harassment policy and program; 
non-compliant Reasonable Accommodation Procedures: non-compliant Personal Assistance Services 
(PAS); and failure to post PAS procedures on its public webpage. The EEOC met with IAF/USGS in April 
2019, and as a result IAF/USGS sent EEOC two draft documents for their review: a revised policy on 
harassment, and a new policy on PAS. Once the EEOC approves these documents, IAF will finalize and 
formally issue these policies 

Essential Element D: Proactive Prevention of Unlawful Discrimination 

The only non-compliance measure from Part Gisin regards to posting IAF's Affirmative Action Plan for 
People with Disabilities. Once this plan is approved, it will be posted on IAF's webpage. 

Essential Element E: Efficiency 

During FY 2018, the IAF EEO complaint process provided for an efficient, fair, and impartial process. The 
USGS Office of Diversity and Equal Opportunity (DEO) continues to evaluate IAF complaint processes for 
timeliness, and early resolution. 

Page 4 
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lnler-Amcrkun Foundallon 

U:s. Et "'!! E~l~ IJI {!J111Prl'!11lf¥,'Co1.!.1ffllssl~n 
F,EDER:fw.AGENGY-~ NUAL 

EEO P.ROGRAM STA:J'US[REPORT 

For period covering Ocloher J, 2017 to Seplembcr 30, 2018 

EXECUTIVE SUMMARY: ESSENTIAL ELEMENT A-F 

Essential Element F: Responsiveness and Legal Compliance 

During FY 2018, there were no findings of discrimination at IAF. 

-.---,, 



EEO§ _ FORM 1-
715'02 
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~ PART,E.3 L __ 

lntcr-Amcrk11n Found11tlon 

U.S. Eq11,a! Eme_/oyment OpJ!O_rtunity Commission 
FEDERAL :AGENCY ANNUAL 

EEO PROGRAM STATUS REPORT 

I For period covering October I, 2017 to September JO, 2018 

EXECUTIVE SUM.MARY: WORKFORCE ANALYSES 

The IAF is a small federal agency, employing 46 permanent and temporary staff members (16 male and 30 female/38 
permanent and 8 temporary) at the end of FY 2018. The IAF workforce continues to be diverse and consisted of (46.45°/e) 
racial/ethnic Minorities and/or female. The JAF outsourced its Equal Employment Opportunity (EEO) program and complaints 
management function through an Inter-Agency Reimbursable Services Agreement with the Office of Diversity and Equal 
Opportunity (DEO), U.S. Geological Survey (USGS) of the Department of the Interior (DOI). Under this Agreement, the USGS 
provided the IAF with EEO Counseling and Mediation, Formal Complaints processing, Diversity Program services, Alternative 
Dispute Resolution services, report preparation services, and EEO and diversity program orientation training. The Chief, DEO, 
and the Program Managers served as the principal officials responsible for advising the IAF President concerning execution of 
the EEO program. 

A comparison of the IAF's total workforce to the Civilian Labor Force 2010 percent (CLF 2010) showed the organization 
continued to be a very diverse workforce. Again, the IAF continued to exceed the CLF 2010 benchmark participation rate for 
Minorities. The tota1 participation rate of IAF's Minorities (46.45%) in FY 2018 continued to be well above the CLF 2010 
percentage (27.64%). However, their total Minority workforce increased from 18 in FY 2017 to 21 in FY 2018. The female 
participation rate of the total workforce remained the same from FY-17 to FY-18 which was 65.22%, which is above the CLF 
2010 benchmark rate of 48.14%. The total number of females in IAF's workforce remained the same from FY 2017 to FY 2018. 
The Hispanic/Latino female participation rate of 21. 7 4% was notably greater than the respective 4.79% CLF 2010. The 
participation rates for Hispanic/Latino male/females, White females, Asian males and American Indian/Alaska Native males 
continued to be above their respective CLF 2010 percentages. However, the participation rate of White males, Black/African 
American males/females, Asian females, Native Hawaiian or Other Pacific Islander males/females, American Indian or Alaska 
Native femates and Two or more races males/females continued to be below their CLF 2010 rates. The IAF did not have an 
increase of employees, however they did increase the number of permanent employees by 2 from FY 2017 to FY 2018. Since 
the IAF workforce remains so small, a single accession or separation of any RNOG group, male or female, can positively or 
negatively inflate the percentages. 

The distribution of diversity was reflected in the occupational categories and exceeded the National CLF 2010 participation rate 
for Minorities. Minorities and females continued to be well represented in the "Officials and Managers~ category, and the 
· Professional" category, which are mission critical positions for the organization. A review of these two categories showed 
greater participation rates of Minorities to their CLF 2010. The female workforce participation rate (69.23%) for "Officials and 
Managers" was higher than their male counterpart, and above their CLF 2010 rate (48.14%), as was the Minority participation 
rate (38.47%) compared to their corresponding CLF 2010 (27.64%). The "Professionals" occupational category also reflected 
diversity and the numbers increased from 45.45% in FY 2017 to 54.16% in FY 2018. The following RNOG groups' participation 
rates in the "Professionals" occupational category was above their corresponding CLF 2010 rates: Hispanic/Latino females, 
Black/African American males, Asian males, and American Indian/Alaska Native males. 

Overall, there appears to be equitable distribution of Minorities, and White males and females, at all grade levels for the IAF 
workforce. The largest concentration of permanent and temporary grades at IAF was found in the GS-11 to GS-15 level 
(78.26%), with 65.21% of these grades being held by Minorities and white females. The employees in the GS-1 through GS-10 
grades were held by 66.66% White females. 

The number of IAF employees with disabilities remains the same for FY-18 at 4.34% which exceeds the Federal Goal of 2%. 
The Reasonable Accommodation Policy is available to all lAF employees and job applicants on the IAF website. The Chief 
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7JS!t2 REDERAI!, AGENmi A,fNUAL 
1PAR'l:'E.j !I EEO.P.RCJGRAM STATUS1_@PORT 

-~T..~ - - -- . 
Inter-American Foundation I For period covering October I, 2017 to September 30, 2018 I 

EXECUTIVE SUMMARY: WORKFORCE ANALYSES 

Operating Officer currently serves as the Selective Placement Coordinator for the employment of persons with disabilities. 

Poge: s 



715-02 ' 
EEOCFORM I 

P~Rl:~ ~ w 1- _ ~--

Inter-American Foundation 

U.S. Ef'!a{ ~mP,_l01,ment Opportu,n,hy, CoJnmiss{on 
FEDERAL AGENCY ANNUAL 

EEO PROGRAM STATUfREPORT 
_-__. ·-- - - -
I For period covering October J, 2017 to Scplcmbcr 30, 2018 

EXECUTIVE SUMMARY: ACCOMPLISHMENTS 

During FY 2018, the IAF made several advancements toward A Model EEO Program and the following 
are supportive of its key accomplishments: 

Staff from OPS attended a recruitment fair for a PMF 
Hosted a PMF legal fellow from USADF in our OGC office which helped both agencies share their 
strategies and experiences of development work in different regions. 
Implementing 360 performance evaluation survey 
In FY18, we brought in Timothy Sladek from EEOC to give an EEO training on May 1, 2018. 



Inter-American Foundation 

-

U~· 'EI/IIJ!I Jjme_/oy_m~ t OpPf!rll;lnftJ' Comlfffµ/o# 
fEOERAn AGENG)''AJ!fffl.'~ 

EEO PRO.GRAM STATUS•REEOR'll 

For period covering October 1, 2017 to September 30, 2018 

EXECUTIVE SUMMARY: PLANNED ACTIVITIES 

The following planned activities were derived from the annual self-assessment (Part G) and subsequent 
workforce analysis. 

Ensure the Personal Assistance Services policy is approved by EEOC and post on public webpage 
Ensure the Anti-Harassment policy-is approved by EEOC and post on public webpage 
Update Affirmative Action Plan for People with Disabilities and post to public webpage. 



- EEOC FORM 1, L 
715-02 

11 PAR11F 

Inter-American Foundation 

U.S. Eq#a/ Employm,:_,nt Oppot'tl/'!,(ty Co'!'misslon 
FEDERALAGENCYANNUAL 

·- ~~(?PROGRAM STAT~ ·REPORT 

For period covering October J, 2017 lo September 30, 201 R 

CERTIFICATION or ESTABLISHMENT of CONTINUING 
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS 

I 

(lnsen Name Above) 

Principal EEO Dircc10r/Official for 
i 

( h1sen o rJicial 
titlc/scriL"Sfgtadc above) 

(lnscn Agency/Component Name above) 

Tiu: agency has conducted an annual self-assessment of Section 7 17 and Section 50 I programs against the essential 
clements as prescribed by EEO MD-715. If an essential clement was not fully compliant wilh the standards o f EEO MD-715, a 
further evaluation was conducted :md, as appropriate, EEO Plans for Allaming the Essential Elements of a Model EEO 
Proi!ram, arc included wllh this Federal Agency Annual EEO Program Status Repon. 

Tiu: agency has also analyzed its work force profiles and conducted barrier analyses aimed 111 dctccting whcllu:r any 
management or personnel policy, procedure or practice 1s o perating 10 disadvantage any group based on race, national origin. 
gender or disabihty. EEO Plans lo Eliminate Identified Barriers, as appropriate. arc included with this Federal Agency Annual 
EEO Program Status Report. 

I certify that proper documentation of this assessment is in place and is bemg mainiatned for EEOC review upon request. 

S1gnatun: of Principal EEO Director/Official 
Cenilics that this Federal Agency Annual EEO Program Status Report is m compliance with 
EEO MD-715. 

,. 

Signature of Agency Head or Agency Head Dcs1gncc 

D~lc 

I 
.J 



~ EEOClFORM ·1 
~ 71~ .!>.2 • 
~ PAR'FG : L __ ,,, ,,. . 

·u.s. 'E.l/~~ay~~irt,QpP,i,ri11ii!fr;Caffimlssfon 
i EDERAli AGENGY ~NUA:t:. 

'1.:EOiP-RO,GRNtl $:rA'l1US•REP~ORT-

lnh:r-American Foundation For period covering October I, 2017 to Seplemhcr JO, 2018 

I 
Agency Sclf-Assessmenl Checklist 

Essential Ele·ment: A Qemonstrate_sl CQmmitment F,rqm ~g~ncy l!f=!~Q~~hlp .... 

• 

Compliance 
Indicator 

Measures 

A. I. The agency issues an clTcctivc, up-to-date EEO policy statement. 

A. I .a. Docs the agency annually issue II signed and dated EEO policy statement on agency lellcrhead that 
clearly communicates the agency's commitment to EEO for all employees and applicants? lf"Ycs", please 
provide the annual issuance date in the comments column. [see MD-71 S, ll(A)) 

A. I .b. Docs the EEO policy statement address all protected bases (age, color, disability, sex (including 
pregnancy, sexual orientation and gender identity), genetic mformauon, national origin, race, religion, and 
reprisal) contained in the laws EEOC enforces? [see 29 CFR § 1614. I0l(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. 

Measure Has 
Been i\let 

Yes No 

X 

X 

NIA 

For all unmet 
measures, provide 

a 
brier explnnatlon 

In 
the space below or 

complete and 
attach 

an EEOC FORM 
71S-

OI PART H to the 
agency's stnlus 

report 

IAF Anti-
Harassment 
Pohcy September 
18, 2018 IAF 
Non• 
Discrimination 
Policy September 
17, 2018 
9/ 1812018 
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EEOC FORM, U.S. Eq@q! Empl'!Y~P•! Opport¥nilJ'. Cow,mlssfon 

715-,02 _FE,~E~ A,9Ei:,,iC¥ AN~UAL. I 

,_ PA}!Tg ~--
- ~ -- - . EEO PROGRAM STATUS REPORT I 

lnh:r-Amcrknn Foundation I For period covering October I, 2017 to September 30, 2018 

Agency Sclf-Asnssmcnl Checklist ..... Compliance Measure Has For nll unmet 

Indicator Been Mel measures, provide 
II 

brief explanation 
In 

the space below or 

• A.2. The agency has comrnunk alcd EEO policies and procedures 10 all employ~-cs . complete and 

Measures Yes No NIA 
attach 

on EEOC FORM 
715. 

01 PART H to the 
agency's stnlus 

report 

A.2.a. Docs the agency disseminate the rollowmg policies and procedures lo all employees: 

A.2 a.l. Anti•harassmenl policy? [sec MD 7 1:S. ll(A)] I X I I I 
A .2.a.2 Reasonable accommodation procedures'! [ sec 29 CFR § 1614 .203( d)(3 )] I X I I I 
A.2.b. Doc$ the agency prominently post the followmg mfonnnllon throughout the workplace and on its public I website: 

A .2.b. I. The business contact infonnalion for its EEO Counselors, EEO omccrs. Special Emphasis Program X Contact 
Managcrs, and EEO Director'! [sec 29 C.F.R § 1614.102(b)(7)} infonnalion 

posted for the 
contact at USGS 
who provides 
EEOC services 
through an inter• 
agency agreement 

A.2.b.2. Written materials concerning the EEO program, laws, pohcy statements, and the operation of the EEO X I I complaint process? (sec 29 CFR § 1614. I02(b)(5)] 

A,2.b.3. Reasonable accommodation procedures'! 1sec 29 CFR § 1614.203(d)(3)(i )) If so, please provide the X https:// 
internet address in the comments column. www.iaf.gov1 

legal-notices/ 
#reasonablcaccom1 

A.2.c. Docs the agency infonn its employees about the following topics: I I I I 
A.2.c. 1. EEO complaint process? [see 29 CFR §§ 1614.102(a){ 12) and I 614.102(b)(S)I lf"yes". ph:asc provide X I I Annually 
how often and the means by which such training is delivered. 

A.2.c.2 . ADR process'' !sec MD-110, Ch 3(11)(C)] lf"ycs·•. please ~rovide how often. I X I I I Annually 

A.2.c,3. Reasonable accommodation program'! [sec 29 CFR § 1614.203(d)(7)(ii)(C)) lf"yes", please provide I X I I Annually 
how often. 

A.2.c.4. Anti -harassment program? lsel! EEOC Enforcement Guidancl! on Vicarious Employer Liability for X Annually 
Unlawful llarassmcnt by Supervisors ( 1999). § V.C. l) lr"ycs", pleas e provide how often 

A.2.c.5. Behaviors that arc inappropriate in the workplace and could result in d1sciplmary action'! (5 CFR I X I Annually 
§2635 I Ol(b)) lf"yes", please provide how often. 

rage IO 
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11~02 II 

PJ\'.RT,G Jl,1 

Inter-American Foundalion For period co,·ering October I, 2017 to September 30, 2018 

• 

Compliance 
Indicator 

Measures 

Agency Self-Assessment Checklist 

A.3. The ugenty assesses and ensures EF.O principle5 arc pan of us culturr: . 

A.3.a, Does the agency provide recognition to employees, supervisors, managers and units demonstrating 
superior uccomplishment in equal employment opponunity'! [see 29 CFR § 1614.102(11)(9)] lf"yes", provide 
one or two examples in the comments section . . 

A.J .b. Does the agency utilize the Federal Employee Viewpoint Survey or other chmate assessment tools lo 
monitor the perception of EEO principles within the workforce? [see S CFR Part 250]' I 

Measure Has 
Been Met 

Yes No 

X 

X 

NIA 

For all unmet 
measures, provide 

a 
brier explanation 

In 
the space below or 

complete and 
attach 

an EEOC FORM 
715-

01 PART H to the 
agency's status 

report 

IAF policy allows 
for such 
recognition 

Pa~ II 

I 
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EEOC FORM U.S. Equal Emp/oym~nt Opporl11nliy ComMission 
' 715-ti FEDERA6 AGEI'f<;J.Y A,NNUAL 

PAR'J\G EEO PR9GJL\M S'FATUS ~ OORT ' --
lnter-Amcrlcnn Foundation I For period covering October I, 2017 lo September 30, 2018 

Agency Self-Assessment Checklist 
.. - - - ] - ·- Essential !=lament: e Integration of EEO Into the agency's Strategic Mission ... Compliance Measure Has For all unmet 

lndlcnlor Been Mel measures, provide 
II 

brier esplanation 
In 

8 , I . The rcportmg strucltm: for the EEO program provides the prindpal EEO lhe spnce belcnv or 

• official wuh oppropriale aulhority and resources to effectively ca rry out a complete nnd 

Mcnsurcs 
successful EEO program. 

Yes No N!A allnch 
an EEOC FORM 

715-
0 1 PART H lo the 

agency's status 
report 

B. La Is the agency head the immediate supervisor of the person ("EEO Director'") who has day•to-day control X EEO services 
overthc EEO office? rscc 29 CFR §1614.l02(b)(4)} provided through 

an mtcr-ogcncy 
agreement with 
USGS 

U l.n I. I f the EEO Director docs not report to the agency head, docs the EEO Director report lo the same X EEO services 
agency head designee as the mtssion•related programmatic offices? lf"'yes,- please provide thi: titli: ofthi: provided through 
agency h~-ad designce in the comments. an inter-agency 

agreement with 
USGS 

U I .a 2. Docs the agency 's organizational chart clearly di:fine the n:portmg s1ruc11m: for the EEO office'! 1sec 29 X EEO services 
Cl'R §1614. 102(b)(4)1 provided through 

an mter-11gency 
agreement w11h 
USGS 

B. 1.b, Do~-s the EEO Director have a regular and elTeclivc means of advising the agency head and other senior X Y cs, both the 
management officials of the clTectiveness, efficiency and legal complianc1: ofthi: agi:ncy's EEO program? fsce General Counsel 
29 CFR §1614. 102(c)(I); MD~715 lnstnictions-, Sec. I) and Chief 

Operating OffiCL'f 
arc in dally 
communication 
with the Pres ident 
and CEO. 

B. l.c. During this reporting period. did the EEO Director present to the head of the agency, and other senior X Yes, we have 
management officials, the "State of the agL'ncy" briefing covering the six essential clements of the model EEO regular bm:lings 
program and the status of the barrier analysis process·/ fsce MD-715 Instructions, Sec. I) lf"yes"', please provide withUSGS 
the date of the briefing in the comments column. regarding our 

EEO program, 
most rcctntly in 
Apnl 2018 

B. 1.d, Docs the EEO DirL-ctor regularly participate in senior-level stalT meetings concerning personnel, budgi:t, X EEO services 
technology. and other workforci: issues? [sec MD~715, 11(8)] provided through 

an inter-agency 
agreement with 
USGS 

r~e 12 



EEOGFORM 

I. U.S.£q~~ m~~~rt~ C.b,-sjon 
~ 2 T ... __ ..... __ •• ,..,,_.. - • ~ "t -

I P ' G JEEO ERg,_GRAM ~ ATUS'~PORT 

lnter-Amerh:im Foundation I For period covering October 1, 2017 to September 30, 2018 

Agency Sclr-Assessment Checklist ... Compliance Measure Has For 11II unmet 

Indicator Been Met measures, provide 
II 

brier cxplunution 
In 

the space below or 

• B.2, The EEO Direc1or controls all aspects or the EEO program, complete and 

Measures Yes No N!A 
attach 

11n EEOC FORM 
715-

01 PART H to the 
agency's slntus 

report 

B.2.a. Is the EEO Dircclor responsible for the implementation ofa continuing affinnative employment program X Yes, through an 
lo promote EEO and to iden1iry and eliminate discriminalory policies, procedures, and prnclices? (see MD• 110, inlcr•agency 
Ch. l(Ill)(A); 29 CFR § 1614.102(c)] Ir not, identiry the office with this authority in the comments column. agrcemenl with 

USGS 

B.2.b. Is the EEO Director responsible for overseeing the completion or EEO counseling? [see 29 CFR X Yes, through an 
§ 1614.102(c)(4)] inlcr-agency 

agreement with 
USGS 

B.2.c. Is the EEO Direclor responsible for overseeing the foir and thorough investigation or EEO complaints? X Yes, through an 
[sec 29 CFR §1614.102(c)(5)] [This question may not be applicable for certain subordinate level components.] inler-agency 

agreement with 
USGS. 

B.2 d. Is the EEO Director responsible for overseeing the timc:ly issuance of final agency decisions? [$cc 29 X Y cs, through an 
CFR §1614,102(c)(5)] [This question may not be apphcable for certam subordtnate level components,] in1er-agency 

agreement with 
USGS. In 
addition, the 
General Counsel 
would review any 
FAD issued by 
the agency to 
ensure 
compliance with 
all legal 
requirements. 

B.2 e. Is the EEO Diri:c1or responsible for ensuring compliance with EEOC orders'! [sec 29 CFR §§ X Yes, through an 
1614.I02(c); 1614.502]' inter-agency 

agreement with 
USGS, The 
General Counsel 
also is responsible 
for ensuring such 
complmncc. 

B.2.r. Is the EEO Director responsible for periodically evaluating the entire EEO program and providing X Yes, through an 
recommendations for improvemcnl to the agency head? [sec 29 CFR § 1614, 102(c)(2)] mter-agency 

agreement with 
USGS. The 
General Counsel 
would also review 
and endorse such 
recommendations. 

B 2.g .. If the ugcncy has subordinate level components, docs the EEO Director provide effective guidance and I I I X INIA 
coordination for the components? [see 29 CFR §§ 1614.102(c)(2); (c)(3)] 
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EE9€FORM I U;S. Eq11_!1I Eny,/oy!ffenl Opportunity, Commission 

I 715-0l FEDERAL AGENGY ANNUAL 
I IPAR1'G -- - EEO P.ROGRAM STATUS REPORT _, 

Inter-American Foundation I For period covering Oclober I, 2017 to September 30, 2018 

Agency Selr-Assessmenl Checklist .... Compliance Measure Has For all unmet 

Jndicotor Been l\lct measures, pro,·idc 
II 

brier explanolion 
in 

B 3. The EEO Dirccl<lr and other EEO professional sta fT are involved in, and the space below or ... consulted on, management/personnel actions . complete and 

Mcasun:s Yes No N,!A attach 
an EEOC FORM 

715-
01 PART H to the 

agency's status 
report 

8 3 .n. Do EEO program officials partic1pa1e in agency meetings regarding workforce changes that might impact X EEO services 
EEO issues, including strategic planning, recruitment strategics, vacancy proJcctions. succession planning, and provided through 
sclcc11ons for training/career development opportunities? [sec MD•7 I 5, ll(B)) an inter-agency 

agreement with 
USGS 

B 3.b. Docs the agency's current strategic plan reference EEO I diversity and inclusion principles'! (sec X IAF's strat plan 
MD-715, ll(B)) lf"yes", please identify the EEO principlcs in tin: strategic plan in the comments column. 2018,2022 

promotes 
inclusion to 
suppon grassroot 
solutions for 
social and 
economic 
challenges of 
stakeholders. 
Inclusion ts 
infused in the 
culture of IAF. 
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L~ -U.S. Eg1111I Eiiift..lojlmint-Opj,_t;n11ili,, Co,nmlssitJ; 
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' EEQGFQRM 
715-02 FEDE~ ~GEN~.\N$JAE 

1 .... P.{fi.11G :. T . . ... _.,.., .. jEEO ~!YJ~..:~T ·,.~~~~.P:.9.RT 
" 

Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018 

Agency Sclr-Asscumcnt Checklist .. Compliance Measure Has For all unmet 

Indicator Been Met measures, provide 
a 

brier cxplnnntlon 
In 

8.4. The agency has sufficient budget nnd staffing lo suppon the success of its 
the space below or 

• EEO program . complete and 

Measures Yes No NIA 11ttach 
on EEOC FORM 

715-
01 PART H to the 

agency's status 
report 

B.4 a. Pursuant lo 29 CFR § 1614.102(11)( 1 ), has the agency allocated sufficient funding and qualified staffing to I 
successfully implement the EEO progr.im, for the following areas: I I I 
B.4 a I. lo conduct o self-assessment of the agency for possible progr.im defic1cncics? [sec MD-715, ll(D)J I X I I I 
BAil 10. 10 effectively manage its reasonable nccommodntion program? fsee 29 CFR § 1614.203(d)(4)(ii)J I X I I I 
B.4.al I. lo ensure timely and complete compliance with EEOC orders? [sec MD-715, ll(E)l I X I I I 
8.4 a 2. to enable the agency 10 conduct II thorough barrier unalysis ofi1s workforce? [see MD-71 S, 11(8)] X I 
8.4.n.3. 10 timely, thoroughly, and f:mly process EEO complaints, including EEO counseling. m11cs1iga11ons, X 
linul agency decisions, and legal sufficiency reviews? [see 29 CFR §§ 1614.102(c)(5); 1614. I0S(b) - (I); 
MD-110,Ch .. l(IV)(D) & S(IV); MD-715, ll(E)] 

8.4.a 4. lo provide nil s~pervisors and employees with training on the EEO progr.im, including but not limited 10 X 
retaliation, harassment, religious accommodations, disability accommodations, the EEO complaint process, and 
ADR? [sec MD-715, 11(8) and lll(C)] If not, please identify the type(s) of training with insufficient funding in 
the comments column. 

8.4.a.5. to conduct thorough, accurate, and effective field audits of the EEO programs in components and the X IN/A 
field offices, if applicable? [scc:29 CFR § I 6 I 4. 102(c)(2)] 

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

B 4.u.7. to maintain accurate data collection and tracking systems for the following types of data; complaint X 
tracking, workforce demographics, and applicant now data'.' [sec MD-715, ll(E)] If not, please identify the 
systems with insufficient funding m the comments section. 

8 4.a.8. to effectively 11dminister its special emphasis programs (such as, Federal Women's Program, l·hspamc X 
Employment Program, and People w11h Disabilities Progr.im Manager)? [5 USC§ 7201; 38 USC§ 4214; 5 CFR 
§ 720 204; S CFR § 213 3102(1) and (u) ; S CFR § 315 .709) 

B.4.a.9. to effectively manage 11s anu-harassment program'? [sec MD-715 Instructions, Sec. I; EEOC X 
Enforcement Guidance on Vicarious Employer Liability for Unlawful llarassment by Supervisors (1999), § V.C. 
1 l 
B.4.,b. Does the EEO office have a budget that is separate from other offices within the agency? [sec 29 CFR § X Under the 
1614,102(a)(1)) Economy Act, the 

IAF budgets a 
separate amount 
for obligations 
under its inter• 
agency agreement 
with USGS. 

B.4.c. Arc the duucs and responsibilities of EEO officials clearly defined? (sec MD•l 10, Ch. l(lll)(A), 2(111), & X Yes, within USGS 
6(111)) 

8.4.d. Does the agency ensure that all new counselors und investigators, including contractors and collateral X 
duty employees, receive the required 32 hours of training, pursuant to Ch. 2(11) (A) ofMD~l 10? 

B.4 c. Does the agency ensure that all experienced counselors and investigators, including contractors and X 
collateral duty employees, receive the required 8 hours of nnnual refresher training, pursuant to Ch. 2(11)(C) of 
MD-110? 
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EEQCFORM I U.S. Et1111I Employment Opport11nity Commission 
715'02 FEDERAL AGENGY ANNUAL 

I_ PAR'.f' G _ , .• - EEO PRQGRAM STATUS·REPORT - . --
lnter-AmericDn FoundDtion I For period covering October I, 2017 to September 30, 2018 

Agency Self-Assessment Checklist ... CompliDnce MeDsure Has For DII unmet 
lndkatur Been Met measures, prm·lde 

a 
brief riplDnallon 

in 

B.5. The agency recruits, hires, develops, and retains supervisors and managers I he space l1clow c,r ... who have effective managerial. communications, and interpersonal skills complete and 

Measures Yes No NJA 
IIIIDch 

an EEOC FOR,'\'I 
715-

OJ PART H to the 
IIGCRC)''S status 

report 

B.5.a. Pursuant to 29 CFR § 1614.102(0)(5), have all managers and supervisors received orientation. training, 

I I I and advicc on their responsibilities under the following areas under the agency EEO program: 

B 5.a. I. EEO complaint process? [see MD-715(11)(B)I I X I I I 
B 5.a.2 . Reasonable Accommodation Procedures'! [si:c 29 CFR § 1614.I02(d)(3)1 I X I I I 

115.a.3. Anti•h~rassmcnt policy? [sec MD-715(11)(8)1 I X I I I 
I.I 5.a.4. Supcr\l isory, managerial, communication and inh:TJ)crsonal skills in order to supervise most effectively X 
m a workplace wuh diverse employees and avoid dispulcs arising from ineffective communication:.? [sec 
MD-715, ll(B)I 

B 5.a.5 . ADR. with emphasis on the federal government' s intL'1'est m encouraging mutual resolution of dispu1cs 

I 
X 

I I and th!! bcni!lits associated with utilizing ADR'! [sec MD•71 5(11)(E)) __. 
Compliance Measure Has F11r 1111 unmet 
lndic11tor Been Met measures, provide 

ll 

brief upl:i n:il ion 
In 

the sp11cc below or 

• 8.6. The agency involves managers m tlic implementation ofits EEO program. complclc and 

Measures Yes No NIA 
attach 

:in EEOC FORM 
715-

01 PART H lo the 
11gency's status 

report 

B.6 a. Arc senior managl!rs involved in the implementation of Special Emphasis Programs'! rsec MD• 715 I I I X NlA 
l11Structions. Sec. II 

B 6 b. Do senior managers panictpate in thi: barrier analysis process'.? £sec MD~7 15 Instructions, Sec. i] I I I X IN/ A 

B 6.e. When barriers arc identified, do senior managers assist in di:vcloping agency EEO action plans (Part I, X NIA 
Part J, or the Executive Summaiy)? [sec MD· 715 Instructions .. Sec. ii 

8 .6 d. Do senior managi:rs successfully impk ment EEO Action Plans and incorporah! the EEO Action Plan 
ObJcclives mto ai:ency slralcgic plans'! 129 CFR § 1614. 102(a){S)] 

X INfA 

, 
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'EE{>J~iFORM 11 
11~ .1 I 

I P.AR'ljG I 

Inter-American Found11tlon For period covering October 1, 2017 lo Scplember 30, 2018 

Agency Selr-Assessmenl Checkllsl 

l Essej,tial Element: C Mc(nageri')erit ana Program•Accountat>fli!}' -~ _ -,...._.., .... ... ,-. -- ... 

• 

Compliance 
Indicator 

Measures 

C. l. The agency conducts regular internal audits of its component and field offices. 

C .1 .a. Docs the agency regularly assess its component and field offices for possible EEO program deficiencies? 
[see 29 CFR § 1614.102(c)(2)) If "yes", please provide the schedule for conducting audits m the comments 
section. 

C. I .b. Does the agency regularly assess its component and field offices on their efforts lo remove barriers from 
the workplace? {see 29 CFR § 1614.102(c)(2)1 If "yes"', please provide the schedule for conducting audits in the 
comment:. section. 

C. I .c. Do the component and field offices make reasonable efforts to comply with the recommendalions of the 
field audit? [see MD-715, ll(C)) 

Mc11Surc Has 
Been Mel 

Yes No NIA 

X 

X 

X 

For all unmet 
measures, provide 

a 
brief explanation 

In 
the space below or 

comph:te and 
11llach 

an EEOC FORM 
715-

01 PART H to the 
agency's status 

reporl 

The IAF docs not 
have component 
or field offices 

The IAF docs not 
have component 
or field offices 

The IAF does not 
have component 
or field offices 



- - - -
U.S. Eq'¥fl Employment Opport11niJy, Co;;misrlon - ·- - -

EEOCFORM I 
715:.02 FEDERAL AGENCY ANNUAL 

L •·~J~!RTG ·- 1( EEO PROGRAM STATUS REPORT -
Inter-American Foundation I For period covering October I, 2017 to September 30, 2018 

Agency Self-Assessment Checklist 

---- Compliance Measure Has For all unmet 
Indicator Been Met measures, provide 

II 

brief uplanatlon 
In 

C.2. The agency has cslablishcd procL'tiurcs lo prevent 11II forms of EEO the space below or ... discrimination . complclcand 

Measures Yes No NIA attach 
11nEEOC FORM 

715-
DI PART H to the 

agency's StlllUS 
report 

C.2 a. Ilas the agency established comprehensive anti-harassmenl policy and procedures that comply with X 
EEOC's enforcement guidance'? (sec MD-715, ll(C); Enforccmcnl Guidance on Vicarious Employer Liability 
for Unlawful Harassment by Supervisors (Enforccmenl Guidance), EEOC No, 915,002. § V.C, \ (June 18, 1999)1 

C.2 a. I. Docs the anti-harassmcnl policy require com'Clive :1e:1ion to prevent or climinalc conduct before it rises X 
to the level of unlawful harassment? [sec EEOC Enforcemcnl Guidance on Vicarious Employer Liability for 
Unlawful llarassmenl by Supervisors (1999) .. § V.C, I J 

C.2 a,2. I las the agency cslablishcd a lirewall belween 1he Anti•l larassment Cootdinator nnd the EEO Dircclor'! X All concerns 
fscc EEOC Report, Model EEO Program Must Have nn EITL-clivc Anli-Hnrassmcnt Program (2006)1 about harassmcnl 

nrc evnlualed and 
processed by the 
COO's office 
separately from 
any processing by 
theUSGS. 

C.2 n.3. Docs the agency have a separalc procedure (outsule lhc EEO complainl process) to addrL'SS h.irassmcnt X 
allegations'/ (sec Enrorcemenl Guidance on Vicarious Employer Li11bili1y for Unlawful I larassmenl by 
Supervisors (Enforcement Guidance), EEOC No. 9 15.002. § V.C.I (June 18. 1999)1 

C.2 n.4. Docs the agency ens11rc that the EEO office infonns the anll•harassmenl program of al l EEO counseling X 
activity alleging harassment? [Sec Enforccmenl Guidance, V.C.J 

C.2 a.S. Does the agency conduct II prompt inquiry (beginning wllhin IO days ofno1ilica11on) of all harassmcnl X 
allegalions, indudmg 1hose miually raised m lhc EEO complaint process"/ f sec Complainant v. Dcp't of 
Veterans Affairs, EEOC Appeal No. 0120123232 (May 21, 2015), Complninanl 11. Dcp't of Defense (Defense 
Commissary Agency), EEOC Appeal No. 0120130331 (May 29. 2015)) lf"'no"', please provide lhe percentage 
of limcly•processed inquiries in the commcnlS column 

C.2 a.6. Do the agency's training materials on its ant1-harassmcn1 pohcy include examples of disability-based I X I I I harassmcnl'/ [scl:29 CFR §1614.203(d)(2)J 

C.2.b. Has the agency i:stabtishcd disability reasonable accommodation procL'llurcs 1hat comply with EEOC' s X I regulations and guidance? [sec 29 CFR § 1614 203(d)(J)J 

C.2.b. l . Is lhcrc n designa1cd agency official or other mechanism in place to coordinate or assist w11h ptocessmg X I requests for disability accommodations throughoul the agency"/ (sec 29 CFR § 16l 4 203(d)(3)(D)l 

C.2 b.2 I las lhc agency established a firewall bclwcen lhc Reasonable Accommodation Program Manager and X lmmcd1a1c 
the EEO Director? [s1.-c MD-110, Ch. l(IV)(A)J supervisors 

coordinate with 
the COO and 
General Counsel 
in assessing and 
providing 
reasonable 
accommodations 
as appropriate, 
separalc from 
USGS 

C.2.b.3. Docs lhc agea cy ensure lhBl job applicants can rcquesl and receive reasonable accommod:11io»s during X 
the application and placement processes'! [sec 29 CFR §1614 203(d)(l)(ii)(B)J 
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:ns-01 
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U.S/ Ef/!'al EinploJ!_m~nt Qppoit11nltyfc:oinmlsslon 
FEDER.m AGE~CW, ANNUAll 

EEO P.ROGRAM STATUS'REPOR'li 

Inter-American Foundation For period covering October 1, 2017 lo September 30, 2018 

Agency Sclr-Assessmcnl Checklist 

C.2 b.4. Do the reasonable accommodation procedures clearly stale 1ha1 the agency should process the request 
within a maximum amount of lime (e g,, 20 business days), as established by the agency in its affirmative action 
plan? [sec 29 CFR §1614,203(d)(3}(1)(M)] 

C.2 b,5. Docs the agency process all initial accommodation requests, excluding ongoing interpretative services, 
within the time frame tel fonh in its reasonable accommo<fation procedures? {sec MD-715, ll(C}] lf "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 proccs~ing rcque$\s for personal assistnncc services that 
comply with EEOC's regulations, enforcement guidance, and other applicable executive orders, guidance, and 
standards? [see 29 CFR § l6 l4.203(d}(6}) 

C.2.c. l . Does the agency post its procedures for processing requests for Personal Assistance Services on its 
public website? [see 29 CFR § 1614.203(d}(5)(v)) lf"yes", please provide the internet address in the comments 
column. 

X 

X 

X 

X 

NIA 

Waiting for 
in1eme1 address 
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-

EEOC FORM 
715-02 FEDERAL AGENGY ANNUAL 

P~'f<;; - - - EEO l!ROGRAM STATUS REPORT 
_'cc 

lnler-Amerlcan Foundation I For period covering Oclober J, 2017 to Scplember 30, 2018 

Agency Selr-Asscssment Chccklisl .... Compliance Measure Has For 1111 unmel 

Indicator Been Mel measures, provide 
II 

brier cxpl.malion 
in 

C.3. The agency i:valuatcs managers and supervisors on their efforts to ensure the sp111:e below or 

• equal employment opportunity • complcle and 

Measures Ye:. No NIA 
attach 

nn EEOC FORM 
715-

01 PART H lo thll 
agency's stalus 

report 

C.3,a. Pursuant to 29 CFR §1614.102(a)(5), do all managers nnd supervisors have an clement in thctr X 
performance appraisal that evaluo1es their commitment 10 agency EEO policies and principles and their 
participation in the EEO program'! 

C.3.b. Docs the agency require r.iting officials to evaluat~ the performance of managen. and supervisors based I I on the following activities: 

C.3,b. L Resolve EEO problemsfd1sagrccmentsJconnit ts. including the part icipation m ADR procccdmgs7 [sec I X I I MD-110, Ch, 3.1] 

C.3.b.2. Ensure full cooperation of employees under lus/her supervision with EEO officials, such as counselors 
and investigators? lsee 29CFR §1614.102(b)(6)) I X I I 
C.3.b 3. Ensure a workplace that is free from all forms of discrimination, including harassment and retaliation'! I X I I !see MD-715, II(C)] 

C.3.b.4. Ensure that subordinate supervisors have cIT~-ctive managerial. cummun1ca11un, and interpersonal skills 
to supervise in a workplace wi1h diverse employees'! /sec MD• 715 Instructions, Sec. IJ 

X I I 
C 3.b 5. Provide religious accommodations when such accommodalions do nol cause an undue hardship'! [sec X I 29 CFR §1614.102(a)(7)) 

C.3,b 6, Provide disability accommodations when such accommodations do not cause an undue hardship? [ sec 
29 (:"FR §1614.102(a)(8)l 

X I 
C.3,b.7. Support the EEO program in identifying and removing bamen. lo ~-qua] opportunity''. (sec MD-715, 
ll(C)) 

X 

C.3 ,b 8. Support the an1i-harassmcn1 program in invi:stigating and correcting harassing conduct'!. [sec X 
Enforcement Guidance, V.C.21 

C 3.b.9. Comply with settlement agreements and orden. issued by the ag~-ncy, EEOC, and EEO-related cases X 
from the Merit Systems Protection Board, labor arbitrators, and the Federal Labor Relations Authority'! [sec 
MD-715, ll(C)l 

C. 3 .c. Docs 1he EEO Dircclor recommend to lhe agency head improvements or corrections. mcludmg remedial 
or disciplinary actions, for managers and supervison. who have failed in their EEO rcsponsibihtics'! [sec 29 CFR 

X 

§ 1614. I 02(c)(2l) 

C, 3.d. When 1hc EEO Director recommends remedial or disciplinary a~tions, arc the n:commcnda\l.ons regularly I X 
implcmcmed by the agency'! [sec 29 CFR § 1614. I02Cc)(2)l 

r~s~ ?fl 



EE!J!!FQRM l U.S. Eq11J!!_~p.J!y_m,m.!.JJ.PPJ!J11Jtfljy CoP.!f!sion 
71~02, , FEDERAL ACENm 'l\NNUAL 

L PAR'T:,G ; L .EEQ P~OGiJAifSTATUS'REPO~T 

Inter-American Foundation I For period covering October 1, 2017 lo September JO, 2018 

Agency Sclf-Am:ssment Checklist ... Compll11nce Measure Has For all unmel 

Jndlcalor Been Met measures, provide 
a 

brief explanation 
In 

C.4. l11e agency ensures errective coordination between its EEO program and 
the space below or 

• Human Resources (I-IR) program . complete 11nd 

Measures Yes No NfA 
att11ch 

an EEOC FORM 
715-

01 PART H lo the 
11gency's status 

report 

C.4.a .. Do the I-IR Director and the EEO Director meet regularly lo osse~ whether personnel programs, policies, X The COO isin 
and procedures conform lo EEOC laws, instructions, and management directives? {sec 29 CFR § 1614.102(a)(2)) communications 

with USGS at 
least quarterly 

C.4.b. Hos the agency established timetableslschedules 10 review at regular intervals its merit promotion X 
program, employee recognition awards program, employee devclopmenlltraining 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. I] 

C.4 c. Does the EEO office have timely access to accurate and complete data (e.g, demographic data for the 
workforce, applicants, training programs, etc.) required lo prepare the MD-715 workforce data tables? (see 29 

X 

CFR §1614.601(0)) 

C.4 d. Does the HR office timely provide the EEO office with access lo other data (e g., e:rn interview data, I X I I I climate assessment surveys. ond grievance data), upon request? [see MD-71 5, ll(C)) 

C.4 e. Pursuant 10 Section ll(C) ofMD-715, docs the EEO office collaborate with the HR officc 10; I I I I 
C.4.e. I. Implement the Affirmative Action Plan for Individuals with Disabilities? rsce 29 CFR § 1614 203(d); I I X I I MD•715, ll(C)] 

C.4 e.2. Develop onw'orconduct outreach and recruiting initiatives'..' [see MD-715. ll(C)l X Y cs - through 
Schedule A ond 
other USG 
recruiting 
initiatives 

C.4.e 3. Develop and/or provide training for managers and employees? [sec MD-715, ll(C)] I X I I I 
C.4.c 4. ldcntify ond remove barriers lo equal opportunity in the workI?loce? [sec MD•715, ll(C)] I X I I I 
C.4.c.S. Assist in preparing the MD-715 report? [see MD-715, ll(C)] X EEO services 

provided through 
an inter-agency 
agreement with 
USGS and both 
agencies arc m 
frequent 
communication 
by email or phone 
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EEOG,FORM U.S. Eql!._~ El!fploymtnt~ Opporl!_ln/ty Commission 

71Sltl FEDERAL AGENCY ANNUAL 
PAJ!TG - - __ '7 .._- - - - EEO PRQGRAM.STATUS REPORT 

lnh:r-Amerlcan Foundallon I For period covering Oclober I, 2017 lo Seplember JO, 2018 

Agency Sclr-Assessmcnt Checklist ... Compliance Measure Has For all unmel 

lndlcalor Been Mel measures, provide 
II 

brier explanation 
In 

C.5. Following a finding of discrimination, the agency explores whether it should 
lbe space below or 

complete and • lake a disdplmary action . 
altach Measures Yes No NIA 

an EEOC FORM 
715-

01 PART H to lhc 
agency's status 

report 

C.5.a. Docs the agency hove a d1sc1phnary pohcy and/or table of penalties that covers discriminatory conduct? I X 
[sec 29 CFR §1614.I02(a)(6); sec also Douglas v. Veterans Administration. 5 MSPR 280 (198 1)) 

C.5.b. When appropriate, docs the agency discipline or sanction managers and employees for discriminatory X No disciplined/ 
conduct'! [sec 29 CFR § 1614.102(a)(6)) Jf"ycs", please state the number of disciplincd/sanclioncd individuals ~ancliom:d 
during lhis reporting period in the commenlS. individuals during 

this rcportmg 
period 

C.5.c If the agency has n finding of discrimination (or scllles cases in which a finding was hkely), docs the X 
agency infonn managers and supervisors about the discriminatory conduct (e.g .. , post mortem lo discuss kssons 
learned)'! [see MD-715. II(C)l ... Compliance Measure Has For all unmel 

lndlcalor Been Mel me11Surcs, pro,·ldc 
II 

brier explanation 
In 

lhe space below or 

• C.6. The EEO office advisL'S managcrs/supctvisors on EEO matters. complete and 

Measures Yes No NIA 
attach 

an [[OCFORM 
715-

01 PART H to lhe 
agency's status 

report 

C.6 n. Docs the EEO office provide management/supervisory officmls with regular EEO updates on at least an X Yearly 
annual basis, including EEO complaints. workforce demographics and data summaric$, legal updates, barrier 
analysis plans, and special emphasis updates? [sec MD-715 Instructions. Sec. IJ lf"ycs", pkase identify the 
frequency of the EEO updates in the commcnlS columll. 

C.6.b. Arc EEO officials readily available to answer managers' and supervisors ' questions or concerns'! £sec I X 
I I I MD• 715 Instructions, Sec. I I 
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'CJ.S;'llq1J.!!IB,nplOJ1irie.nt OppJ,rt~~ Com,rtaslo" 

, 115:02 m:~::=:~:.~:RT t P~ G -- . , -· ----- ~ 
lnler-Amerlcan Foundation I For period covering October J, 2017 lo Seplember 30, 2018 

Agency Selr-Assessment Checklist 

-- - ~ - -- -- -----
I - !l:ssential El~ment ~ Pr9activ~ Pi:._~v~nti9n ·-.... Compliance Measure Has For all unmel 

lndlcalor Been l\let measures, provide 
II 

brief explanation 
In 

D. I , The agency conducts II reasonable nssessmcnt lo monitor progre:!1S towards the space below or ... achieving equal employment opponunity lhroughout the year . complete and 

Measures Yes No NIA 
attach 

an EEOC FORM 
715-

01 PART H to the 
agency's slatus 

report 

D. I.a. Docs the agency have a process foridentifying triggers in the workplace'.' [see MD-715 Instructions, Sec. X 
I] 

D. I .b. Docs the agency regularly use the following sources of information for trigger identification: workforce X The agency uses 
data; complaint/grievance data; exit surveys; employee climate surveys; focus groups; affinity groups; union; employee surveys 
program evaluations; special emphasis programs; and/or external specinl interest groups? [sec MD-715 
Instructions, Sec. I] 

D. I .c. Does the agency conduct exit interviews or surveys that include quesuons on how the agency could X 
improve the recruitment, hinng, inclusion, retention and advancement of individuals with disabilities? [sec 29 
CFR § 1614,203(d)(I )(iii)(C)] .... Compliance Measure Has For all unmet 

Indicator Been Met measures, provide 
II 

brier explanation 
in 

D.2, The agency identifies areas where barriers may exclude EEO groups the space below or 
complete and • (reasonable basis to net.) 

11tt11ch 
Measures Yes No NIA 

an EEOC FORM 
715-

01 PART H lo the 
agency's stalus 

report 

D 2.a, Does the agency have a process for analyzing the identified triggers to find possible barriers? (sec X I I I MD-715, (ll)(B)] 

D 2,b Docs the agency regularly examine the impact of management/personnel policies, procedures, and X I I Peno<l1cally 
practices by race, national origin, sex, and disability? [sec 29 CFR § 1614, 102(a)(3)] 

D 2.c, Docs the agency consider whether any group of employees or applicants mighl be negalively impacted X 
prior to making human resource decisions, such as re-organizations and realignments? [see 29 CFR § 1614.102(a) 
(3)] 

D.2.<l. Docs the agency regularly review the following sources of information to find barriers: complainl/ X Periodically 
grievance data, exit surveys, employee climate surveys, focus groups, affinity groups, union, program 
evaluations, anti-harassment program, special emphasis programs, and/or external special interest groups'? [sec 
MD-715 Instructions, Sec, I]) If "yes", please 1den1ify the data sources in the comments column. 
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EEOC .F!'RM ·1 U.S. Eq11'!!,_ fl111ploymefl! Opport11n!,JY Commission 
~ 

715-02 FEDERAL AGENGY ANNUAL 
:1 PARTG -- EEO PROGRAM'STATUS REPORT 

Inter-American Foundation I For period covering October I, 2017 to September JO, 2018 

Agency Selr-Asscssmcnt Checklist -- Compliance Measure Has For all unmel 

Indicator Been Met measures, provide 
II 

brier explanation 
in 

the space below or 

• D.3. The agency establishes appropriate action plans to remove idcnti lied barriers. complete 11nd 

Me11surcs Yes No NIA 
attach 

nn EEOC FORM 
715-

01 PART H to the 
ngenc)·'s status 

report 

D.3 n. Docs the agency clTectivcly tailor action plans to address the identified barriers, in particular policies, I X I I I procedures, or practices? [sec 29 CFR § 1614. I0:!(a)(J)) 

D.3 b If the agency identified one or more barriers during the n.>porting pcnod, du! the agency implement a plan 
in Part I, including meeting the tnrget dates for the planned activities? [scc MD-715, ll(D)) 

X NfA 

D.3.c. Docs the a)lcncy l!eriodicallt review the cITccllvcncss of the ('lans? £sec MD-71 S, 11(0)) I X I I I ... Compllance Measun: llas For 11II unmet 

Indicator Been Met measures, provide 
a 

brier cxplanntlon 
in 

D.4 . The agency has an affinnativc action plan for people with disabilities. the space below or 

• including those with targeh:d disab11iues complete and 

~kasures Yes No NIA 
11U11ch 

an EEOC FORM 
715-

01 PART H to the 
agency's status 

report 

D.4.a , Docs the agency post its nffinnative action plan on its public website'! £sec 29 CFR § 161 4.203(d)(4)) Ir 
y1.'S, please provide the internet address in the commcnts. I I X I I 
D.4 .b. Docs the agency take specific s lcps to ensure qualified people with disabihtics arc aware or and I X I ~ 

encouraged to apply for job vacancies? [sec 29 CFR § 1614 203(d)(I )(1)) 

D.4.c. Docs the agency ensure that disability-related questions from members or the pubhc arc answered I X I I I promptly and corrcctly? [sec 29 CFR § 1614.203(d)(I )(ii)(A)l 

O.4.d. l las the agency taken speci fic s teps that arc reasonably des1gn1.'II to increase the number or persons with X 
disabilities or targeted disabihtics employed at the agency until it meets the goals? 1sec 29 CFR § I 614.203(d)(7) 
(u)] 
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EEOGFORM I U.S. i£.9111'1~p_l~meiit (.}pPf!fii'11i~ <101f,iils$/on 
71~01 EEDERAL AGENGY t,.t,lli/U~ 

1PARTG E~O,P&_OGR..\M~~~11q~~~B~ -.:.. --"C..'1, -
Inter-American Foundation I For period covering October 1, 2017 lo September 30, 2018 

Agency Selr-Assessmcnt Checklist 

l --- - .. ~ - ~ - .- --.. - - - ....... -.. -- . •- -, 

·----- ~~ - Essentlal.•Elerilent: E Efficiency 
~ - J ... Complh:mce MeASure Has For all unmet 

lndlcalor Been Mel measures, provide 
a 

brier elplanatlon 
In 

E. I. The agency maintains an efficient, rair, and impanial complaint resolution 
the space below or 

complete 11nd • process, 
attach 

Measures Yes No NIA an EEOC FORM 
715-

01 PART H lo the 
agency's status 

report 

E,1.a. Does the agency timely provide EEO counseling, pursuant to 29 CFR § 1614.105'! I X I I I 
EJ ,b, Does the agency provide wrinen notification of rights and respon51b1htiC$ in the EEO proce:;$ during the I X I I I initial counseling session. pursuant to 29 CFR § I 6l4.105(b)(I )? 

E. l.c. Does the agc:nc,y issue acknowleds ment letters immediately upon receipt of a formal complaint, pursuant I X I I I to MD-110, Ch. 5(1)? 

E, l.d, Does the agency i~ ue acceptance lettersldismissal decisions within a reasonable time (e.g., 60 dnys) after X 33 days 
receipt of the written EEO Counselor repon, pursuant to MD-110, Ch. 5(1)? lfso, please provide: the average 
processing time in the comments. 

E. I.e. Docs the agency ensure that all employees fully cooperate with EEO counselors and EEO personnel in the X 
EEO process, including grantini: routine access to personnel records related to an investigation, pursuant to 29 
CFR §1614. 102(b)(6)? 

E. I .f. Does the agency timely complete investigations, pursuant to 29 CFR § 1614.108'? I X I I I 
E Lg. If the agency docs not timely complete investigations, does the agency notify complainants of the date by X 
which the investigation will be completed and of their right to request a hearing or file a lawsuit, pursuant to 29 
CFR §1614,I0B(g)'? 

E.1.h. When the complainant did not request a hearing, does the agency timely is, ue the final agency decision, I X I I I pursuant to 29 CFR §1614.1 I0(b)? 

E. Li. Does the agency timely issue final actions following receipt of the hearing file and the administrative I X I I I judge's decision. pursuant to 29 CFR §1614.1 l0(a)? 

E.1.j , If the agency uses contractors to implement any stage of the EEO complaint process, does the agency hold X Monetary and 
them accountable for poor work product and/or delays? [See MD• 110, Ch. 5(V)(A)l If "yes", please describe Cancellation 
how in the comments column. Penalty 

E.l.k. lfthc agency uses employees to implement any stage of the EEO complamt process, doc:. the agency hold I X l I I them accountable for poor work product and/or delays during performance review? [Sec MD· 110, Ch. S(V)(A)) 

E. LI. Docs the agency submit complaint Jiles and other documents in the proper format lo EEOC through the I X I I I Federal Sector EEO Ponal (FedSEP)'? (See 29 CFR § 1614.403(g)] 
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EEOcFORM 'I 
-

·U.S. EqualEtnploymenJ ppport!ln_lty Co'!'missfon 
715-01 FEDERAi, AGENGY ANNUAL 

PAR'f..G IL - ·- -- .. EEO PROGRAM STATUS REPORT 

lnler•Amerh:11n Found111ion I For period covering October I, 2017 lo Seplember 30, 2018 

Agency Sclf•Asscssmcnt Chcckllsl ... Compll11ncc Measure Has For 1111 unmet 

lndlc111or Been Met measures, provide 
II 

brief c1pl11n111ion 
in 

lhe space below or 

• E.2. The agency has a neutral EEO process. complete and 

Mc:isures Yes No NIA 
altach 

11n EEOC FOR.\-1 
715• 

01 PART H lo the 
agency's stalus 

rcporl 

E.2.a . I la,,; the agency cstabhshed a clear separation between 11s EEO complaint program and Its defensive X EEO services 
function·! rsee MD•I IO, Ch l(IV)(D)] lf"yes", pleasi: explain. provided through 

an inter-agency 
agreement with 
USGS 

ll.2,b, When seeking legal sufficiency reviews , docs the- EEO office have access to sufficient legal resources X The IAF conducts 
~ parate from the agency representative'! [sec MD- 110, Ch, l(IV)(D)] lf"ycs", please identify the sourcc.r legal su fficicncy 
location of the :iuomcy who conducts the legal suffic iency review in the comments column, review in 

Washington, DC 

E.2.c. If the EEO office relies on the agency's dcfon'Sive function 10 conduct the legal sufficiency re111cw, is I X I I I there a firL'Wall between the reviewing 1111omcy and the ai;cncy representative? [sec MD• 110, Ch. I ([V)(D)l 

E.2.d. Docs the agency ensure that its agency rcprL-s~ntalivc docs not intnidc upon EEO counschng, I X I I I investigations, and final agency decisions' lsce MD- 1 l O, Ch. l( IV)(D)l 

E.2.c. If applic.iblc, arc processing time frames incorporated for 1hc legal counsel's sufficiency review for timely X EEO services 
processing of complaints? (sec EEOC Report, Attaining a Model Agency Program: Efficiency (Dec. I, 2004)1 provided through 

an inter-agency 
agreement with 
USGS 

Pnt;c 26 



- - - - - ., 

EEO~'.ORM 11 ~4 Eq~,yJ_oymeJ.t~pp~f!,L_qjg cz;mlislon ' 171~01 F~~ ~0ErJP¥~-- ' I 
11 PAR1\G .1 ~ <!! .RQCIBA...M STATUS'ty:POR'F . !. 

.T • ""'---~ - -"11:11:.J'. 

Inter-American Foundation I For period tonrlng October I, 2017 to Sepll:mber 30, 2018 

Agency scir-Asscssment Chcckllsl ... Compliance Measure Has For all unmet 

Indicator Been Mel mcasu res, provide 
II 

brh?r explanation 
In 

E,3. The agency has established and encouraged lhe widespread use of a fair 
lhe space below or 

• ahemative dispute resolution (ADR) program . complete and 

Measures Yes No NIA 
attach 

an EEOC FORM 
715-

01 PART H lo the 
agency's status 

report 

E.3.a, I-las the agency established an ADR program for use during both the pre.complaint and fonnal complnint X EEO services 
stages of the EEO process? [sec 29 CFR § 1614.102(b)(2)} provided through 

an inter-agency 
agm:ment with 
USGS 

E.3.b. Docs the agency require managers and supervisors to participale in ADR once it ha:1 been olTered? rsee I X I I I MD-715, ll(A)( I )1 

E.3.c, Docs the Agency encourage 1111 employees to use ADR, where ADR i~ appropri111e? [See MD• l 10, Ch. X EEO services 
3(1V)(C)] provided through 

an inter-agency 
agreement wilh 
USGS 

E.3.d. Does the agency ensure a management official wilh , enlcment authorily is accessible during the dispute X EEO services 
resolution process? [see MD• 110, Ch, 3(111)(A)(9)l provided through 

an inter-agency 
agreement with 
USGS 

E.3.e, Docs lhe ngency prohibit lhc responsible managcmenl official named in the dispule from having I X I I I settlement authorily'? [sec MD-110, Ch. 3(1)) 

E.3.f, Docs lhe agency annually evaluate lhe effecliveness of its ADR program? [see MD-1 IO, Ch. 3(1l)(D)) X EEO services 
provided through 
an inter-agency 
agreement with 
USGS 
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EEOGFORM 

I, 
- -- ~~ -· U.S. Eq11td Employment Opport11n/Jy CoJ'lmlssion 

715-ii FEDERAL AGENCY ANNUAL 
I PARTG 

- -· - - EEO PROGRAM STATUS REPORT - ·-
Inter-American Foundation I For period covering October l, 2017 lo September 30, 2018 

Agency Self-Assessment Checklist .... Compll~nce Measure Has For all unmet 

lndlcalor Been Met measures, provide 
a 

brief explanation 
In 

E.4 , The agency has effective and occur.lie data collection systems in place to the space hclon or 

• evaluate its EEO program . complete :ind 

Measures Yes No NIA 
atlach 

an EEOC FORM 
715-

01 PART H to the 
agency's status 

report 

E.4 a, Docs the agency have systems in place lo accurately collect, monitor, and analyze the following daln: 

E.4 a. I. Complaint ac11v11y, including the issues and bas1.'S of the complaints, the aggrieved individuals/ I X I I I compluinants.and the involved management official'! [sec MD-715. ll(E)] 

E.4 a.2. The race, national origin, SC)(, and disability status of agency employees? [sec 29 CFR ~ 1614 60J(a)J I X I I I 
E 4 a.3 Recruitment activities? [sec MD-715, Il(E)] I X I I I 
E.4 n 4 E11tcmal and internal applicant flow data concerning the apphc-ants ' r.m:, national ongm, sex, and X IIR services 
disabilny status'? [sec MD-715, Il(E)) provided through 

an inter-agency 
agreement with 
IBC; applicants 
currently use 
USAJobs to apply. 

E.4 a.5. The processing ofn:qucsts for reasonable accommodation'! (29 CFR §1614.:?03(d)(4)) X EEO services nnd 
data colh:ction 
provided through 
an mter-agency 
agreement with 
USGS and IBC 

E.4 a 6. The processing of complainls for the anti-harassment program'! [sec EEOC Enforcement Guidance on X EEO services and 
Vicarious Employer Liabillly for Unlawful H.irassmcnt by Su~rvisors ( 1999), § V.C21 data collcclion 

provided through 
an mler•agency 
agreement with 
USGS and IBC . 

E.4.b. Docs the agency have a system in place to re-survey the workforce on a r~-gular basis'! [MD-71S X IAF participates 
Instructions, Sec. 11 in the .innual 

Federal 
Employees 
V1cwpoin1 Survey 

hgc:?8 



•. 

lntcr-Amerh:an Foundation For pcrlod covering October I, 2017 to SeplL'mber 30, 2018 

• 

Complhmce 
lndlcalor 

Measures 

Agency Selr-Assessment Checklist 

E.5. The agency identifies and disseminates significant trends and best practices in 
its EEO program . 

E.5.a. Does the agency monitor trends in its EEO program lo determine whether the agency is meeting its 
obligations under the statutes EEOC enforces~ [see MD-715, ll(E)) lf"yes'", provide an example in the 
comments . 

E.S.b. Docs the agency review other agencies ' best practices and adopt them, where appropriate, to improve the 
e ffectiveness of its EEO program? I see MD-715, ll(E)) I f"yes", prov ide an example in the comments. 

Measure Has 
Been Met 

Yes No 

X 

X 

E.5.c. Do~s the agency compare its perform~nce in the EEO procC$s to other federal agencies of similar size? X 
[see MD-715, ll(E)] 

NIA 

For all unmet 
measures, provide 

II 
brier explanation 

In 
the space below or 

complete and 
attach 

an EEOC FORM 
715-

01 PART H lo lhe 
agL'ncy's slalus 

report 

Monitoring 
counseling 
reports, complaint 
filings and No 
Fear data reports 
assist wilh 
monitonng trends, 

The IAF reviews 
other agencies' 
policies and 
adopts and tailors 
any information 
that would be 
useful to the IAF 
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EEOeFORM t 
·- - - - ------- --

U.S. Eq11~/ ~ploympnt Opport11n/Jy Corr,mlsslon 
719.z" FEDERAC AGENCY ANNUAL 

L PARTG - EEO.PROGRAM STATUS'REPORT -
Inter-American Found11tlon I For period roverlng October I, 2017 to September 30, 2018 

Agency Self-Assessmeat Checklist 
-. - -

I _ ~sential Element: F Re~1:>0r:,siy~ness €!nd Legal COl!lRliance -- - -- - .. - -_.. 
Compll11ncc Mc:isurc Has For :ill unmet 

Indicator Been Mel measures, provide 
II 

brh:f explanation 
In 

F. I. The agency has processes in place 10 ensure timely and rull compliance with 
the sp:icc below or 

... EEOC order$ and senlemcnt agreements . complete and 

Measures Yes No NfA 
attach 

an EEOC FORM 
715-

01 PART H tu the 
agency's status 

report 

F. I.a. Does the agency have a system or management conlrots to ensure that its officials timely comply with I X I I I EEOC onlcrsldircctivcs and linnl agency actions'! [sec 29 CFR §16l 4.102(c); MD-71S, ll(F)) 

F, Lb. Docs the agency have n system or management controls to ensure the timely, accurate, and complete I X I I I compliance with resolutions/settlement agreements'! [ sec Mo. 71 S, ll(F)) 

F. I .c. Arc there procedures in place to ensure the llmely and predictable processing of ordered mom:tary relief'! I X I I I (sec MD-7 15, ll(F)l 

F. l.d. Arc procedures m place to proccM othllf fonm oforden:d relief promptly'! [sec MD-71S, U(F)l I X I I I 
F. I.e . When EEOC i!lSucs an order requiring compliance by the agency, docs thi: agency hold its compliance X 
officcr(s) nccountablc for poor work product and/or delays during performance review? [sL'C MD•l 10, Ch. 9(1X) 
(1 1)1 _... 

Compliance Measure Has For nll unmel 

lndlralor Been Met me1Uures, provide 
II 

brier cxphmation 
in 

F.2, The agency compiles with lhe law, mcludmg EEOC regulations, management the spnce below or 

• directives, orders, and othL'f wrini:n instructions . c11mph:te and 

Measures Yes No NIA 
attach 

an EEOC FORM 
715-

01 PART H to the 
agency's sh1tus 

report 

F,2 a. Docs the agency timely respond and fully comply with EEOC orders? [sec 29 CFR § 1614,502; MD-715, X 
ll(EIJ 

F.2 n. l . When a complninant requests a hi:aring, docs the agi:ncy timely forward the investigative file to the I X I I I approprialc EEOC hearing office'.! [sec 29 CFR § 1614. IOS(g)l 

F.2 a.2. When there is a finding of discrimination that is not the subject oran appeal by the agi:ncy, docs the I X I I I agcnc}' ensure timely compliance with the orders of relier! [sec 29 CFR §1614.501) 

F.2 a 3. When a complainant files an appeal, docs the agency timely forward the investigative fili: to EEOC's I X I I I Office or Federal Operations'! [sec 29 CFR § 1614.403(c)) 

F.2.a 4. Pursuant to 29 CFR § 1614.S02, docs the agency promptly provide EEOC with the required I X I I I documcnta llon for complellng compliance'! 
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EEO<:?\FORMll 715!02 
ll P~ _;.Q_..,_ .I. 
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., 

,U.S. Equiil &i}jlo¥iienl Opp_p;,uirliy,C;mmlislon 
F.EDERAb ACENOY ANNUKt 

•~ OiP~OGMM_ STATUS UPOR11 

'h 

Inter-A merlcan Foundation For period covering October I, 2017 to September 30, 2018 

• 

Compliance 
Indicator 

Measures 

Agency Self-Assessment Checklist 

F.3. The ngency reports to EEOC its program efforts and accomplishments. 

F.3.a. Does the agency timely submit to EEOC an accurate and complete No FEAR Act report? [Public Law 
107-174 (Mny I 5, 2002), §203(a)J 

F.3.b, Docs the agency timely post on its public webpage its quarterly No FEAR Act data'! [sec 29 CFR 
§ 1614.703(d)J 

I 
I 

Measure Hus 
Been Met 

Yes No 

X I 
X I 

For all unmet 
measures, provide 

a 
brief explan11tion 

In 
the space below or 

complete and 

NIA 
attach 

an EEOC FORM 
715-

01 PART H to the 
agency's status 

report 

I I 
I I 



EEOC FORM t 
- - --- -~ ..;;;c" - ,_. ·- ..... .'?a 

U.S. Equal Employtr1t!nl Opport"nity Co,n,nisslon 
715-02 ·FEDERAC AGENCY ANNUAL 

L PARTH - - EEO PROGRAM STATUS REPORT ·-
Inter-American Foundation I For period covering October I, 2017 to September JO, 2018 

Plan to Attain Essenllal Elemenls 

PART H.l 

STATEMENT of 
MODEL rROGRAM 

C .4.e. I. Implement the Affirmative Aclion Plan for lmlivi<luals with Disabilitic$'! (sec 29 CFR § 1614.203(<1): MD-715, ll(C)] ESSENTIAL ELEMENT 
DEFICIENCY: 

r age )2 



,EEOG FORM 11

1

1

1 

·11s;o1. 
I PW H 

STATEMENT or 
MODEL PROGRAM 
ESSENTIAL ELEMENT 
DEFICIENCY: 

lnler-Amcrkan Foundation 

(£~ 1Eglf.!!f£l!IPJ0Y!!fetf!_Opp~f!rlHn1" Col!J!flssJon 
·FED~RAL,AGENG¥ :ANNUAL 

·EEO PIWGRAM!Sl'ATUS REPORT 

For period covering Oclobcr 1, 2017 lo September 30, 2018 

Plan to Attain Em:nllal Elements 

PART H,2 

D 4,a, Does the agency post its affinnati11e action plun on its public website? {see 29 CFR § 1614,203(d)(4)} I ryes, please provide 
the internet address in the comments, 



EEOCF.ORM I 
715;8'2 

~ fARTH L 

ST A TEM ENT of 
MODEL PROGRAM 
ESSENTIAL ELEMENT 
DEFICIENCY: 

Inter-American Foundation 

-
U.S. Eq11•l Employ111enl OpP._Ortunlty Commission 

FEDERAL•AGENC\I ANNUAL 
EEO PROGRAM STATUS REPORT 

For period covering October 1, 2017 lo September 30, 2018 

Plan tu A t111in Esnnlial Elements 

PART H.3 

E 4.a.4. External and internal applicant flow data concerning the applicants' race, muional origin, sex, and disability status? [see 
MD-715, ll(E)] 



~ EE9C F9RM Jl
11 

11 m~l 
- _PARt_l_ L 

lnler-,\merkan Foundallon I For period covering Oclobcr 1, 2017 lo Scplembcr 30, 2018 

Plan to Ellmlnale I dcntlned Barriers 
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MD-715 - Part J 
Special Program Plan 

for the Recruitment, Hiring, Advancement, and 
Retention of Persons with 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 I: Efforts to Reach Regulatory Goals 
EEOC regulations (29 CFR § 1614 203(d)(7)) require ai cncics to establish specific numerical goals for increasing the 
participation of persons with disabilities nnd persons with targeted disabilities in the federal government 

I. Using the goal of 12o/. aj the benchmark, docs your agency have a tnggcr involving PWD by grade level cluster in the permanent workforce? If "yes ... 
describe the triggcr(s) in the text box, 

a .Cluster GS• I to GS-IO (PWD) 

b.Cluster GS-I I to SES (PWD} 

Answer Yes 

Answer Yes 

The percentage of PWD in the GS-1 to GS-10 otuster was 0.0% in FY 18 which 
falls below the goal of 12%. The percentage of PWD in the GS-11 to SES 
cluster was 7.89% in FY 18 which falls below the goal of 12% 

•for GS employees, please use two clusters: GS-l to GS-JO and GS~ 1 l tu SES, as sci forth in 29 C.F.R. § I 6 I 4.203(d) 
(?). For all other pay plans, please use the approximate grade clusters that arc above or below GS-I I Step I in the 
Washington, DC metropolitan region. 

2. Using the goal of2~~ as the benchmark, docs your agency have a trigger involving PWTD by grade level cluster in the pennanent workforce'! lf'·ycs", 
describe the tnggcr(s) in the tc,\t bo,\, 

a,Clus~ r GS• I to GS·I0 (PWTD) 

b.Cluster GS- II to SES (PWTD) 

Answer Yes 

Answer No 

The percentage of PWTD in the GS-1 to GS-10 cluster was 0.0% In FY 18 
which falls below the goal of 2%. The percentage of PWTD in the GS-11 to 
SES cluster was 5.26% in FY 18 which is above the goal of 2% 

3, Descnbc how the agency has communicated the numerical goals lo the luring managers and/or n:cruiters. 

I FTE of 46 people and does not have numerical goals for staffing 

Section II: Model Disability Program 
Pursuant to 29 C.F.R § 1614.203(d)( I). agencies must ensure sufficient staff, trammg and resources to rL-cruil 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 lms in place. 

A. PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY 
PROGRAM 
I. I-las the agency dL'SignatL-d sufficient qualified personnel to implement its disability program during the reporting period'! lf"no", describe the 
agency' s plan to improve the staffing for the upcoming year, 

Answer Yes 

N/A 

2. Identify all stilff responsible for implementing the agency's d1sabih1y employment program by the office, staff employment status, and responsible 
official. 



# of FTE StnlT By Employment Status 

Re~pons1ble Official (Name, Title, 
Disability Program Tusk Full Time Part Time Collateral Duty Office Email) 

Processing applications from PWD and PWTD 0 0 0 NIA 
NIA 
NIA 

Architectural Barriers Act Compliance 0 0 0 NIA 
NfA 
NIA 

Spc:ci11I Emphasis Program for PWD and PWTD 0 0 0 NIA 
NIA 
NIA 

Answering questions from the public about I 0 0 J11wann Smith 
hiring authorities that take disability into HR Specfali~I 
account Jawannsmith@ibc.doi,11ov 

Processing reasonable accommodation requests I 0 0 Felecia Elhs 
from applicants and employees Senior EEO Specialist 

Fellis@usgs gov 

Section 508 Compliance I 0 0 D.J. Newman• Actins 
508 Coordinator 
DJnewman@usgs..gov 

3. Has the agency provided disability program staff with sufficient training to carry out their responsibilities during the reporting period? lf"yes'", describe 
the traimng that disability program stalThave received, lf"no", describe the trainmg planned for the upcoming year. 

Answer Yes 

IThe Disability Program staff has received training from OPM via their website I 
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? lf"no", describe the agency's plan lo ensure all aspects of the disability program have 
suffic11:nt funding and other resources 

Answer Yes 

N/A 

Section Ill: Plan to Recruit and Hire Individuals with Disabilities 
Pursu11nt to 29 C F.R. §1614.203(d)(l)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring 
of ind11fiduals with disabilities. The questions below arc designed to identify outcomes of the agency's n:cruitment 
program plan for PWD and PWTD 

A. PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES 
I. Describe the programs and n:soum:s the agency u, es lo identify job applicants with disabilities, including individuals with targeted disabilities 

!use Schedule A and ICTAP Posting when vacancies are available I 
2, Pursuant 10 29 C.F.R. i l614.203(a)(3), describe the agency's use of hiring authoriti1.'S that take disability mto uccount (e.g., Schedule Al to recruit PWD 
and PWTD for positions in 1he permanent workforce 

IAF coordinates vacancy announcement postings with the Department of 
Disability Services in DC, Workforce Recruitment Program and the Computer/ 
Electronic Accommodations Program 9CAP/mil) 

3. When individuals apply for a position under a hiring uuthority that lakes disability into account (e.g., Schedule A), explain how the agency (I) 
determines if the individual is eligible for appointment under 5uch authority; and, (2) forwards the indiv11lual's application to the relevant hiring officials 
with an explanation of how and when the: individual may be appointed. 

IAF hiring managers are encouraged to consider all available recruitment 
processes including through the Department of Disability Services in DC, 
Workforce Recruitment Program, prior to posting any vacancies 

4, Has the: agency provided trammg to all hiring managers on the use of hiring authonlles that take d1sab11ity into account (e.g., Schedule A)'! lf"ycs~, 
describe the typc(s) of training and frequency. lf''no", describe the a1::ency's plan to provide this training, 

Answer Yes 
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IThe COO is the sole hiring approver and has received training on a regular 
basis on the use of using Schedule A hiring authorities (OPM) 

8. PLAN TO ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT ORGANIZATIONS 
Describe tbe agency' 5 efforts to establish and maintain contacts with orgamzallons that assist PWD, including PWTD, 
in securing and maintaining L"mploymcnt. 

I Department of Disability Services in DC, Workforce Recruitment Program I 
C. PROGRESSION TOW ARDS GOALS (RECRUITMENT AND HIRING) 
I. Using the goals of 12¾ for PWD und 2% for PWTD as the benchmarks, do triggers e1os1 for PWD amJ!or PWTD among the new hires in the 
pL'Tmancnl workforce'! If "yes", please describe the triggers below. 

u, Cluster GS-I to GS- 10 (PWTO) Answer No 

b. Cluster GS- I I to SES (PWTD) An~wer No 

IN/A 

2. Usmg the qualified applicant pool as the benchmark, do triggers e11ist for PWD and/or PWTD among the new hires for any of the mission-critical 
occupalloJIS (MCO)"/ 1r ~ycs'', ph:ase describe the triggers below. Select "n/a'" if the applicant data is not ava ilable for your agency, and describe your plan 
to provide the data in the te11t bo11. 

a . New Hires for MCO (PWD) An~wer No 

b. New Hires for MCO (PWTD) Am,wer No 

I NIA No new hires took place in FY-18 I 
3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the quahfa:d mtemal applicants for any of the 
mission-critical occupations (MCO)'! lf"yes" , please desaibc the triu crs bcl'ow. Select "n/u" if the applicant data is not available for your agency, and 
describe your plan to provide the data m the text box, 

a . Qualified Applicants for MCO ( PWD) Answer No 

b. Qualified Apphcants for MCO (f>WTD) Answer No 

IN/A 

4 , Using the quahfied applicant pool as the benchmark, do triggers exist for PWD andlor PWTD among employees promotL-d to any of the mission-
critical occupations (MCO)! lf "yes'', please describe the triggers below. Select "n/a'" if the applicant data 1s not available for your agency, and describe 
your plan to provide the data in the text ho~, 

a. Promotions for MCO (PWD) Answer No 

b. Promotions for MCO (PWTD) Answer No 

INtA 

Section IV: Plan to Ensure Advancement Opportunities for Employees with Disabilities 
Pursuant to 29 C .F.R. * I 6 l4.203(d)( I )(iu). agcnclL'S arc rL'qUircd to provide sufficient ad~anccmcnt opportunities for 
employees with disabilities. Such activities might include spcciahzed Ir.lining and mentoring programs, career 
development opportunities, awards progr:ims, promohons, 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•~ plan to ensure PWD. includmg rwm, have sufficient opportunities for advancement. 

IJob announcements and professional opportunities are to provide to managers 
and this information ~s provided to PWD and PWTD 

B. CAREER DEVELOPMENT OPPORTUNITES 
I. Please describe the career development opportun~tics that the agency provide.~ to us employees. 

!Leadership devetopment program is provided to all employees which include 
PWDand PWTD 
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2. In the table below, please provide the data for career development opportunities that require competition and/or supervisory rccommendatio~••approv11I 
to participate. 

Cureer Development Opportunities 
Total Participants PWD PWTD 

Applicants (#) Sclectcc:s (#) Applicants (#) Selectees (#) Applicants(#) Selecices (#) 

Fellowship Programs 0 0 0 0 0 0 

Other Career Development 0 0 0 0 0 0 
Programs 

Coaching Programs 0 0 0 0 0 0 

Internship Programs 0 0 0 0 0 0 

Detail Programs 0 0 0 0 0 0 

Mentoring Programs 0 0 0 0 0 0 

Training Programs 0 0 0 0 0 0 

3. Do triggers exist for PWD among the applicants and!or selectees for any or the career development programs'! (The appropriale benchmarks are the 
relevant applicant pool for the applicants and the npplicant pool for selc:ctees.) 1r~yes", describe the trigger(s) in the text bo11. Select "n/u" irthe applicant 
data is not available for your agency, and describe your plan to provide the dala in the text box. 

a. Applicants (PWD) 

b. Selections (PWD) 

Answer 

Answer 

No 

No 

4. Do I riggers exist for P WTD among the applicants and/or selcctees for any or the career development programs? (The appropriate benchmarks are the 
relevant applicant pool for the applicants and the applicant pool for selectees.) lr"yes", describe the trigger(s) in the text box.. Select "n/n" ff the applicant 
data is not available for your agency, and dcscnbe your plan lo provide the data m the tcitt boit. 

11. Applicants (PWTD) 

b .. Selections (PWTD) 

IN/A 

C. AWARDS 

Answer 

Answer 

No 

No 

I 

I. Using the inclusion rate as the benchmark, does your agency hnve a trigger involving PWD and/or PWTD for any level orthe time-off awards, 
bonuses, or other incentives? 1r~ycs" , please de:.('ribe the trigger(5) in the text box. 

n. Awards, Bonu.~es. & lm:entiw s (PWD) 

b. Awards, Bonuses, & Incentives (PWTD) 

IN/A 

Answer 

Answer 

No 

No 

I 

2. Using the mclus1on rate as the benchmark, docs your agency have a trii:ger involving PWD and/or PWTD for quality step increases or performance• 
based pay increases? Ir ''yes" . please describe the trigger(s) in the lex.I box. 

a. Pay lncrca.~e$ (PWD) 

b, Pay ln.rea$e5 (PWTD) 

IN/A 

Answer 

Answer 

No 

No 

I 

3. Ir the agency has other types or employee recogmllon programs, arc PWD andior PWTD n!cognized d1sproportiona1cly less than employees without 
disabilities? (Tite appropriate benchmark is the inclusion rale.) l(' ) ·e$". de~ ribe the employee Tl:Cognilion program and relevant data in the te., t box, 

n. Other Types of Recognition (PWD) 

b, Other Types of Rccogmuon (PWTD) 

IN/A 

D. PROMOTIONS 

Answer 

An5wer 

NfA 

NIA 

I 
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I. Docs your agency have a trigger involving PWD among the qualified internal applic.ints and/or selcctees for promotions to the sc-nior grade levels? 
(The appropriate benchmarks an: the relevant applicant pool for qualified internal applicants and the qualified applicant pool for sclectccs.) For non-GS 
pay plans, please use the apprmi:imate senior grade levels. lf"yes", describe the trigger(s) in the text box. Select ' 'nla" ir the applicant data is not available 
for your agency, and describe your plan to provide the data in the teitt box. 

a. SES 

i. Qualified Internal Apphc:mts (PWD) 

ii. Internal Selections (PWD) 

b. Grade GS-15 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

c. Grade GS-14 

i. Quahfied Internal Applicants (PWD) 

i1. Internal Sclecllons (PWD) 

d. Grade GS-13 

i. Qualified Internal Applicants (PWD) 

i1. Internal Selections (PWD) 

IN/A 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

No 

No 

No 

No 

No 

No 

No 

No 

I 

Z. Docs your agency have a trigger involving PWTD among the quahficd internal applicants and/or selcctces for promotions lo the senior grade levels? 
(Tiu: appropriate benchmarks arc the relc:vant applicant pool for qualified internal applicants and the qualified applicant pool for sclectecs,) For non-GS 
pay plans, please use the approitimatc ~cnior grade levels. 1r··ycs'', describe the triggL-r(s) in the 11:.,1 box. Select "nla" if the applicant data is not available 
for your agency, and describe your plan to provulc the data m the tc.,t bo)I.. 

a. SES 

i. Qualified Internal Apphcants (PWTD) 

ii. Internal Selections (PWTD) 

b . Grade GS- 15 

i. Qualified Internal Applicants (PWTD) 

1i. Internal Selections (PWTD) 

c. Grade GS-14 

i. Qualified Internal Applic.ints (PWTD) 

ii , Internal Selections (PWTD) 

d . Grade GS-13 

i. Qualified Internal Applicants (PWT D) 

ii, Internal Selections (J>WTD) 

IN/A 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

No 

No 

No 

No 

No 

No 

No 

No 

I 

3. Using the qualified applicant pool as the benchmark, docs your agency have a trigger involving rWD among the new htrcs to the senior grade levels'! 
For non•GS pay plans, please use the approximate senior grade levels. lf"yestt. describe the tnggcr(s) in the tcitt box. Select "n/a" 1fthc apphcanl data is 
not available for your agency, and describe your plan to provide the data in the tcllt bo11. 

a . New Hires lo SES (PWD) Answer No 

b. New Hires to GS-15 (PWD) Answer No 

c. New Hires to GS-14 (PWD) Answer No 

d . New Hires to GS-13 (PWD) Answer No 
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IN/A I 

4. Using the qualified applicant pool :is the benchmark, does your agency have a trigg:er involving PWTD among the new hires to the senior grade 
levels? For non-GS pay plans, please use the approximate senior grade levels, lf"yes", dcscnbe the trigger(s) m the text box, Select "n/a" if the applicant 
data is not available for your 11gency, 11nd describe your plan 10 provide the datll in the text box. 

a. New Hires 10 SES (PWTD) Answer No 

b. New Hires 10 GS-15 (PWTD) Answer No 

c, New llir1.-s to GS-14 (PWTD) Answer No 

d. New Hires 10 GS-13 (PWTD) Answer No 

IN/A I 
5. Docs your agency have a trigger involving PWD among the qualili~d internal applicant$ and/or selcctees for promotions lo supervisory positions? 
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified 11pplican1 pool for selectees.) lf~yes•·, 
describe the tngger(s) in the text box. Select "n/aR if the applicant data 1~ not available for your agency, and descnbe your phm to provide the data in the 
text box. 

a, Executives 

i. Qualified Internal ApplicanlS (PWD) 

ii Internal Selections (PWD) 

i. Qualified Internal Applicants (PWD) 

ii. lntern:il Selections (PWD) 

c. Supervisors 

i Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

IN/A 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

No 

No 

No 

No 

No 

No 

I 

6. Docs your agency have a trigger 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.) lf"yc:s", 
describe the tngger(s) m the text box, Select "n/a" if the applicant data is not ava1labh: for your agency, and describe your plan to provide the data in the 
text box. 

a. Executives 

i. Qualified Internal Applicants (PWTD) 

ii . Internal Selcct10ns (PWTD) 

b. Managers 

i, Qualified Internal Applicants (PWTD) 

11, Internal Selections (PWTD) 

c. Supervisors 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

IN/A 

Answer 

Answer 

Answer 

Answer 

Answer 

Answer 

No 

No 

No 

No 

No 

No 

I 

7. Using the qualified applicant pool as the benchmark. does your agency have a trigger involving PWD among the seh:ctees for new hires to 
supervisory positions? lf"yes", describe the trigger(s) in the text box. Select "n!a" if the applicant data 1s not available for your agency, and describe your 
plan to provide the: data in the text box. 

a, New Hires for Executives (PWD) Answer No 
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b. New Hires for Managers (PWD) 

c. New Hires fo, Supervisors (PWD) 

IN/A 

Answer 

Answer 

No 

No 

I 

8. Using lhe qualified applicanl pool as the benchmark, docs your agency have a trigger involving PWTD among the seh:ctces for new hires lo 
supervisory positions? lf "yes", descnbe the 1rigger(s) in the text box. Sekel "n/a" iflhe applicanl dala is not available for your agency, and descnbc your 
plan to provide lhc dala in lhe texl box. 

a. New I h res for faccu1ives (PWTD) 

b. New l-lires for Managers (PWTD) 

c. New llm:s for Supervisors (PWTD) 

IN/A 

Section V: Plan to Improve Retention of Persons with Disabilities 

Answer 

Answer 

Answer 

No 

No 

No 

To be model employer for persons with disab1h1ies, agencies must have policies and programs in place 10 retain 
employees with disabilities. In this section, agencies should. (I) analyze workrorce separation dala to 1den11fy bamcrs 
retaining employees with d1sab1li1ics; (2) describe efforts lo ensure acccssibihty of11:chnology and fac1h1ics; and (3) 
provide information on the reasonable accommodation program and workplace assistance services. 

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS 

I 

I . In 1his reporting period, did the agency convert all eligible Schedule A employees \• ith a disab1hty into the competitive service a rter two years of 
satisfactory SL'IVice (S CFR § 213.3102(u)(6)(i))? lf "no-. please explain why the agency did not convert all eligible Schedule A employees. 

Answer NIA 

IN/A I 

2. Using the inclusion ratc as the benchmark, did lhe percenlage of PWD nmong voluntary and involunlary separations exceed that of persons without 
disabilitiL~'! lf"yc~, ... descnbc the trigger below. 

a.Voluntary Separations (PWD) 

b.lnvolunlary Separations (PWD) 

IN/A 

Answer 

Answer 

No 

No 

I 

3. Using the inclusion ralc as the benchmark, did the pcrccnlage of PWTD among volunlary and involuntary separations exceed tl13t of persons without 
largeted dlsabihties? lf"yes", describe the trigger below. 

a.Voluntary Separations (PWTD) 

b.lnvoluntary Separations (PWTD) 

IN/A 

Answer 

Answer 

No 

No 

I 

4. If a trigger exists involving the separation rate of PWD and/or PWTD, please explain why they left the agency using exit in1erview rcsuhs and other 
data sources. 

IN/A 

8 . ACCESSIBILITY OF TECHNOLOGY AND FACILITIES 
Pursuant 10 29 CFR § I 6 I 4,203(d)( 4 ), federal agencies afc required to mform applicants and employees of their rights 
under Section 508 of the Rehabil11a1ion Act ofl973 (29 U.S.C. ~ 794(b), concerning the access1bihty of agency 
technology, and the Architectural Barriers Act ofl968 (42 U.S.C. § 4151-4157). concerning the acccss1b1lity of 
agency faci lities. In addition. agencies arc required lo in form md1v1duals where to file complainls if other agencies arc 
responsible for a violation. 

I 

1. Please provide the internet address on the agency 's publ ic website for its notice explaining employees' and applicants ' rights under Section 508 of the 
Rehabilitation Act, including a description of how to lile a complaint, 

I Https://af.gov/about-the-iaf/legal-notices-and-reports/section-508 
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2. Plea$e provide the internet addrc"S on the ai.:ency'$ public web~ite for it$ notke explaining employees' and applicants' rights under the Architectural 
Barriers Act, includiny a description of how lo file a complaint. 

The ABA does not fall under the USGS Section 508 program. I have reached 
out to Admin and will pass along any information I obtain for a POC for that 
program. 

3. Describe lln)' program$, policit:5. or practices that the agency has undertaken, or plans on undc.rtaking over the next liscal year, designed to improve 
accessibility of agency facilities und/or technology. 

IAF leases offices space in National Place, a mixed public and govemment­
tenant building which complies with the accessibility requirements. We have no 
specific plans to adjust facilities or technology currently. 

C. REASONABLE ACCOMMODATION PROGRAM 
Pursuant to 29 C.F,R. § 1614.203(d)(3), ugencies must adopt, post on their public website, and make available to all 
job applicants and employees, rc11Sonable accommodation procedures. 

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

IN/A 

2. Describe the eITc:ctivenes-s of the policies, procedures, or practices to implement the ai.:ency's reasonable accommodation proilram, Some e11amples of 
an elTecllve program include timely processing requests, timely providing approved accommodations, conducting training for managers und supervisors, 
and monitoring accommodation requests for trends. 

!All RA requests are approved and implemented within a 30-day timeframe 

D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN THE 
WORKPLACE 
Pursuant to 29 CFR § 1614,203(11)(5), federal agencies, as an 11Spec1 of affirmative action, arc required to provide 
p::rsonal w istance services (PAS) to employees who need them because ofa targeted di$ability, unless doing so 
would impose an undue hardship on the agency. 

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

N/A 

Section VI: EEO Complaint and Findings Data 

A. EEO COMPLAINT DATA INVOLVING HARASSMENT 
I. During the last liscal year, did a higher percentage of PWD file a formal EEO complaint alleging harassment, as compared lo the government-wide 
average? 

Answer No 

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

Answer No 

J, If the agency had one or more findings of d1sc:nmma1Lon allej!mg harassment based on d1sab11ity status during the last fiscal year, please describe the 
corrective measures taken by the agency. 

NIA 

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION 
I. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alh:gmg failure to provide a reasonable accommodation, as 
compared 10 the: government-wide average? 

Answer No 

2. During the: last fiscal year, did any complaints nlkgin~ failure to providc rea$onablc n((ommodation result in a finding of discrimination or a scnlcment 
agreement'/ · 

Answer No 
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3. Ir the agency had one or more findings or discrimination involving the failure 10 provide a reasonable accommodation during the last fiscal year. pk-:isc 
describe the corrective measures taken by the agency. 

IN/A 

Section VII: Identification and Removal of Barriers 
Element D ofMD-715 requires agencies lo conduct a barrier analysis when a trigger suggests that a policy, procedure, 
or practice may be impeding the employment opponunitics of a protected EEO group. 

I 

I , Has the agency identtlicd any barriers (policies, procedures. and/or practices) that alTcct employment opponunitics for PWD and/or PWTD'! 

Answer No 

2. I las the agency established 11 plan to correct the barrier(s) involving PWD and/or PWTD'! 

Answer NIA 

3. ldenury each trigger and plan to remove the barrier(s), including the identified barricr(s), objective(s), responsible official(s), planned acttvith.~. aJ1d. 
where npplicabtc, accomplishments 

4. Please explain the foctor(s) that prevented the agency from timely completing any or the planned acuvilles. 

IN/A I 

5. For the planned activities that were completed, please dcscnbe the actual impact or those nctivitics toward climinating the barricr(s). 

IN/A I 

6. Ir the planned ac11vi11cs did not correct the lriggcr(s) and/or barricr(s), please describe how the agency intends to improve the plan for the next fl.5Cal 
year. 

IN/A 



r1nter-American Foundation 

Affirmative Action Plan 
for the Recruitment, Hiring, Advancement, and 

Retention of Persons with 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 I: Efforts to Reach Regulatory Goals 
EEOC regulations (29 CFR §/6/4.203{d)(7)) require agencies to establish specific: numerical goals for increasing the pal'ticipation 
of persons with disabilities and persons with largeted disabilities in the federal government 

I . Using the goal of 12% as the benchmark, does your agency have a trigger involving PWD by grade level cluster in the 
permanent workforce? lf"yes", describe the trigger(s) in the text box. 

a. Cluster GS- I to GS-IO (PWD) 

b. Cluster GS- I I lo SES (PWD) 

Answer Yes 

Answer Yes 

he percentage of PWD in the GS- I to GS-IO cluster was 0.0% in FY 18 which falls below the goal of 12%. The percentage o f 
PWD in the GS-I I to SES cluster was 7.89% in FY 18 which falls below the oat of 12% 

*For GS employees, please use two clusters: GS-I to GS- 10 and GS-I I 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-I I Step I in the Washington, DC 
metropolitan region. 

2. Using the goal of2% as the benchmark, does your agency have a trigger involving PWTD by grade level cluster in the 
permanent workforce? If"yes", describe the trigger(s) in the text box. 

a. Cluster GS- I to GS-10 (PWTD) 

b. Clusler GS-I I to SES (PWTD) 

Answer Yes 

Answer No 

he percentage of PWTD in the GS- I to GS- IO cluster was 0.0% in FY 18 which falls below the goal of 2%. The percentage of 
PWTD in the GS- I I to SES cluster was 5.26% in FY 18 which is above the oal of 2% 

Grade Level Clustcr(GS or Alternate Pay Total Reportable Disability Tar~eted Disability 
Planb) # # % # % 

Numarical Goal .. 12% 2% 

Grades GS-I to GS-10 I 0 o.oo 0 0.00 

Grades GS-I I to SES 36 3 8.33 2 5.56 

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

IFTE of 46 people and does not have numerical goals for staffing 

Section II: Model Disability Program 
Pursuant to 29 C.F.R. § 1614.203(d)( I), 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 has in place. 
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Inter-American Foundadon 

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

'FY2018 

l. I-las the 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 

NIA 

2. Identify all 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) 

Proccssing applications rrom PWD and PWTD 0 0 0 NIA 
NIA 
NIA 

Architcctural Barriers Act Compliance 0 0 0 NIA 
NIA 
NIA 

Special Emphasis Program ror PWD and 0 0 0 NIA 
PWTD NIA 

NfA 

Answering questions rrom the public about l 0 I) Jawann Smith 
hiring authorities that take disability into IIR Specialist 
account Jawannsmith@ibc.doi .gov 

Processing reasonable accommodation requests I 0 0 Felecia Ellis 
from applicants and employees Senior EEO Specialist 

Fellis@usgs.gov 

Section S08 Compliance I 0 0 D.J. Newman- Acting 
SOB Coordinator 
DJncwman@usgs.gov 

3. Has the agency provtded disability program staff w ith sufficient training to carry out their responsibilities during the 
reporting period? If "yes", describe the training that disability progrnm staff have received. lf"no", describe the training 
planned for the upcoming year. 

Answe, Yes 

[he Disability Program staff has received training from OPM via their website 

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM 

NIA 

I-las the agency provided sufficient funding and other resources to successfully implement the disability program during 
the reporting period? lf'•no", describe tile agency's plan to ensure all aspects of the djsability program have sufficient 
funding and other resources. 

Answer Ye.s 

Section III: Program Deficiencies In The Disability Program 



Brief Description or Program I C.4.c. I. Implement the Affinnative Action Plan for Individuals with OiSllbilities? [see 29 CFR § 1614.203(d); MD-715, 
Deficiency ll(C)) 

Brief Description or Program 10.4.n. Does the agency post its affirmative action plan on its public website'.' [see 29 CFR § 1614,203(d)(4)] If yes, 
Deficiency please provide the internet address m the comments, 

Section IV: Plan to Recruit and Hire Individuals with Disabilities 
Pursuant to 29 C.F.R. § 1614.203(d)(l)(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 
PWDandPWTD 

A. PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES 

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

IUse Schedule A and ICT AP Posting when vacancies are available 

2. Pursuant to 29 C.F.R. § l6l4.203(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 pennanent workforce 

IAF coordinates vacancy announcement postings with the Department of Disability Services tn DC, Workforce Recruitment 
Pro ram and the Com uter/Electronic Accommodations Pro ram 9CAP/mil 

3. When indiv iduals apply for a position under a hiring authority that takes disability into account (e.g., Schedule A), explain 
how the agency (I) detennines if 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, 

IAF hiring managers are encouraged to consider all available recruitment processes including through the Department of Disability 
Services in DC Workforce Recruitment Pro ram rior to ostin an vacancies 

4 . Has the agency provided training to all hiring managers on the use of hiring authorities that take disability into account 
(e.g., Schedule A)? lf"yes", describe the type(s) of training and frequency. lf"no", describe the agency's plan to provide 
this training. 

Answer Yes 

he COO is the sole hiring approver and has received training on a regular basis on the use of using Schedule A hiring authorities 
OPM 

B. PLAN TO ESTABLISH CONTACTS WITH 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. 

!Department of Disability Services in DC. Workforce Recruitment Program 

C. PROGRESSION TOW ARDS GOALS (RECRUITMENT AND HIRING) 
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NIA 

I. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among 
Che new hires in the pennanent workforce? lf"yes", please describe the triggers below. 

a . New Hires for Permanent Workforce (PWD) 

b. New Hires for Pennanent Workforce (PWTD) 

Reportable Disability 

Answer No 

Answer No 

Targeted Disability 

New Hires Total Permanent Temporary Permanent Temporary 
Workforce Workforce Workforce Workforce 

(#) (%) (%) (%) (%) 
% of Total 0 
Applicants 

% of Qualified 0 
Applicants 

% of New 1-lires 0 

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- critkal occupations (MCO)'! If "yes", please describe the triggers below. Se]ect "nla" if the applicant data 
is not available for your agency, and describe your plan to provide the data in the text box. 

a. New Hires for MCO (PWD) 

b. New Hires for MCO (PWTD) 

Answer No 

Answer No 

!NI A No new hires took place in FY -18 

New Hires to Reportable Disability Targetable Disability 

Mission-Critical Total Qualified 
Occupations Applicants New !!ires Qualified Applicants New Hires 

(#) (% ) (%) (%) (%) 

Numerical Goal -- 12% 2% 

NIA 

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-cd1ical occupations (MCO)? lf"yes", please describe the triggers below. Select "nla" if 
the applicant data is not available for you, agency, and describe your plan to provide the data in the text box. 

a. Qualified Applicants for MCO (PWD) 

b. Qualified Applicants for MCO (PWTD) 

Answer No 

Answer No 

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)? rf"yes" , please describe the triggers below. Select "n/a" ifthe 
applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a, Promotions for MCO (PWD) 

b. Promotions for MCO (PWTD) 

Answer No 

Answer No 
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Section V: Plan to Ensure Advancement Opportunities for Employees with 
Disabilities 
Pursuant to 29 C.F .R. § I 614.203(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. 

Uob announcements and professional opportunities are to provide to managers and this information is provided to PWD and PWTD 

B. CAREER DEVELOPMENT OPPORTUNITES 

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

!Leadership development program is provided to all employees which include PWD and PWTD 

NIA 

2. In the table below, please provide the data for career development opportunities that require competition and/or 
supervisory recommendation/ approval to participate. 

Total Participants PWD PWTD 
Career Development 

Applicants Applicants Opportunities 
Applicants (#) Selectees (#) (%) Selectees (%) (%) Selectees (% ) 

Fellowship Programs 0 0 0 0 0 0 

Other Career Development 0 0 0 0 0 0 
Programs 

Coaching Programs 0 0 0 0 0 0 

Internship Programs 0 0 0 0 0 0 

Detail Programs 0 0 0 0 0 0 

Mentoring Programs 0 0 0 0 0 0 

Training Programs 0 0 0 0 0 0 

3. Do triggers 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.) lf"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 data in the text box. 

a. Applicants (PWD) 

b. Selections (PWD) 

Answer No 

Answer No 

4. 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.) lf"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 
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plan to provide the data in the text box. 

a. Applicants (PWTD) 

b. Selections (PWTD) 

NIA 

Answer No 

Answer No 

C. AWARDS 

NIA 

I. Using the inclusion rate as the benchmark, does yom agency have a trigger involving PWD and/or PWTD for any level of 
the time-off awards, bonuses, or other incentives? lf"yes", please describe the trigger(s) in the text box. 

a. Awards, Bonuses, & Incentives (PWD) 

b. Awards, Bonuses, & lncenttves (PWTD) 

Reponablc 
Timc•Off Awards Tollll (#) Disability % 

Timc-OIT Awards· 1-9 hours : 0 0.00 
Total T1me--OIT Awards Given 

Time-Off Awards: 9+ hours : 0 0.00 
Total Timc-OJT Awards Given 

Rcponabk 
Cash Awards Tolal (#) Disabihty %, 

Wnhout Rcponablc 
Disability o/,. 

0.00 

000 

W11houl Reportable 
Disability 0/4 

Answer No 

Answer No 

Targeted Disability 
o/., 

0.00 

0,00 

Targclcd Disabilny 
% 

Wuhout Targc1ed 
Disability % 

0.00 

0,00 

Without Targclcd 
Disability ~. 

Cash Awards: SIOO . SSOO; Total 0 o.oo 0- 00 0,00 0.00 
Cash Award.~ Given 

Cash Awards: SS0l+; Total Cash 0 000 000 0.00 0,00 

NIA 

Awards Given 

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

a. Pay Increases (PWD) 

b. Pay Increases (PWTD) 

Rcponablc 
01hcr Awards Total(#) Disability % 

Quality Step lncrcilScs (QSI): 0 0.00 
Total QSls Awarded 

Performance Based Pay Increase 0 0.00 

Wi1hou1 Reportable 
Disability % 

0.00 

0.00 

Answer No 

Answer No 

Targeted Disability 
% 

0.00 

0.00 

Without Targeted 
Disability % 

0.00 

0.00 

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 is the inclusion rale.) lf .. yes", describe the 
employee recognilion program and retevanl data in the lext box, 

a. Other Types of Recognition (PWD) 

b. Other Types of Recognition (PWTD) 

Answer NIA 

Answer NIA 
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NIA 

D. PROMOTIONS 

NfA 

I. Does your agency have a trigger 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 seleclees.) For non-GS pay plans, please use the approximate senior grade levels. lf"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 data in the text box. 

a. SES 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

b. Grade GS-15 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

c. Grade GS-14 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

d. Grade GS-13 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

2. Does your agency have a trigger 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 data is not available for your agency, and 
describe your plan to provide the data in the text box. 

a. SES 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

b. Grade GS-15 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

c. Grade GS-14 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 
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NIA 

NIA 

NIA 

d. Grade GS-13 

i. Qualified Internal Applicants (PWTD) 

ii. lnternal Selections (PWTD) 

Answer No 

Answer No 

3. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWD among the new hires 
to the senior grade levels? For non-GS pay plans, please use the apprmdmate senior grade levels. lf"yes", describe the 
trigger(s) in the text box. Select "n/a" if the applicant data is nol available for your agency, and describe your plan to 
provide the data in the text box. 

a. New Hires to SES (PWD) 

b. New Hires to GS-15 (PWD) 

c. New Hires to GS-14 (PWD) 

d. New Hires to GS-13 (PWD) 

Answer No 

Answer No 

Answer No 

Answer No 

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. Jf"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 data in the text box. 

a. New Hires to SES (PWTD) 

b. New Hires to GS-15 (PWTD) 

c. New Hires to GS-14 (PWTD) 

d. New Hires to GS-13 (PWTD) 

Answer No 

Answer No 

Answer No 

Answer No 

5. Does your agency have a trigger 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.) lf"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 data in the text box. 

a. Executives 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

b. Managers 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

c. Supervisors 

Answer No 

Answer No 

Answer No 

Answer No 
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NIA 

NIA 

IA 

i. Qualified Internal Applicants (PWD) 

ii. Internal Selections (PWD) 

Answer No 

Answer No 

6. Does your agency have a trigger 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.) lf"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 data in the text box. 

a. Executives 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

b. Managers 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

c. Supervisors 

i. Qualified Internal Applicants (PWTD) 

ii. Internal Selections (PWTD) 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

Answer No 

7. Using the qualified applicant pool as the benchmark, does your agency have a trigger 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 data is 
not available for your agency, and describe your plan to provide the data in the text box. 

a. New Hires for Executives (PWD) 

b. New Hires for Managers (PWD) 

c. New Hires for Supervisors (PWD) 

Answer No 

Answer No 

Answer No 

8. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWTD among the 
selectees for new hires to supervisory positions? lf"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 data in the text box. 

a. New Hires for Executives (PWTD) 

b. New Hires for Managers (PWTD) 

c. New Hires for Supervisors (PWTD) 

Answer No 

Answer No 

Answer No 

Section VI: Plan to Improve Retention of Persons with Disabilities 
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To be model employer for persons with disabilities, ageflcies must have policies and programs in place to relain employees with 
disabilities. In this section, agencies should: ( I ) analyze workforce separation data to identify barriers retaining employees with 
dtsabilities; (2) describe efforts to ensure accessibility of technology and facilities; and (3) provide infonnation on the reasonable 
accommodation program and workplace assistance services. 

A, VOLUNTARY AND INVOLUNTARY SEPARATIONS 

I. In this reporting period,. did the agency convert all eligible Schedule A employees with a disability into the competitive 
service after two years ofsatisfoctory service (5 C.F.R, § 213.3 102(u)(6)(i))? lf"no", please explain why the agency did 
not conven all eligible Schedule A employees. 

Answer NIA 

NIA 

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and involuntary separations 
exceed that of persons without disabilities'! lf .. yes", describe the tr,gger below. 

NIA 

a.Voluntary Separations (PWD) 

b.Involuntary Separations (PWD) 

Sepe rations 

Pcnncnant Workforce 

Total Separation~ 

Voluntary Separations 

ln~·oluntary Separations 

Total # 

0 

0 

0 

0 

Answer No 

Answer No 

Wnhout Reportable 
Reportable Disab1litic~ o/e Disabihtics % 

000 

000 

000 

000 

000 

000 

000 

000 

3. Using the inclusion rate as the benchmark, did the percentage of PWTD among voluntary and involuntary separations 
e:itceed that of persons without targeted disabilities'! lf"yes", describe the trigger below. 

NIA 

a.Voluntary Separations (PWTD) 

b.Involuntary Separations (PWTD) 

Answer No 

Answer No 

Without Targeted Disabilities 
Sepcrations Total # Targeted D1sabdit1L'S % .. ,. 

Pcrmcnant Workforce 0 0.00 000 

Total Separations 0 0.00 000 

Voluntary Separations 0 0 ,00 000 

Involuntary Separations 0 0.00 000 

4. If a trigger exists involving the separation rate of PWD and/or PWTD, please explain why they lleft the agency using e:itit 
interview results and other data sources. 

NIA 

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES 
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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 a violation. 

I. 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. 

h-lttps://af.gov/about-the-iaf/legal-notices-and•reports/section-508 

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. 

he ABA does not fall under the USGS Section 508 program. I have reached out to Admin and will pass along any information I 
obtain for a POC for that ro ram. 

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. 

IAF leases offices space in National Place, a mixed public and government-tenant building which complies with the accessibility 
re uirements. We have nos ecific tans to ad"ust facilities or technolo current! . 

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. 

NIA 

I. 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.) 

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

IAII RA requests are approved and implemented within a 30-day timeframe 

D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN THE 
WORKPLACE 
P11rs11a/JI to 29 CFR §l6/4.203(d)(5).federal agencies, as an mpect ofaffirmalii'f! ,w1io11, are required lo provide personal 
assislam:e sen•ices (PAS) lo employees who need /hem because of a large led disabilif)', 1111/ess doing so would impose an 1111d11e 
hardship 011 11,e agency. 

NIA 

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. 
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Section VII: EEO Complaint and Findings Data 
A. EEO COMPLAINT DA TA INVOLVING HARASSMENT 

NIA 

I. During the last fiscal year, d id a higher percentage of PWD file a fonnal EEO complaint alleging 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 a finding 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 

NIA 

I. During the last fiscal year. did a higher percentage of PWD file a fonnal EEO complaint alleging failure 10 provide a 
reasonable 
accommodation, as compared to the govemmentTwide average'! 

Answer No 

2. During the last fiscal year, d id any complaints alleging failure lo provide reasonable accommodation result in a finding 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 accommodat ion 
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~7 I 5 require:, oge11d es to C'o11duct a barrier analysis when c, trigger suggests that a policy, procedure. or practice 
lllttV be impeding the employme/tl opport1111ilies ~r a protected EEO group. 

NIA 

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

Answer No 

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

Answer NIA 

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. 
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NIA 

NIA 

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

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