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EEOC FORM
715-01 U.5. Equal Employment Opportunity Commission

rARTF  FEDERAL AGENCY ANNUAL EEQO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

(Insert nome chave) {Insert of ficld title/serles/grade above)
Principal EEO
Director/Official for Inter-American Foundation

{Insert Agency/Component Name cbove)

The agency has conducted an annual seif-assessment of Section 717 and
Section 501 programs against the essential elements as prescribed by
EEOQ MD-715. If anessential element was not fully compliant with the
standards of EEOQ MD-715, a further evaluation was conducted and, as
appropriate, EEQ Plans for Attaining the Essential Elements of a Model
EEO Program, are included with this Federal Agency Annual EEOQ Program
Status Report.

The agency has dlso 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 certify that proper documentation of this assessment is in place and is
being maintained for EEQC review upon request,

Slignature of EEQ Director/Offic Date
Certifies }he_t thi€ Bederal %a Mw; with EEO MD-715,
| - YAV
Date

Slgnature of Agency Head or Agency Head Designes







EEOC FORM

U1.S. Equal Emplayment Opportunity Commission

T15-02 FEDERAL AGENGY ANNUAL
PART A-D EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018
PART A
Department 1. Agency 1. Inter-American Foundation
or Agency
Identifying

Information L.a

2nd level reporting component

2 Address 2. 1331 Pennsylvania Avenue, NW, Suite 1200 North
3 City, State, Zip Code 3. Washingion, DC 20004
4. Apency Code 5. FIPS code(s) 4. IF0Q 5.
PART B
Total 1. Enter total number of permanent full-time and part-time employees
Employment
2, Enter total number of temporary employees
3. TOTAL EMPLOYMENT [add lines B 1 through 2|
PART C Name Title

Agency Official(s) Responsible
For Oversight of EEO
Program(s)

Title Type

Head of Agency

Paloma Adams-Allen

President

Head of Agency Designee

Paul Zimmerman 1\1,.

General Counsel

Principal EEO Director/'Official

Regina Neal-Mujahid

US Geological Survey Chief of
Diversity and EEQ

Affirmative Employment Program Manager

John Szemraj

Affirmative Employment Program
Manager

Compluint Processing Program Manager

Kuldip Kang

Complaint Processing

Diversity & Inclusion Officer

John Szemraj

Diversity & Inclusion Officer

Hispanic Program Manager (SEPM)

Ulysees Galbert [1

Special Emphasis Program Manager

Women's Program Manager (SEPM)

Ulysees Gulbert 11

Special Emphasis Program Manager

Disability Program Manager (SEPM)

Fehicia Elhs

Disability Program Manager

with Disabilities)

Special Placement Program Coordinator (Individuals

Audrey Tsujita

Special Placement Program
Coordiinator

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

Comphiance Manager

Kuldip Kang

Compliance Manager

Principal MD-7135 Preparer

Preston Ford Jr

Management Analyst

Other EEQ Sulff

Joan Corley

EEO Speciabist
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EEOCFORM U.S. Equal Employment Opportunity Commission
~ 715-02 FEDERAL AGENCY ANNUAL
PART A-D EEO PROGRAM STATUS REFORT
I For period covering October 1, 2017 to Scptember 30, 2018
PARTD Subordinate Component and Location Country Agency Code
List of Subordinate Components Covered in (City/State)
This Report
EEOC FORMS and Documents Required Uploaded
Agency Strategic Plan Y Y
Alternative Dispute Resolution b 4 Y
Procedures
Anti-Harassment Policy and X Y
Procedures
EEQ Policy Statement Y Y
Organization Chart ¥ Y
Personal Assistance Services Y Y
Procedures
Reasonable Accommaodation 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
Resuits from most recent Federal N N
Employee Viewpoint Survey or
Annual Employee Survey
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EEOCFORM | U.S. Eqaal Employment Opportunity. Commission

715-02 ‘ FEDERAL AGENGY AN NUAL
PARTE.1l EEO PROGRAM STATUS REPORT f
Inter-American Foundation l For period covering October 1, 2017 to September 30, 2018 I

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.
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENGY ANNUAL
PARTE. EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018 I

EXECUTIVE SUMMARY: ESSENTIAL ELEMENT A-F

Essential 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 G is in 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.
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EEOC FORM U.S. Equal Emplayment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PARTE:2 EEQ PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to Scptember 30, 2018 I

EXECUTIVE SUMMARY: ESSENTIAL ELEMENT A-F

Essential Element F: Responsiveness and Legal Compliance

During FY 2018, there were no findings of discrimination at IAF.
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EEOC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART E3 EEQ PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to Scptember 30, 2018

EXECUTIVE SUMMARY: 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%)
racialfethnic Minorities and/or female. The JAF outsourced its Equal Employment Opportunity (EEQ) program and complaints
management function through an Inter-Agency Reimbursable Services Agreement with the Office of Diversity and Equal
Opportunity (DEQ), 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, DEC,
and the Program Managers served as the principal officials responsible for advising the |AF President concerning execution of
the EEQ program,

A comparison of the IAF's total warkforce to the Civilian Labor Force 2010 percent (CLF 2010) showed the organization
continued to be a very diverse workfarce. Again, the IAF continued to exceed the CLF 2010 benchmark participation rate for
Minarities. The total 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 21.74% 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, Blacl/African
American males/females, Asian females, Native Hawaiian or Other Pacific Islander males/females, American Indian or Alaska
Native females 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 [AF
workforce. The [argest concentration of permanent and temparary 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 JAF 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 IAF employees and job applicants on the IAF website. The Chief
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EEOC FORM U.S. Equal Employment Opportunity Commission
T15-02 EEDERAL AGENCY. ANNUAL
PARTES EEQ PROGRAM STATUS'REPORT S e Ly
Inter-American Foundation I For period covering October 1, 2017 to Scptember 30, 2018 I

EXECUTIVE SUMMARY: WORKFORCE ANALYSES

Operating Officer currently serves as the Selective Placement Coordinator for the employment of persons with disabilities.
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EEOC FORM
715-02
PARTE4

U.S. Equal Emp@ymen: Opportunity Commission
FEDERAL AGENCY ANNUAL
EEQ PROGRAM STATUS REFORT

Inter-American Foundation

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

EXECUTIVE SUMMARY: ACCOMPLISHMENTS

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 Bladek from EEQC to give an EEQ training on May 1, 2018.

During FY 2018, the IAF made several advancements toward A Mode! EEO Program and the following
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EEOC FORM . U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
_ PARTES EEQ PROGRAM STATUS REPORT
Inter-American Foundation l For period covering October 1, 2017 to September 30, 2018 I

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 v U.S. Equal Emplayment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART F EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

(Insert Name Above) (Inscrt official
title/series/grade above)

Principal EEO Dircctor'OfTicial for

(Insert Agency/Component Name above)

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

¢lements as preseribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEQ MD-715,a
Turther evaluation was conducted and, as appropriate, EEO Plans for Attaining the Essential Elements of a Model EEO
Program, are included wath this Federal Agency Annual EEQ 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 1s operating to disadvantage any group based on race, national origin,
gender or disability. EEO Plans to Eliminate Identified Barricrs, as appropniate. arc included with this Federal Agency Annual
EEO Program Status Report,

I certify that proper documentation of this assessment ts in place and is being maintained for EEOC review upon request.

Signature of Principal EEO Direclor/Official Date
Centilics that this Federal Agency Annual EEO Program Status Report is in compliance with

EEO MD-7(5.

Signature of Agency Head or Agency Head Designee Date

am the
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EEOCIFORM ' U.S. fqu_a'l Emplayment. Opportuuh} Commission
T15-02 i FEDERAL AGENCY ANNUAL
PARTG || oS Sty . EEQ PROGRAM STATUS REPORT
Inter-American Foundation l For period covering October 1, 2017 to September 30, 2018

Ageney Scll-Assessment Checklist

Essential Element: A Demonstrated Commitment From agency Leadership

= Compliance Measure Has For all unmet
Indicator Becen Met measures, provide
a
brief explanation
in
the space below or
A.l. The agency issues an effective, up-te-date EEO policy statement complete and
' Measures Yes No N/A i EEgg‘:l!"ORM
715-
01 PART H to the
agency’s status
report
A.la. Docs the agency annually 1ssue a signed and dated EEO policy statement on agency letterhead that X IAF Anti-
clearly communicates the agency's commitment to EEO for all employees and applicants? I “Yes", please Harassment
provide the annual issuance date in the comments column. [see MD-7135, 1l{A)] Policy September
18, 2018 IAF
Non-
Discrimination
Policy September
17,2018
9/18/2018
A.1Lb. Docs the EEO policy statement address all protecied bases (age, color, disability, sex (including X
pregnancy, sexual orientation and gender identity), genetic information, national origin, race, religion, and
reprisal) contained in the laws EEOC enforces? [see 29 CFR § 1614.101(a)] If the EEO policy statement covers
any additional bascs (¢.g., marital status, veteran status and political affiliation), please list them in the
comments column.

Page 9@




EEOG FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G 4 : o iy EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

Agency Sclf-Assessment Checklist

=t Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space below or
.l, A2, The agency has communicated EEO policies and procedures to all employecs, complete and
ra attach
Measures Yes No N/A an EEOC FORM
715-
01 PART H to the
agenacy's status
report
A.2.a. Does the agency disseminate the following policies and procedures to all employces | | |
A2 a . Anti-harassment policy? [see MD 715, II(A)] X | | |
A222 Reasonable accommodation procedures? [see 29 CFR § 1614 203(d)(3)] x | | |
A.2.b. Docs the agency prominently post the following information throughout the workplace and on its public
website:
A.2.b.1. The business contact information for its EEO Counselors, EEO OfMicers, Special Emphasis Program X Contact
Managers, and EEQ Director? [see 29 C.F.R § 1614.102(b)(7)) information
posted for the
contact at USGS
who provides
EEOC services
through an inter-
agency agreement
A.2.6.2. Wnitien materials concemming the EEO program, laws, policy statements, and the operation of the EEO X
complaint process? [see 29 CFR §1614.102(b)(5)]
A.2b.3. Reasonable accommeodation procedures? [see 29 CFR § 1614.203(d)3)(1)] If so, please provide the X hups://
internet address in the comments column. www.iafl gov/
legal-notices/
#reasonableaccom:
A 2.c. Does the agency inform its employees about the following topics: | I |
A 2.c.l. EEO complaint process? [see 29 CFR §§ 1614.102(a)(12) and 1614.102(b){5)] Il **yes™, please provide X Annually
how ofien and the means by which such training is delivered
A.2c2 ADR process? [see MD-110, Ch 3(11I)C)] If *yes™, please provide how ofien. | | |Annunlly
A.2.c.3. Reasonable accommodation program? [see 29 CFR § 1614.203(d)}T)0i)C)] IF *yes™, please provide Annually
how ofien.
A 2.c4. Anti-harassment program? [see EEOC Enlorcement Guidance on Vicarious Employer Liability for X Annually
Unlawlul Harassment by Supervisors (1999), § V.C.1] If “yes”, please provide how oflen
A.2.¢.5. Behaviors that are inappropriate in the workplace and could result in disciplinary action? [5 CFR X Annually
§2635 101(b}] IT*yes", please provide how ofien
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EEOGFORM U7.8. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART.G EEQ PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to Scptember 30, 2018

Agency Sclf-Asscssment Checklist

—p- Compliance

Mcasurc Has For all unmet
Indicator Been Met measures, provide
a
bricl explanation
in
the space below or
" A.3. The agency assesses and ensures EEO principles are part of its culture complete and
) attach
Measures Yes No N/A an EEOC FORM
715-
01 PART H to the
agency's status
report
A.3.a. Does the agency provide recogmtion to employees, supervisors, managers and units demonstrating X IAF policy allows
superior accomplishment in equal employment opportunity? [see 29 CFR § 1614.102(a}(9)] If *'yes”, provide for such
one or two examples in the commenis section. . recognition
A.3.b. Does the agency utilize the Federal Employee Viewpoint Survey or ather chimate assessment tools to X
monitor the perception of EEO principles within the workforce? [see 5 CFR Pant 250
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EEOC FORM U.S. Equal Employment Opportunity Commission
71502 FEDERAL AGENGY ANNUAL
PART G EEO PROGRAM STATUS REPORT

Inter-American Foundation

For period covering October 1, 2017 ta September 34, 2018

Ageney Sclf-Assessment Checklist

Essential Element: B Integration of EEOQ into the agency's Strategic Mission

Mceasure Has

For all unmet

Cumpliance .
Indicator Been Met measures, provide
a
bricf explanation
in
B. L. The reporting structure for the EEO program provides the principal EEO the space below or
" official with approprinte authority and resources 1o effectively carry out a camplete nnd
successful EEO program i attach
Measures Yes | No | NA | 0 EEOC FORM
715-
1 PART H to the
agency’s status
repart
B.La Isthe agency head the immediate supervisor of the person (*EEO Director™) who has day-1o-day control X  |EEO services
aver the EEOQ office? [see 29 CFR §1614.102(b)}{4)] provided through
an inter-agency
agreement with
USGS
B.|.al. If the EEO Director does not report to the agency head, does the EEO Director report to the same X |EEO scrvices
agency head designee as the mission-related programmatic offices? 11 *yes,” please provide the title of the provided through
agency head designee in the comments. an inler-agency
agreement with
USGS
B.1a2 Dous the agency’s orgamizational chart clearly define the reporting structure for the EEO office? [see 29 X |EEO services
CFR §1614.102{b){(4)}] provided through
an inter-agency
agreement wath
USGS
B.1.b. Do¢s the EEO Director have a regular and effective means of advising the agency head and other senior X Yes, both the
manapemcent officials of the effectiveness, eficiency and legal compliance of the agency’s EEO program? [see General Counsel
29 CFR §1614.102(c)(1), MD-7135 Instructions, Sec. (] and Chief
Operating Officer
are in daily
communication
with the President
and CEO.
B.1.c. Dusing this reporting period, did the EEOQ Director present 1o the head of the agency, and other senior X Yus, we have
management officials, the "State of the agency” bricfing covenng the six essential elements of the medel EEQ regular briefings
program and the status of the barrier analysis process? [see MD-7135 Instructions, Sec. [] If “yes™, please provide with USGS
the date ol the briefing in the comments column. regarding our
EEO program,
most recently in
Apnl 2018
B.1.d. Does the EEO Director regularly participate in senior-level staff meetings concermng persennel, budget, X |EEO services
echnology, and other workforce issues? {see MD-7135, [1(B)) provided through
an iler-agency
agreement wath
USGS
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U.S. Equal Employment Opportunity Commission

EEOG FORM
715-02

_ FEDERAL AGENGY ANNUAL
IPART G

EEQ PROGRAM STATUS REPORT

Inter-American Foundation I

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

Agency Sell-Assessment Checklist

Compliance
Indicator

B.2. The EEQ Director controls all aspects of the EEO program

Measures

Measure Has
Been Met

For all unmet
mensures, provide
a

Yes No

N/A

brief explanation
in

the space below or

complete and
attach
an EEOC FORM
715-

01 PART H to the

agency’s status

report

B.2.a. Is the EEO Director responsible for the implementation of a continuing affirmative employment program
to promote EEO and to identify and eliminate discniminatory policies, procedures, and practices? [see MD-110,
Ch. 1{IID(A); 29 CFR §1614.102(c)] If not, identify the office with this authority in the comments column.

Yes, through an
inter-agency
agreemeni with
USGS

B.2.b. Is the EEO Director responsible for overseeing the completion of EEO counseling? [see 29 CFR
§1614.102(c)4)]

Yes, through an
inter-agency
agreement with
USGS

B.2.c. Is the EEQ Director responsible for overseeing the fair and thorough investigation of EEOQ complaints?
[sec 29 CFR §1614.102(c)}5)] [This question may not be applicable for certain subordinate level components. ]

Yes, through an
inter-agency
agreement with
USGS.

B.2 d. Is the EEO Darector responsible for overseeing the imely issuance of final agency decisions? [see 29
CFR §1614.102(c)(5)] [Ts quesiion may not be applicable for certan subordinate level components.]

Yes, through an
inter-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 ¢ Is the EEO Director responsible for ensuring compliance with EEOC orders? [see 29 CFR §§
1614.102(c); (614.502]

Yes, through an
inler-agency
agreement with
USGS. The
General Counsel
also 1s responsible
for ensuring such
compliance.

B.2.f. Is the EEO Durector responsible for periodically evaluating the entire EEO program and providing
recommendations for improvement to the agency head? [see 29 CFR §1614.102{c)(2)]

Yes, through an
imler-agency
agreement with
USGS. The
General Counsel
would also review
and endorse such
recommendations

B 2.g If the agency has subordinate level components, does the EEO Director provide effective guidance and
coordination for the components? [see 29 CFR §§ 1614.102(¢)¥2); (c)}3)]

N/A
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENGY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to Scptember 30, 2018

Agency Sell-Asscssment Checklist

i 3 Compliance Measurc Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space below or
complete and
attach
an EEOC FORM
715-
{1 PART H to the
agency's status
report

B.3. The EEO Director and other EEO professional staff are involved in, and
‘ consulied on, management/personnel actions.
Measures Yes No N/A

B 3.a. Do EEO program efficials participate in agency mectings regarding workforce changes that might impact X EEQ services
EEQ sssues, including strategic planning, recruitment strategics, vacancy projections, succession planming, and provided through
selections for training/career development opportunities? [see MD-715, 1I(B)] an inler-agency
agreement with

USGS

B.3.b. Does the agency’s cutrent stralegic plan reference EEO / diversity and inclusion principles? [see X IAF's strat plan
MD-T135, IKB)] If"*yes”, please identify the EEO principles in the strategic plan in the comments column. 2018-2022
promoies
inclusion 1o
support grassroot
solutions for
social and
cconomic
challenges of
stakeholders.
Inclusion ts
wfused in the
culture of [AF.
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EEOC FORM| U1.S. Equal Employment Opportuntty Commission
715-02 FEDERAL AGENCY ANNUAL
_ PARTG _EEO PROGRAM STATUS REFORT
Inter-American Foundation For period covering October 1, 2017 to September 30, 2018
Agency Scil-Assessment Checklist
g Compliance Mecasure Has For all unmet
Indicator Been Met measurcs, provide
a
briel explanation
in
B.4. The agency has sufficient budget and staffing to support the success of its thespace helowor
complete and
" EEO program.
Measures Yes No N/A atiach
an EEOC FORM
715-
01 PART H to the
agency's status
report
B.4 a. Pursuant to 29 CFR §1614.102(a}( 1), has the agency allocated sufficient funding and qualified staffing 10
successfully implement the EEO program, {or the following areas
B.4 2. to conduct a self-assessment of the agency for possible program deficicneies? [see MD-713, 1I(D)] | X I ‘ |
B.4 a 10. 10 effectively manage its reasonable accommodation program? {see 29 CFR §1614.203(d)(4)(n)} | X I I I
B.4.all toensure timely and complete compliance with EEOC erders? [see MD-715, l1(E}] | X | | I
B.4.a2. 10 enable the agency 1o conduct o thorough barrier analysis of its workforce? [see MD-715, 1I{B)] | X I | |
B.4.2.3. 10 imely, thoroughly, and fairly process EEO complaints, including EEO counseling, investigations, X
final agency decisions, and legal sufTiciency reviews? [see 29 CFR §§ 1614.102(c)(5); 1614.105(b) — (),
MD-110, Ch. L(IV)}D) & 5(1V). MD-715, IKE)]
B.4.a 4. to provide all supervisors and employees with training on the EEO program, including but not limited 1o X
retaliation, harassment, religious accommodations, disability accommodations, the EEO complmm process, and
ADR? [see MD-715, Il{B) and 11{C)] [T not, please identify the type(s) of training with insufficient funding in
the comments column.
B.4.a.5. to conduct thorough, accurate, and effective field audits of the EEO programs in components and the X |NA
field offices, if applicable? [see 29 CFR §1614.102(c)(2)]
B 4.5.6. to publish and distnbute EEOQ materials (e.g. harassment policies, EEQ posters, reasonable X
accommodations procedures)? [see MD-715, 1I(B)]
B 4.5.7. to maintain accurate data collection and tracking systems for the following types of daia; complaint X
tracking, worklorce demographics, and apphcant flow data? [see MD-7135, 1I(E)] If not, please identify the
systems with insufficient funding in the comments section
B 4.2.8. 10 effectvely administer its special emphasis programs (such as, Federal Women's Program, Hispanic X
Employment Program, and People with Disabilities Program Manager)? {5 USC § 7201, 38 USC § 4214, 5 CFR
§ 720.204; 5 CFR § 213 3102(1) and (u); 5 CFR § 315.709]
B.4.2.9. to effectively manage 11s ant-harassment program? [see MD-715 Instructions, Sec. |; EEOC X
Enforcement Guidance on Vicarious Employer Liability for Unlaw(ul Harassment by Supervisors (1999), § V.C.
11
B.4.b. Does the EEO office have a budget that is separate from other offices within the agency? [see 29 CFR § X Under the
1614.102(a)(1)] Economy Act, the
{AF budgets a
separate amount
for obligations
under its inter-
agency agreement
with USGS.
B 4.c. Are the duties and responsibilities of EEO officials clearly defined? {see MD-110, Ch. I{III{A), 2(111), & X Yes, within USGS
6(110)}
B.4.d. Does the agency ensure that all new counselors and investigators, including contractors and collateral X
duty employevs, receive the required 32 hours of training, pursuant 1o Ch, 2(I1) (A) of MD-110?
B.4 ¢, Does the agency ensure that all expenenced counselors and investigators, including contractors and X
collateral duty employees, receive the required 8 hours of annual refresher training, pursuant to Ch. 2(I1}C) of
MD-110?
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EEOC FORM U.S. Equal Employment Oppanﬁnigv Coﬁsm-iss.’on
715-02 FEDERAL AGENCY ANNUAL
PART G EEQ PROGRAM STATUS REPORT ‘
Inter-American Foundation I For period covering October 1, 2017 to Scptember 30, 2018

Agency Scll-Assessment Checklist

- Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space helow or

B.5. The agency recruits, hires, develops, and retains supervisors and managers
Y ¢ S i o—— complete and
‘. who have effective managerial, communications, and interpersonal skills

’ attach
Measures Yes | No | NA | . EEOC FORM

715-
01 PART H to the
agency's status

report
B.5.a, Pursuant to 29 CFR §1614.102(a)(5), have all managers and supervisors received erientation, training,
and advice on their responsibilities under the following areas under the agency EEO program:
B.5.a.1. EEO complaint process? [see MD-7I5(11)(B)] | = | | |
B.5.22. Reasonable Accommodation Procedures? [see 29 CFR § 1614.102(d)(3)] | x | | |
B 5.a.3 Anu-harassment policy? [see MD-715(11)(8)] | X | | I
B.5.a.4. Supervisory. managerial, communication and interpersonal skills in order to supervise most effectively X
n a workplace with diverse employees and avoid disputes arising from ineffective communications?” [sce
MD-715, 11(B)]
B 5.a.5. ADR, with emphasis on the federal government’s interest in encouraging mutual resolution ol disputes X
and the benefits associated with utilizing ADR? [see MD-715(H)YE)]
= Compliance : Measure Has | For all unmect
Indientor Been Met measurcs, provide
. 1 ] a
bricl explanation
in
: the space helow or
' | B.6. The agency involves managers in the implementation of its EEQ program. | complete and
[ , attach
Measures Yes No N/A an EEOC FORM
715-
01 PART H to the
agency's status
report
B.6 a. Are senior managers involved in the implementation of Special Emphasis Programs? [see MD-715 X |NA
Instructions, Sec. []
B 6 b. Do scnior managers participate in the barricr analysis process” {scc MD-715 Instructions, Sec. [] | | I X IN-‘A
B 6.c. When barriers are identified, do senior managers assist in developing agency EEO action plans (Part 1, X |NA

Part J, or the Exccutive Summary)? [see MD-715 Instructions, Sec, 1]

B.6 d. Do senior managers successfully implement EEO Actien Plans and incorporate the EEQ Action Plan X [NA
Objectives into agency strategic plans? [29 CFR §1614.102(a)(5)]
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EEOCFORM | U.S. Equal Employment Opportunity Commission
715-02 | FEDERAL AGENGY ANNUAL )
PART G EEO BROGRAM STATUS REFORT
Inter-American Foundation I For period covering October 1, 2017 ta September 30, 2018
Agency Sell-Assessment Checklist
Essential Element: C Management and Program Accountability
‘ Compliance Measure Has For all unmet
Indicator Been Met measurcs, provide
a
brief explanation
in
the space below or
' C.l. The agency conducts regular internal audits of its component and field offices. complete and
’ nttach
Measures Yes No NiA an EEOC FORM
715-
01 PART H to the
agency's status
report
C.1.a. Does the ngency regularly assess its component and field offices for possible EEO program deficiencies? X | The IAF does not
[see 28 CFR §1614.102{c)(2)] If "yes”, please provide the schedule for conducting audits in the comments have component
section. or field offices
C.Lb. Does the agency regularly assess its component and field offices on their efTorts to remove barriers from X | The IAF does not
the workplace? {see 29 CFR §1614.102(c)(2)] If "yes™, please provide the schedule for conducting audits in the have component
comments section. er field offices
C.l.c. Do the component and field offices make reasonable efforts to comply with the recommendations of the X |The IAF does not
field audit? [see MD-715, 1I{C)] have component
or field offices
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EEOCFORM U.S. Equel Employment Opportunity Comemission
715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT

Inter-American Foundation I

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

Agency Self-Assessment Checklist

Measure Has

For all unmet

Compliance
Indicator Been Met measures, provide
a
brief explanation
in
C.2. The agency has established procedures to prevent all forms of EEO the smclc ‘b elo\(\l' e
" discrimination. cnm:t :'; :hn“
Measures Yes No N/A an EEOC FORM
715-
01 PART H te the
agency's status
report
C.2 a. Has the agency established comprehensive anti-harassment policy and procedures that comply with X
EEOC’s enforcememt guidance? [see MD-715, 11{C), Enforcement Guidance on Vicarious Employer Liability
for Unlawlul Harassment by Supervisors (Enforcement Guidance), EEOC No, 915,002, § V.C.1 {(June 18, 1999))
C.2 a.1. Does the anti-harassment policy require corrective action 1o prevent or eliminate conduct before 1t rises X
to the level of unlawful harassment? [see EEQC Enforcement Guidance on Vicarious Employer Liability for
Unlawful llarassment by Supervisors (1999), § V.C.1]
C.2a.2, 1as the agency established a firewall between the Anti-Harassment Coordinator and the EEQO Director? X All concerns
[see EEOC Report, Model EEO Program Must Have an Effective Anti-Harmssment Program (2006)] about harassment
are cvaluated and
processed by the
CO0's office
separately from
any processing by
the USGS.
C.2 2.3, Does the agency have a sepatate procedure (outside the EEO complaint process) to address harassment X
allegations? [see Enforcement Guidance on Vicarious Employer Liability for Unlaw{ul Harassment by
Supervisors (Enforcement Guidance), EEQOC No. 915.002, § V.C.| (June 18, 1999)]
C.2 a4, Daes the agency ensure that the EEO office informs the anti-harassment program ol all EEO counseling X
activity alleging harassment? [See Enforcement Guidance, V.C.]
C.2.a.5. Does the agency conduct a prompt inguiry (beginning within 10 days of notificanen} of all harassment X
allegations, including those minally raised in the EEO complaint process? [see Complainant v. Dep't of
Veterans Aflairs, EEOC Appeal No. 0120123232 (May 21, 2015), Complainant v. Dep’t of Defense (Delense
Commissary Agency), EEOC Appeal No. 0120130331 (May 29, 2015)] If “no™, please provide the pereentage
of timely-processed inquiries in the comments column
C.2 a.6. Do the agency’s training materials on its anti-harassment policy include cxamples of disability-based X
harassment? [see 29 CFR §1614.203(d)(2))
C.2.b. llas the agency established disability reasonable accommodation procedures that comply with EEOC”s X
regulations and guidance? [see 29 CFR §1614 203(d)(3))
C.2.b.1. Is there a designated agency official or other mechanism in place to coordinate or assist with processing X
requests Tor disability accommodauons throughout the agency? [see 20 CFR §1614 203(d)(3)(D))
C.2b.2 Has the agency established a firewall between the Reasonable Accommodation Program Manager and X Immediate
the EEO Director? [sce MD-110, Ch. L{IV}{A)] supervisors
coordinate with
the COO and
General Counsel
1n assessing and
providing
reasonable
accemmadations
as appropriale,
separate from
USGS
C.2b.3. Docs the agency ensurc that job applicants can request and receive reasonable accommeodations during X
the application and placement processes? [see 29 CFR §1614 203(d){) Xn){(BY
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EEOG FORMl U.S. Equal Employment Opportunigr Commission
T15-02 FEDERAIL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

Ageney Self-Assessment Cheeklist

C.2 b.4. Do the reasonable accommodation procedures clearly state that the agency should process the request X
within a maximum amount of time (e g., 20 business days), as established by the agency n its affirmative action

plan? [see 29 CFR §1614.203(d){3}1){M)]

C.2 b.5. Docs the agency process all initinl accommeodation requests, excluding ongoing interpretative services, X [NA
within the time frame sct forth in its reasonable accommeodation procedures? [see MD-715, 1I{C)] If “no”, please
provide the percentage of imely-processed requests, excluding ongoing interpretative services, in the comments
column

C.2.c. Has the agency established procedures for processing requests for personal assistance services that X
comply with EEOC's regulations, enforcement guidance, and other applicable executive orders, gmdance, and
standards? [see 29 CFR §1614.203(d)(6)]

C.2.c.1. Does the agency post its procedures for processing requests for Personal Assistance Services on its X Waiting for
public website? [sec 29 CFR §1614.203(d)(5)(v)] If “yes™, please provide the internet address in the comments internet address
column
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EEOC FORM U.S. Equal Emplaymem_Oppamm@ Commission
715-02 FEDERAL AGENGY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

Agency Scll-Assessment Checklist

== Compliance ‘ Measure Has For all unmet
Indicator | Been Met measures, provide
— a
I bricf explanation
” in

the space below or
complete and
attach
an EEOC FORM
715-
\ 01 PART H to the
agency's status
‘ report

C.3. The agency evaluates managers and supervisers on their efforts to ensure
' equal employment opportunity.
Measures Yes No N/A

C.3.a. Pursuant to 29 CFR §1614.102(a}(5), do all managers and supervisors have an element in their X
performance appraisal that evaluates their commitment to agency EEQ policies and principles and their
participation in the EEO program’?

C.3.b. Docs the agency require rating officials to evaluate the performance of managers and supervisors based
on the following activities:

C 3.b.1. Resolve EEQ problems/disagreements/conflicts, including the participanion tn ADR proceedings? [see X
MD-110, Ch. 3.1]

C.3b.2. Ensure full cooperation of employces under his/her supervision with EEO officials, such as counsclors X
and investigators? [see 29 CFR §1614.102(b}(6)]

C.3.1 3. Ensure a workplace that is [ree from all forms of discrimination. including harassment and retaliation” X
[see MD-715, IC)]

C.3.b 4. Ensure that subordinate supervisors have effective managerial, communication, and interpersonal skills X
1o supervise in a workplace with diverse employees” [see MD-7135 Instructions, Sec. 1]

C 3.b 5. Provide religious accommodations when such accommodations do nol cause an undue hardship? [see X
29 CFR §1614.102(a)(7)]

C.3.b 6. Provade disability accommedations when such accommodations de not cause an undue hardship? [ see X
29 CFR §1614.102(a)(8)]

C.3.b.7. Support the EEQ program m identifyng and removing barriers to equal opportunity?. [see MD-715, X
1(cy ;

C.3.b.8. Support the anti-harassment program in investigating and correcting harassing conduct?. [see X

Enforcement Guidance, V.C.2)

C 3.6.9. Comply with scitlement agreements and orders issued by the agency, EEOC, and EEO-related cases X
from the Mcrit Systems Protecuion Board, labor arbitrators, and the Federal Labor Relations Authority? [see
MD-715, I{C)]

C.3.c. Does the EEO Director recommend to the agency head improvements or corrections, imcluding remedial X
or disciplinary actions, for managers and supervisors who have failed in their EEO responsibilities” [sce 29 CFR
§1614.102(c)(2)]

C.3.d. When the EEO Director recommends remedial or disciplinary actions, are the recommendations regularly X
implemented by the agency? [see 29 CFR §1614.102(c)(2)
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EEQOCFORM U1.S. Equal Employment Opportunity Commission
T15-02 FEDERAL AGENCY ANNUAL
PARTG | EEO PROGRAM STATUS'REFORT
Inter-American Foundation l For period covering October 1, 2017 to September 30, 2018

Apency Self-Assessment Checklist

3 Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
C.4. The agency ensures effective coordination between its EEO program and the space below or
: ! cemplete and
‘.' Human Resources (HR) program.
Measures Yes No NiA atiuch
: an EEOC FORM
715-
01 PART H to the
agency's status
report

C.4.0. Do the HR Director and the EEO Director meet regularly to assess whether personnel programs, policies, X The COO is in

and procedures conform to EEOC laws, instructions, and management directives? [see 29 CFR §1614.102(a)(2)] communications
with USGS ot
least quarterly

C.4.b. Has the apency established timetables/schedules to review at regular intervals its merit promotion X

program, employee recognition awards program, emplayee development/training programs, and management/

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

program by all EEO groups? [sce MD-7135 Instructions, Sec, 1]

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

workforce, applicants, training programs, elc.) required 1o prepare the MD-715 workforce data tables? [see 29

CFR §51614.601(a)]

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

climate assessment surveys, and gnevance data), upon request? [see MD-T135, 1IHC)]

C.4 ¢ Pursuant to Section 11{C) of MD-715, does the EEQ office collaborate with the HR office to: I | I |

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

MD-715, IKC)]

C.4 e.2. Develop und/or conduct outreach and recruiting initiatives? [see MD-715, 1I{C)] X Yes - through
Schedule A and
other USG
recruiting
initiatives

C.4.¢ 3. Develop and/or provide training for managers and employees? [see MD-7135, 1I{C)] | X | | I

C.4.¢ 4. ldentify and remove barriers to equal oppottunity in the workplace? [see MD-715, II{C)] | X | | I

C.4.c.5. Assist in preparing the MD-715 repont? {see MD-713, 1K{C)] X EEO services
provided through

an inter-agency
agreement with
USGS and both
agenctes are in
frequent
commumcation
by email or phone
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EEOGFORM U.S. Equal Employment Opportunity Commission
T15-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I Faor period covering October 1, 2017 to September 30, 2018
Agency Self-Assessment Checklist
=T Compliance Measure Has For all unmet
Indicator Been Met measures, provide
. a
brief explanation
in
C.5. Following a finding of discnmination, the agency explores whether it should Khegie: Hekasar
complete and
‘.r take a disciphnary action,
Measures Yes No NiA | atiach
an EEOC FORM
715-
01 PART H to the
agencey's status
] report
C.5.a. Does the agency have a disciplinary pohcy and/or 1able of penalties that covers discriminatory conduct? X
[see 29 CFR §1614.102(a)(6),; see also Douglas v. Veterans Administration, 5 MSPR 280 (1951)]
C.5.b. When appropriate, does the agency discipline or sanction managers and employees lor disciminatory X No disciplined/
conduct? [see 29 CFR §1614.102(a)(6)] If *yes”, please state the number of disciplined/sanciioned individuals sanctioned
during this reporting period in the comments. individuals during
1his reporting
petiod
C.5.¢c Ifthe agency has a finding of discritnination {or setiles cases in which a finding was hkely), does the X
agency inform managers and supervisors about the discriminatory conduct (e.g., post mottem to discuss lessons
learned)? [see MD-715, 1(C)]
e Compliance Measure Has For all unmct
Indicator Been Met measures, provide
a
briel explanation
in
the space below or
" C.6. The EEO office advises managers/supervisors on EEO matters, complete and
, attach
Measures Yes No N'A | an EEOC FORM
715-
01 PART H to the
agency's status
report
C.6i.a. Does the EEO office provide management/supervisory officials with regular EEO updates on at least an X Yearly
annual basis, including EEQ complaints, workforce demographics and data summaries, legal updates, barrier
analysis plans, and special emphasis updates? [see MD-715 Instructions, Sce. 1] 16*yes™, please identify the
frequency of the EEQ updaies in the comments column
C.6.b. Are EEO ofTicials readily available to answer managers” and supervisors” questions or concerns? [sce X
MD-715 Instructions, Sec. 1}
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EEOCG FORM U.5: Equal-Emplayment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
__PARTG EEOQ EROGRAM STATUS REPORT
Inter-American Foundation I For peried covering October 1, 2017 to Scptember 30, 2018
Agency Self-Assessment Checklist
Essential Element: D Proactive Prevention
[ = Measure Has For all unmet
Compliance
Indicator Been Met measures, provide
n
brief explanation
in
D.1. The agency conducts a reasonable assessment to monitor progress towards thezsgnoe helowor
o : complete and
‘.' achieving equal employment opportunity throughout the year AitiEt
Measures Yes No N/A an EEOC FORM
715-
{#1 PART H to the
agency's status
report
D.l.2. Does the agency have a process for identifying triggers in the workplace? [sce MD-715 Instructions, Sec. X
1
D.L.b. Does the agency regularly use the following sources of information for trigger identification: workforce X The agency uses
data; complaint/gricvance data, exit surveys, employee climate surveys; focus groups; affinity groups; union; employee surveys
program cvaluations; special emphasis programs; and/or external special imerest groups? [see MD-715
Instructions, Scc. I]
D.1.c. Does the agency conduct exil interviews or surveys that include questions on how the agency could X
improve the recruitment, hiring, inclusion, retention and advancement of individuals with disabilities? [see 29
CFR §1614.203(d) DHan)(C)]
[~ 2 Compliance Measure Has For all unmet
Indicator Been Vet measures, provide
]
brief explanation
in
D.2. The agency idennfies areas where barriers may exclude EEO groups the space below or
2 complete and
"' (reasonable basis to act)
Measures Yes No N/A attach
an EEOC FORM
715-
01 PART H to the
agency's status
report
D 2.a. Does the agency have a process for analyzing the identified triggers to find possible barriers? [see X
MD-7135, (11)(B)]
D 2b. Does the agency regularly examine the impact of management/personnel policies, procedures, and X Penodically
practices by race, national onigin, sex, and disability? [see 29 CFR §1614.102(a)(3}]
D 2.c. Does the agency consider whether any group of employees or applicants might be negatively impacied X
prior 1o making human resource decisions, such as re-organizations and realignments? [see 29 CFR §1614.102(a)
(3)
D.2.d. Does the agency regularly review the following sources of information 1o find bamiers: complaint/ X Periodically
grievance data, exit surveys, employee chimate surveys, focus groups, affinity groups, union, program
evaluanons, anti-harassment program, special emphasis programs, and/or exiernal special interest groups? [see
MD-715 Instructions, Sec. 1]) I “yes”, please identily the data sources in the comments column
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EEQC FORM U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCGY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2417 to September 30, 2018

Agency Scll-Asscssment Checklist

=] Measure Has For all unmet
Compliance
Indicator Been Met measures, provide
a
bricl explanation
in
. the space below or
' D.3. The agency establishes appropriate action plans to remove identified barners. complete and
; attach
Measures Yes No NiA an EEOC FORM
715-
U1 PART H to the
agency's status
report
D.3 a. Docs the agency effectively tailor action plans o address the identified barniers, in particular policics, X
procedures, or practices? [see 29 CFR §1614.102(a)(3)]
D3 b If the agency identified one or more barriers duning the reporting penod, did the agency implement a plan X |NA
in Part [, including meeting the target dates for the planned activities? [see MD-715, 1KD)] |
D.3.c. Docs the agency periodically review the effectiveness of the plans? [see MD-7135, 11{D)] I X I I [
=S Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
D.4. The agency has an aflimmative action plan for people with disabilities, ‘h'::‘l::“i:':“::‘: or
" including those with targeted disabalities :E:tnch
Measures Yes No N/A on EEOC FORM
Ts-
01 PART H to the
agency's status
report
D.4.a. Docs the agency post uts affirmative action plan on its publsc website” [see 29 CFR §1614.203(d) (4] IT X
yus, please provide the internet address in the comments.
D.4.b. Does the agency take specific steps 1o ensure qualified people with disabilities are aware of and X '
encouraged to apply for job vacancies? [see 29 CFR §1614.203{d)(1)(1}]
D.4.c. Doves the agency ensure that disabality-related questions from members of the public are answered X
prump_ll_y and correctly? [see 29 C_FR_§ 1614.203(d) 1)O1(AN _
D.4.d. Has the agency taken specific steps that are reasonably designed to increase the number of persons with X
disabilitics or targeted disabilitics employed at the agency until it meets the goals? [sce 29 CFR §1614.203(d)X(7)
{u)]
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EEOC FORM U.S. Equai Employment Opportunity Commission
715-02 EEDERAL AGENGY ANNUAL
PART G : EEQ PROGRAM STATUSREPORT
Inter-American Foundation For period covering October 1, 2017 1o September 30, 2018

Agency Scll-Asscssment Checklist

Essential Element: E Efficiency

2= Comijilinies Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space below or

E.l. The agency maintains an efficient, fair, and imparial complaint resolution
" process. complete and

! ; attach
Measures Yes No N/A an EEOC FORM

715-
01 PART H to 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 |

E.1.b, Does the agency provide written notification of rights and responmibilities 1n the EEO process during the X
initial counseling session. pursuant 1o 29 CFR §1614.105(b)(1)?

E.l.c. Does the agency issue acknowledgment letters immediately upon receipt of o formal complaint, pursuant X
to MD-110, Ch. 5(1)?

E.l.d. Does the agency issue acceptance letters/dismissal decisions within a reasonable time (e g., 60 days) afler X 33 days
receipt of the written EEO Counselor report, pursuant to MD-110, Ch. 5(1)? If se, please provide the average
processing time in the comments

E.l.e. Does the agency ensure that all employees fully cooperate with EEQ counselors and EEQ personnel in the X
EEO process, including granting routine access to personnel records refated to an investigation, pursuant to 29
CFR §1614.102(b){(6)”

E \.f Does the agency timely complete investigations, pursuant to 29 CFR §1614.1087 | X | | |

E 1.g If the agency does not timely complete investigations, does the agency notify complainants of the date by X
which the investigation will be completed and of their right 10 request a hearing or file a lawsuit, pursuant to 29
CFR §1614.108(g)?

E.1.h. When the complainant did not request a hearing, does the agency timely issue the final agency decision, X
pursuant 1o 29 CFR §1614.1 10(b)?

E.L.i. Does the agency timely issue final actions following receipt of the heanng file and the administrative X
Jjudge’s decision, pursuant to 29 CFR §1614.1 10(a)?

E.lj. If the agency uses contractars to implement any stage of the EEO complaint process, does the agency hold X Menetary and
them accountable for poor work product andfor delays? [See MD-110, Ch. 5{V}A)] If “yes”, please describe Cancellation
how in the comments column. Penalty

E.Lk. If the agency uses employees 1o implement any stage of the EEO complaint process, does the agency hold X
them accountable for poor work product andfor delays dunng petformance review? [See MD-110, Ch. 5{V}A)]

E. LI Does the agency submit complaint files and other documents in the proper format to EEOC through the X
Federal Sector EEO Portal (FedSEP)? [See 29 CFR § 1614.403()]
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EEOC FORM

U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENGY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018
Agency Sclf-Assessment Checklist
[ CompHance Measurc Has For all unmet
Indicator Becn Mct measures, provide
a
bricf explanation
in
the space below or
' E.2. The agency has a neutral EEO process. complete and
’ attach
Measures Yes No N/A an EEOC FORM
715-
01 PART H to the
agency's siatus
report
E.2.a. Has the agency established a clear separation between its EEO complaint program and ns defensive X EEQ services
function? [sce MD-110, Ch. 1(1V)(D)] Il “yes”, please explain. provided through
an inter-agency
agreement with
USG5
E.2.b. When secking legal sufTiciency reviews, does the EEO office have access to sufficient [egal resources X The IAF conducts
separate frem the agency representative? [see MD-110, Ch. 1(IVY(D)] T *yes”, please wdentily the source! legal sufficiency
location of the attorney who conducts the legal sufliciency review in the comments column, review in
Washington, DC
E.2.¢. [Tthe EEO office relies on the agency's defensive function to conduct the legal sufficiency review, is X
there a firewall between the reviewing attomey and the agency representative? [sec MD-110, Ch. 1{IV)(D)]
E.2.d. Docs the agency ensure that its agency representative does not intrude upon EEO counseling, X
mvestigations, and final agency decisions? [see MD-110, Ch. I{IV){D)]
E.2e. [ applicable, are processing time {rames incorporated for the legal counsel’s sufficiency review for imely X EEO services
processing of complaints? [see EEOC Repont, Attaining a Model Agency Program: Efficiency (Dec, [, 2004)] provided through
an mter-agency
agreement with
USGS
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EEOCFORM | U.S. Equal Employmient Opportunity. Commission
715:02 FEDERAL AGENGY ANNUAL
PART G EEO FPROGRAM STATUS REPORT J et e N[
Inter-American Foundation I For period covering Qctober 1, 2017 to Scptember 30, 2018

Agency Sell-Assessment Checklist

- Compliance Measure Has For all unmet
Indicator Been Mot measures, provide
a
bricf explanation
in
E.3. The agency has established and encouraged the widespread use of a fair thz:']:‘aﬁ:ll;e:z‘; .
.' ahiernative dispute resolution (ADR) program. P
Measures Yes No N/A altgch
; an EEOC FORM
715-
01 PART H to the
agency's status
report
E.}.a. Has the agency established an ADR program for use duting both the pre-complaint and format complaint X EEO services
stages of the EEO process? [see 29 CFR §1614.102(b)(2)] provided through
an inter-agency
agreement with
USGS
E.3 b. Does the agency require managers and supervisors to participate in ADR once it has been offered? [see X
MD-715, ITIAX )
E.3.c. Does the Agency encourage all employees to use ADR, where ADR 15 appropnate? [See MD-114, Ch. X EEO services
30VICH] provided through

an inter-agency
agreement with

USGS
E.3.d. Does the agency ensure o management official with seitlemem authority is accessible during the dispute X EEO services
resolution process? [see MD-110, Ch. 3(11IYAX9)] provided through

an inter-agency
agreement with

USGS
E.3.e. Does the agency prohibat the responsible management official named in the dispute from having X
settlement authority? [see MD-110, Ch. 3(1}]
E.3.T, Does the agency annually evaluate the effectiveness of 1ts ADR program? [see MD-110, Ch. 3(IIXD)} X EEO services
provided through

an infer-agency
agreement with
USGS

Page 27




EEQG FORM U.S. Equal Emplayment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART G EEOQO PROGRAM STATUS REPORT
Inter-American Foundation I Fuor period covering October 1, 2017 to Scptember 30, 2018

Agency Self-Asscssmenat Checklist

| Compliance Measure Has For all unmet
Indicater Been Met | measures, provide
a
brief explanation
in
the space below or

E 4. The agency has effective and accurate daia collection systems 1n place to amplete and
" evaluate its EEO program. compleic an

‘ A aftach
Measugcs Yes | No | NA | EEOC FORM

715-
1 PART H to the
agency's status

_ _ | report
E.4 a. Docs the agency have systems in place to accurately collect, monitor, and analyze the following data: I I | |
E.4 a.l. Complaint activity, including the issues and bases of the complaints, the aggrieved indivaduals/ X
compluinants, and the involved management official? [see MD-7135, IE)]
E.4 .2, The race, national origin, sex, and disability status ol agency employees? [sce 29 CFR §1614 601{a)] | X I [ |
E 4 a3 Recruitment activiies? [see MD-7 15, 11(E)] I X I I |
E4 a4 Extermal and inteenal applicant flow data conceming the applicants” race, national engmn, sex, and X HR services
disabiliny status? [see MD-713, LI{E)] provided through
an inter-agency
agreement with
IBC; applicants
currently use
USAlobs 1o apply.
E.4 a 5. The processing of requests for reasonable accommodation? [29 CFR §1614.203(d)(4)) X EEO services and
| data collection
' provided through
an inler-agency
|agreement with
] ] ) |USGS and IBC
E a 6. The processing of complaints for the anti-harassment program? [see EEOC Enforcement Guidance on X ' EEO services and
Vicanous Employer Liability for Unlawful Harassment by Supervisors {1999), § V.C.2] I data collection
provided through
[an inter-agency
agreement with
USGS and IBC
E 4.b. Does the agency have a systiem in place to re-survey the workforce on a regular basis? [MD-715 X IAF participates
Instructions, Sec, 1] in the annual
Federal
Employees
Viewpoint Survey
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EEQOCFORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENGY ANNUAL
'PART G ! 24 EEO PROGRAM STATUS REPORT
Inter-American Foundation I For peried covering October 1, 2017 to Scptember 30, 2018

Agency Sell-Assessment Checklist

R Complisnce Mensure Has For all unmet
Indicator Been Met measures, provide
a
bricf explanation
in

E.5. The agency identifies and disseminates significant trends and best practices in the sp“clelbel“‘(‘; o
', its EEO program complete an

y attach
Measures Yes Neo N'A | 2n EEOC FORM

715
01 PART H to the
apgency's status

report
E.5.0. Does the agency moniter trends in its EEO program to determine whether the agency is meeting its X Monitoring
obligations under the statutes EEOC enforces? [see MD-7135, 1(E)] If “yes”, provide an example in the counseling
comments, reports, complaint
filings and No
Fear data reports
assist with
monitening trends
E.5.b. Dous the agency review other agencies” best practices and adopt them, where appropriate, to improve the X The IAF reviews
effectiveness of its EEO program? [see MD-T715, II(E)] If “yes”, provide an example in the comments. other agencies’
policies and

adopts and tailors
any information
that would be
useful to the IAF

E.5.c. Does the agency compare its performance in the EEO process to other federal agencies of similar size? X
[see MD-715, II(E}]
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EEQC FORM

U.S. Equal Employment Opportunity Commission

715-02 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018
Agency Self-Assessment Checklist
Essential Element. F Responsiveness and Legal Compliance
=y Compliance Measure Has | For all unmet
Indicator Been Met measures, provide
a
briel explanation
| in
F.L. The agency has processes in place to ensure umely and full cemphance with the sl]:‘ncle lhc;::\lr ar
3 EEOC orders and settlement agreements. w :[:ﬂea:h
Measures Yes No NA | on EEOC FORM
715-
01 PART H to the
agency's status
_ r_'cpnrt
F.L.a. Does the agency have a sysiem of management controls to ensure that its officials timely comply with X
EEOC orders/directives and final agency actions? [see 29 CFR §1614.102{¢), MD-715, 1I(F)]
F.1.b. Does the agency have a system of management controls to ensure the timely, accurate, and complete X
compliance with resolutions/setilement aErecmcnls" [see MD-715, I{F)]
F.l.c. Are there procedures in place 10 ensure the imely and predictable processing of ordered monctary reliet? X
[see MD-TLS, 1I(F}]
F.1.d. Are procedures in place to process other forms of ordered relicl prompily? [see MD-715, 1i(F)) X
F.1.e. When EEOC issues an order requining compliance by the agency, does the agency hold its comphiance X
officer{s) accountable for poor work product andfor delays duning performance review? [see MD-110, Ch. 9(1X)
(1ni
== Compliance Measure Has For all unmet
tndicator Been Met measures, provide
a
brief explanation
in
F.2. The agency complies with the law, including EEOC regulations, management the SP“‘:I":‘hclm; or
' |directives, orders, and other writien instructions cum:t :'a:ha"
Measures Yes No NiA an EEOC FORM
715-
01 PART H to the
agency’s status
report
F.2 a, Does the agency timely respend and fully comply with EEOC erders? [see 29 CFR §1614.502; MD-715, X
1(E}]
F.2 a.l. When a complainant requests a hearing, does the agency timely forward the investigative file to the X
appropriate EEOC hearing office? [see 29 CFR §1614.108(g)]
F.2 a.2. When there 1s a finding of discrimination that ts not the subject of an appeal by the agency, does the X
agency ensure timely compliance with the orders of reliel? [sec 29 CFR §1614.501]
F.2.a 3. When a complamant files an appeal, docs the agency timely forward the invesugative file 10 EEOCs X
Office of Federal Operations? [see 29 CFR §1614.403(e)]
F.2.a 4. Pursuant 1o 29 CFR §1614.502, does the agency promptly provide EEOC with the required X
documentation for completing comphance?
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EEOCFORM U.S. Equal Employment Opportunity Commission
T715-02 FEDERAL AGENGY ANNUAL
PART G EEQOPROGRAM STATUS REPORT
inter-American Foundation For period covering October 1, 2017 to September 30, 2018
Agpency Sclf-Assessment Checklist
- Compliance Measure Has For all unmet
Indicator Been Met measures, provide
a
brief explanation
in
the space helow or
'.' F.3. The agency reports to EEOC its program efforts and accomplishments. complete and
: attach
Measures Yes No N/A an EEOC FORM
715-
01 PART H to the
agency's status
report
F.3.a. Does the agency titnely submat 1o EEOC an accurate and complete No FEAR Act report? [Public Law X
107-174 (May 15, 2002), §203(a)]
F.3.b. Does the agency timely post on its public webpage its quanierly No FEAR Act data? [see 29 CFR X
§1614.703(d)}
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EEQOC FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

Plan to Attain Essential Elements

PART H.1
STATEMENT of
?S%EEI[%R{I?SL%:VINENT C.4.c.1. Implement the Affirmative Action Plan for Individuals with Disabilises? [see 29 CFR §1614.203(d), MD-715, 1IKC)]
DEFICIENCY:
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EEQG FORM U.S. Equal Employment Opportunity Commission
715-02 FEDERAL AGENGY ANNUAL
PARTH EEQ PROGRAMISTATUS REFPORT
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

Plan to Attain Essential Elements

PART H.2
STATEMENT of
MODEL PROGRAM D 4.8, Does the agency post 11s affirmative action plan on its public website? [see 29 CFR §1614.203(d){4)] If yes, please provide
ESSENTIAL ELEMENT the internet address in the commenis
DEFICIENCY

Page 33




EEQC FORM U.S. Equal Employment Opportunity Commission
715402 FEDERAL AGENCY ANNUAL
PARTH EEQ PROGRAM STATUS REPORT
Inter-American Foundation I For period covering October 1, 2017 to September 34, 2018

Plan to Attain Essential Elements

PART H.3
STATEMENT of
MODEL PROGRAM E 4.2.4. External and internal applicant flow data concerming the applicants’ race, national origin, sex, and disability status? [see
ESSENTIAL ELEMENT MD-715, IKE}]
DEFICIENCY:
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EEOC FORM U.S. Equal Emplayment Opportunity Commission
715-02 FEDERAL AGENGCY ANNUAL
PART 1 EEQ PROGRAM STATUS REPORT.
Inter-American Foundation I For period covering October 1, 2017 to September 30, 2018

Plan to Eliminate Identified Barricrs
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MD-715 - PartJ
Special Program Plan
for the Recruitment, Hiring, Advancement, and
Retention of Persons with Disabilitics

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.

Scction I: Efforts to Reach Regulatory Goals

EEOC regulations (29 CFR §1614 203(d) 7)) require agencies to establish specific numerical goals for increasing the
participation of persons with disabilities and persons with targeted disabiliies in the federal government

1. Using the goal of 12" as the benchmark, does your agency have a trigger invalving PWD by grade level cluster in the permanent worklorce? If*yes™,
describe the trigger(s) in the lext box,

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

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

The percentage of PWD in the GS-1 to GS-10 cluster 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 cmployees, pleasc use two clusters: GS-1 to GS-10 and GS-11 to SES, as set forth in 29 CF.R. § 1614.203(d)
(7). For all ather pay plans, please use the approximate grade clusters that are above or below GS-11 Step | in the
Washington, DC metropolitan region.

2. Using the goal of 2% as the benchmark, does your agency have a tngger involving PWTD by grade level cluster in the permanent werkforce? If “yes™,
describe the ingger(s) in the texi box.

a.Clusicr GS-1 10 G5-10 (PWTD) Answur Yes

b.Cluster GS-11 to SES (PWTD) 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. Descnbe how the agency has communicated the numerical goals (o the hartng managers and/or recruiters,

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

Section I1: Model Disability Program

Pursuant 1o 29 CF.R.§ 1614.203(d)(1). agencies must ensure sullicient staff, tramning and resources to recruit and hire
persons with disabilities and persons with targeted disabilities, administer the reasonable accommodation program and
spectal emphasis program, and oversee any other disability hiring and advancement program the agency has in place.

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

1. Elas the agency designated sulficient qualified personnel o implement its disability program during the reporting period? [F*no”, describe the
agency’s plan to improve the stafTing for the upcoming year,

Answer Yes

N/A

2. Identify all stafT responsible for implementing the agency's disability employment program by the office, staff employment status, and responsible
official.
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# of FTE Staff By Employment Siatus
Responsible Officaal (Name, Thtle,
Disability Program Task Full Time Part Time Collateral Duty Office Email)
Processing applications from PWD and PWTD 0 ¢ 0 N/A
N/A
N/A
Architectural Barriers Act Compliance 0 (] 0 N/A
N/A
N/A
Special Emphasis Progrom for PWD and PWTD 0 0 0 N/A
N/A
NA
Answering guestions from the public about 1 0 0 Jawann Smith
hiring authorities that take disability into HR Specialist
account Jawannsmith@ibe.doi.gov
Processing reasonable accommodation requests 1 0 0 Felecia Ellis
from applicants and employees Senior EEO Specialist
Fellisi@usys gov
Section 508 Compliance l 0 0 D.J. Newman- Acting
508 Coordinator
Dinewman@usgs gov

3. Has the agency provided disability program staff with sufficient training 1o carry out their responsibilities during the reporting penod? If “yes", describe
the traimng that disability program staff have receaved. If “no”, descnibe the traiming planned for the upcoming year,

Answer Yes

|The Disability Program staff has received training from OPM via their website |

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM

Has the agency provided sufficient funding and other resources 1o successfully implement the disability program
during the reporting period? If “no”, desenbe the agency’s plan to ensure all aspects of the disability program have
sufficient funding and other resources

Answer  Yes

IN/A

Scction I1I: Plan to Recruit and Hire Individuals with Disabilities

Pursuznt to 29 CF.R. §1614.203(d)(1)(1) and (1), agencics must estabhish a plan to increase the recruitment and laring
of individuals with disabilities. The questions below are designed to identify outcomes of the agency’s recruitment
program plan for PWD and PWTD

A. PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES

l.  Describe the programs and resources the agency uses fo identify job applicants with disabilities, including individuals with targeted disabilitics

|U5e Schedule A and ICTAP Posting when vacancies are available

2. Pursuant to 29 C F.R. §1614.203(a)(3), describe the agency’s use of hining authorities that take disability into account (e.g., Schedule A) 10 recruit PWD
and PWTD for positiions in the permanent workforce

[AF coordinates vacancy announcement postings with the Department of
Disability Services in DC, Workfarce Recruitment Program and the Computer/
Electronic Accommodations Program QCAP/mil)

3. When individuals apply for a position under a hinng authority that takes disability anto account {e.g., Schedule A), explain how the agency (1)
determines if the individual is eligible lor appointment under such authority; and, (2) forwards the individual's application 1o 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. as the agency provided traineng to all hiring managers on the use of hiring authorities that take disabality into account (e.g., Schedule A)? 1f“yes™,
describe the type(s) of traning and frequency. If *no”, describe the agency’s plan to provide this training,

Answer Yes
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The 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 orgamzations that assist PWD, including PWTD,
in sccuring and maintaining cmployment.

|Department of Disability Services in DC, Workforce Recruitment Program |

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

L. Using the goals of (2% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and‘or PWTD among the new hires in the
permanent workforce? If “yes”, please descnbe the triggers below.

a. Cluster GS-1 10 GS-10 ({PWTD) Answer No
b. Cluster GS-11 10 SES (PWTD) Answer  Ne
N/A

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires lor any of the mission-critical
occupations (MCO)? 1f"yes”, please descnbe the triggers below. Select “n/a™ il the applicant data is not available for your agency, and describe your plan
1o provide the data in the text box,

a. New Hires for MCO (PWD) Answer  No

b. New Hires for MCO (PWTD) Answer No

N/A No new hires took place in FY-18

3. Using the relevant applicant pool as the benchmark, do triggers exist fer PWD and/or PWTD among the qualified mternal applicants for any of the
misston-critical occupations (MCO)? If “yes”, please describe the tnggers below. Seleet *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. Qualified Applicants for MCO (PWD) Answer  No
b. Qualified Apphicants for MCO (PWTD) Answer  No
[nva

4. Using the qualificd applicant pool as the benchmark, do tnggers exist for PWD and/or PWTD among employees prometed to any of the mission-
critical occupations (MCO)? I *yes”, please describe the triggers below. Select “n/a” if the applicam data is not available for your agency, and descnbe
your plan to provide the data in the text box

a. Promotions for MCO (PWD) Answer No
b, Promotions for MCO (PWTD) Answer  No
N/A

Scction 1V: Plan to Ensure Advancement Opportunities for Employecs with Disabilities
Pursuant to 29 C.F.R. §1614.203(d)( 1)(in). agencies are required 10 provide sufficient advancement opportunities for
employees with disabilities. Such activitics might include speciahzed traming and mentening programs, carcer

development opporiunitics, awards programs, promotions, and simular programs that address advancement, In this

section, agencies should identily, and provide data on programs designed to ensure advancement opportunitics for

employees with disabilities.

A. ADVANCEMENT PROGRAM PLAN
Descnibe the agency's plan to ensure PWD, including PWTD, have sufficient epportunitics for advancement.

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

B. CAREER DEVELOPMENT OPPORTUNITES

L. Please descnbe the carcer development opportunities that the agency provides 10 uts employees.

Leadership development program is provided to all employees which include
PWD and PWTD
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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 Opportunities
Applicants (#) Selectees (#) Applicants (#) Selectees (#) Apphicants (#) Selectees (#)

Fellowship Programs ] 0 0 0 0 0
Other Career Development ¢ 0 0 0 1] 0]
Programs

Coachiny Programs 0 0 0 0 0 0
Internship Programs 0 0 0 ¢ 0 0
Detail Programs 0 0 0 (] 0 0
Mentoning Programs 0 0 0 0 0 0
Tmming[’ﬂmms 0 0 0 ¢ 0 0

3. Do tniggers exist for PWD among the applicanis and/or selectees for any of the career development programs? (The appropriste benchmacks are the
relevant applicant pool for the applicants and the applicant poo! for selectees.) I “yes", desenbe the trigger(s) in the text box. Select “n/fa” if the applicam
data 1s not available for your agency, and describe your plan to provide the data in the text box.

a_ Applicants (PWD) Answer No
b. Selections (PWD) Answer  No
NIA

4. Do tdggers exist for PWTD among the apphicants and/or seleciees for any of the career development programs? (The appropriate benchmarks are the
relevant applicant pool for the applicants and the applicant pool for selectees.) [f“yes™, describe the trigger(s) in the text box. Select “n/a” il the applicant
data is not avarlable for your agency, and descnbe your plan to provide the data in the text box.

a. Applicams (PWTD) Answer No
b. Selections (PWTD} Answer No
[NA

C. AWARDS

l.  Using the inclusion rate as the benchmark, does your agency have a trigger involving PWD and/or PWTD for any level of the time-ofT awards,
bonuses, or other incentives? 11 “yes”, please describe the tngger(s) in the text box.

a. Awards, Bonuses, & Incentives (PWD) Answer No
b. Awards, Bonuses, & [ncentives (PWTD) Answer No
N/A

2. Using the inclesion mate as the benchmark, docs your agency have a trigger invelving PWD andior PWTD for quality siep increases or performance-
based pay increases? I “yes”, please describe the trigger(s) in the text box.

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

3. Ifthe agency has other types of employee recogmition programs, are PWD andor PWTD recognized disproportionately less than employees without
disabilities? (The appropriate benchmark 15 the inclusion rate.) If “ves", describe the employee recognition program and relevant data in the text box.

a_ Other Types of Recognition (PWD) Answer  N/A
b. Other Types of Recogmition (PWTD) Answer  NA
[N/A

D. PROMOTIONS
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1. Does your agency have a trigger involving PWD among the quahified intemal applicants and/or selectees for promotions 1o the senior grade levels?
{The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant peol 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™ il the applicant data is not available
for your agency, and describe yeur plan to provide the data in the text box.

a. SES
1. Qualified Internal Applicants (PWD) Answer  No
it. Internal Selections (PWD) Answer  No

b. Grade GS-15

1. Qualified Intemal Applicants (PWD) Answer  No
ii. Intermal Selections (PWD) Answer  No
c. Grade GS-14

1. Qualified Internal Applicants (PWD) Answer  No
1. Internal Selections (PWD) Answer No

d. Grade GS-13

1. Qualified Internal Applicants (PWD) Answer No
1. Internal Selections (PWD) Answer  No
N/A

2. Does your agency have a tngger involving PWTD among the qualified intemmal applicants and/or selectees lor promotions 1o the senior grade levels?
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicanis and the qualified applicant pool for selectees.) For non-GS
pay plans, please use the approximate sentor grade levels. IT*yes”, desenbe the inigger(s) in the 1ext box. Select “n/a™ if the applicant data 1s not available
for your agency, and describe your plan to provade the data in the text box

a. SES
1. Qualified Intermal Applicants (PWTD) Answer  No
il. Internal Selections (PWTD) Answer No

b. Grade GS-15
1. Qualified Intemal Applicants (PWTD) Answer  No
1i. Internal Selections (PWTD) Answer No
c. Grade GS-14
1. Qualified Intemal Applicants (PWTD) Answer No
1L, Internal Selections (PWTD) Answer No

d. Grade GS-13

i. Qualificd Internal Applicams (PWTD) Answer No
ir. Internal Selections (PWTD) Answer  No
N/A

3. Using the quahficd applicant pool as the benchmark, does your agency have a trigger involving PWD among the new hires 1o the senior grade levels?
For non-GS pay plans, please use the approximate senior grade levels. [f*yes”, desenbe the tngger(s) in the text box. Select “n/a™ il the applicant data is
not avamlable for your agency, and describe your plan te provide the data in the ext box.

a. Now Hires to SES (PWD) Answer No
b. New Hires to GS-15 (PWD) Answer No
c. New lHires 10 GS-14 (PWD) Answer No
d. New Hires to GS-13 (PWD) Answer No
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N/A

4. Using the quolified applicant pool as the benchmark, does your ngency have a tngger involving PWTD among the new hires to the senior grade
levels? For non-GS pay plans, plcase use the approximate semior grade levels, 1T “yes”, describe the trigger(s) i the text box. Select *n/a” of 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) Answer No
b. New Hires 10 GS-15 (PWTD) Answer  No
¢. New Hires to GS-14 (PWTD) Answer No
d. New Hires to GS-13 (PWTD) Answer No
N/A

5. Does your agency have a tnigger involving PWD among the qualified internal applicants and/or selectees for promotions to supervisory positions?
(The appropriate benchmarks are the relevant applicant pool for qualificd internal applicants and the qualified apphicant pool lor selectees.) If “yes”,
describe the trigger(s) tn the text box. Select “n/a™ 1f the applicant data 15 not available for your agency, and describe your plan to provide the data in the
text box.

a.  Executives

1. Qualified Internal Applicants (PWD) Answer No
ii. Intemnal Selections (PWD) Answer No
b.  Managers

1. Qualified Intemnal Applicants (PWD}) Answer  No
1. Internal Selections (PWD) Answer No

c. Supervisors

1. Qualified Imemal Applicams (PWD) . Answer No
ii. lnternal Selections (PWD) Answer No
N/A

6, Does your agency have a trigger invelving PWTD amonyg the qualified internal applicants and/or selectees for promotions 1o supervisory positions?
(The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) 1f*“yes”,
describe the trigger(s) in the text box. Select “n/a™ 1" the applicant data is not avaddable for your agency, and describe your plan to provide the data in the
text box,

a. Executives
1. Qualified Intemnal Applicants (PWTD) Answer  No
it Internal Selections (PWTD) Answer  No
b.  Managers
1. Qualified Internal Applicants (PWTD) Answer  No
it. Internal Selections (PWTD) Answer No

¢. Supervisors

1. Qualified Intemal Applicants (PWTD) Answer  No
is. [nternal Selections (PWTD) Answer No
NIA

7. Using the qualified applicant poel as the benchmark, does your agency have a trigger involving PWD among the selectees for new hires 1o
supervisory positions” If “yes”, descnbe the tngger(s) in the text box. Select “n/a’ 1f the applicant data 1s not avaslable for your agency, and descnibe 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) Answer  No

¢. New Hires for Supervisors (PWD) Answer  No

N/A

8. Using the qualified applicant pool as the benchmark, does your agency have a trigger invelving PWTD among the seleciees for new hires to
supervisory positions? If “yes”, descnibe the trigger(s) in the text box. Select “n/a” il the applicant data is not available for your agency, and descnibe your
plan to provide the data in the text box.

a. New Hires lor Exceutives (PWTD) Answer  No
b. New Hires for Managers (PWTD) Answer No
¢. New Hires for Supervisors (PWTD) Answer  No
[nva

Scction V: Plan to Improve Retention of Persons with Disabilitics

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

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS

1. In this reperting period, did the agency convert all eligible Schedule A employees with a disabihty into the competitive service after two years of
satisfactery service (5 CFR § 213.3102(u)(6){i))7 If “no™, pleasc explain why the agency did not convert all eligible Schedule A employees.

Answer N/A

N/A

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and tnvoluntary separations exceed that of persons without
disabalities” If *yes”, deseribe the tngger below.

a.Voluntary Separations (PWD) Answer  No
b.Involuntary Separations (PWD) Answer No
N/A

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

a.Voluntary Scparanons (PWTD) Answer  No
b.lnvoluntary Separations (PWTD) Answer  No
[Nz |

4. If a tngger exists involving the separation rate of PWD and/or PWTD, plcase explmn why they (eft the agency using exit interview results and other
data sources.

[N |

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

Pursuant to 29 CFR §1614.203(d)4), federal agencics are required 1o inform applicants and employees of their rights
under Scction 508 of the Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concering the accessibility of agency
technology, and the Architectural Barmiers Act ol 1568 (42 US C. § 4151-4157), concerning the accessibility of
agency facilities. In addition, agencies are required to inform indiveduals where to file complaints if other agencies are
responsible for a vielation.

1. Please provide the internet address on the agency's public website for its notice explaining employees® and applicants® nights under Section 508 of the
Rehabiliation Act, including a description of how to [ile a complaint.

Hittps://af.gov/about-the-iafflegal-notices-and-reports/section-508
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2. Pleaze provide the mternct address on the agency’s public website for its notice explaining employees’ and opplicants’ nghts under the Architectural
Barriers Act, including a description of how to file a complaint.

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

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 factlities and/or technology.

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

C. REASONABLE ACCOMMODATION PROGRAM

Pursuant 10 28 C.F.R. § 1614.203(d)(3), agencies must adopt, poest on their public website, and make available to all
Jjob applicants and employees, reasonable accommodation procedures.

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

N/A

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

|AII 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(d)(5), federal agencics, as an aspect of afTirmative action, are required 10 provide
personal assisiance services (PAS) 10 employces who need them because of a targeted disability, unless doing so
would impose an undue hardship on the agency.

Descnibe 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
traming for managers and supervisors, and montoring PAS requests for trends.

[Nia

Scction VI: EEO Complaint and Findings Data
A. EEO COMPLAINT DATA INVOLVING HARASSMENT

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

Answer No

2. During the last fiscal year, did any complaints alleging harassment based on disability status result in 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 disabality status during the last fiscal year, please describe the
corrective measures token by the agency

IN/A |

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging filure o provide a reasonable accommodation, os
compared 1o the government-wide average?

Answer No

2. During the last fiscal year, did any complaints alleging fmlure 1o provide reazonable accommodation result 1n a finding ol discrimination or a setilement
agreement”

Answer No
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3. IT the agency had one or more findings of discimination involving the failure 1o provide o reasonable accommodation during the last fiscal year, please
describe the corrective measures taken by the agency.

[N/A

Section VII: Identification and Removal of Barriers

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

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

Answer No

2. [as the agency established a plan to correct the barrier(s) mvolving PWD andfer PWTD?

Answer N/A

3. ldennsfy each trigger and plan 10 remove the barmier(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.

[Nia |

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

InvA |

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

[nia |
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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),
EEOQC 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 agencies lo establish specific numerical goals for increasing the participation
of persons with disabilities and persons with targeted disabilities in the federal governinent

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

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

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

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

2. Using the goal of 2% 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-1 to GS-10 (PWTD) Answer Yes
b. Cluster GS-11 to SES (PWTD) 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%

Grade Level Cluster(GS or Alternate Pay Total Reportable Disability Targeted Disability
Planb) 4 # | % # | %
Numarical Goal -- 12% 2%
Grades GS-1 to GS-10 ' | 0 0.00 0 0.00
Grades GS-11 to SES 36 3 8.33 2 3.56

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

[FTE of 46 people and does nof have numerical goals for staffing ]

Section II: Model Disability Program

Pursuant to 29 C.F.R. § 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire persons with
disabilities and persons with targeted disabilities, administer the reasonable accommodation program and special emphasis program,
and oversee any other disability hiring and advancement program the agency has in place.
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A. PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY
PROGRAM

1. Has 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

IN/A ]

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
Dizability Program Task | (Name, Title, Office
‘ Full Time Part Time Collateral Duty Email)
Processing applications from PWD and PWTD 0 0 0 N/A
N'A
. BLA
Architeciural Barriers Act Compliance 1] ! 0 0 N/A
N/A
| : | NA
|Special Emphasis Program for PWD and 0 i 0 IN‘A
|rwTD [nvA
S -- Kk | N/A
Answening questions from the public abow | ] 0 Jawann Smith
hiring authoritics that take disability into HR Specialist
account i Jawannsmith@ibc.doi.gov
Processing reasonable accommodation requests 1 0 0 Felecia Ellis
[rom applicants and cmployces Senior EEO Specialist
Fellis@usgs.gov
Section 508 Compliance I 0 0 D.J. Newman- Acting
508 Coordinator
P DJnewmani@usgs. gov

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

Answer Yes

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

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM
HHas the agency provided sufficient funding and other resources to successfully implement the disability program during
the reporting period? If “no”, describe the agency’s plan to ensure all aspects of the disability program have sufficient
funding and other resources.

Answer Yes

N

Section III: Program Deficiencies In The Disability Program
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C.4.e.l, Implement the Affirmatve Action Plan for Individuals with Disabilities? [see 29 CFR §1614.203(d); MD-715,
INC)]

Brief Description of Program
Deficiency

D.4.a. Does the agency post its affirmative action plan on its public website? [see 29 CFR §1614.203(d)(4)] IF yes,
please provide the internet address in the comments.

Bricf Description of Program
Deficiency

Section I'V: Plan to Recruit and Hire Individuals with Disabilities

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

A.PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES

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

|Use Schedule A and ICTAP Posting when vacancies are available |

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

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 authority that takes disability into account (e.g., Schedule A), explain
how the agency (1) determines 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 Depariment of Disability
Services in DC, Workforce Recruitment Program, prior to posting anv vacancies 7

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)? If “yes”, describe the type(s) of training and frequency. If “no™, describe the agency’s plan to provide
this training.

Answer Yes

The 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 TOWARDS GOALS (RECRUITMENT AND HIRING)

Page 3



Inter-American Foundation FY 2018

I. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among
the new hires in the permanent workforce? I1f “yes™, please deseribe the trigpers below.

a. New lires for Permanent Workforce (PWD) Answer No

b. New Hires for Permanent Workforce (PWTD) Answer No

IN/A ]

‘ Reportable Disability Targeted Disability

New Hires Total Permanent Temporary Permanent Temporary

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

% of Total 0

Applicants . _

% of Qualified 0

Applicants

1% of New Hires 1]

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

a. New Hires for MCO (PWD) Answer No
b. New Hires for MCO (PWTD) Answer No

[N/A No new hires took place in FY-18

Waw Hiree o Reportable Disability Targetable Disability
Mission-Critical Total Qualified
Occupations Applicanis New [lires Qualified Applicants New Hires
(#) (%) ) ) (A
Numerical Goal - 12% 2%

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

a. Qualified Applicants for MCO (PWD) Answer No
b. Qualified Applicants for MCO (PWTD) Answer No

[NA |

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

a. Promotions for MCO (PWD) Answer No
b. Promotions for MCO (PWTD) Answer No
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[hoza i

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

Pursuant to 29 C.F.R. §1614.203(d)(1)(ii), 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

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 - 7
Opportunities i Applicants _ Appllganls :
Applicants (#)| Selectees (#) (%) Selectees (%) (%) Selectees (%5)
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.) 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. Applicants (PWD) Answer No
b. Selections (PWD} Answer No

N/A ' |

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.) 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
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plan to provide the data in the text box.

a. Applicants (PWTD)

b. Selections (PWTD)

Answer No

Answer No

FY 2018

C. AWARDS

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

a. Awards, Bonuses, & Incentives (PWD)

b. Awards, Bonuses, & Incentives (PWTD)

Answer No

Answer No

Reportable Without Reportable | Targeted Disabality | Withowt Targeted
Time-Off Awards Toul (#) Disability % Disability % b Disability %
Time-Off Awards® 1-9 hours : 1] 0.00 0.00 0.00 0.00
Total Time-OIT Awards Given
Time-Off Awards: 9+ hours : 1} 0.00 ¢00 0.00 0.00
Total Time-OIT Awards Given
Reporntable Without Reportable | Targeted Disabilty | Without Targeted
Cash Awards Total (#) Disability Dizability % %% Disabnlity %
Cash Awards: $100 - $500: Total 0 0.00 000 0.00 0.00
Cash Awards Given
Cash Awards: 5501+ Total Cash 0 .00 ¢.00 0.00 0.00

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? If “yes”, please describe the trigger(s) in the text box.

a. Pay Increases (FWD)

b. Pay Increases (PWTD)

Answer No

Answer No

[N/A

Reportable Without Reportable | Targeted Disability | Without Targeted
Other Awards Total (#) Disability % Disability % % Disability %
Quality Step Increases (QSI): 0 0.00 0.00 0.00 0.00
Total QSls Awarded
Performance Based Pay Increase 0 0.00 0.00 0.00 0.00

3. Ifthe 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 rate.) If “yes”, describe the
employee recognition program and relevant data in the text box.

a. Other Types of Recognition (PWD)

b. Other Types of Recognition (PWTD)

Answer N/A

Answer N/A
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7 |
D. PROMOTIONS
1. 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 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
1. Qualified Internal Applicants (PWD) Answer No
ii. Internal Selections (PWD) Answer No
b. Grade GS-i5
i. Qualified Internal Applicants (PWD) Answer No
il. Internal Selections (PWD) Answer No
¢. Grade GS-14
i. Qualified Internal Applicants (PWD) Answer No
ii. Internal Selections (PWD) Answer No
d. Grade GS-13
1. Qualified Internal Applicants (PWD) Answer No
ii. Internal Selections (PWD) Answer No
A |
2

P

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)
il. 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

Answer

Answer

Answer

Answer

Answer

No
No

No
No

No
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d. Grade GS-13

1. Qualified Internal Applicants (PWTD) Answer No
ii. Internal Selections (PWTD) Answer No
[nva |
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 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. New Hires to SES (PWD) Answer No
b. New Hires to GS-15 (PWD) Answer No
¢. New [ires to GS-14 (PWD) Answer No
d. New Hires to GS-13 (PWD) Answer No
INiA [
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 prade 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. New Hires to SES (PWTD) Answer No
b. New Hires to GS-15 (PWTD) Answer No
¢. New Hires to GS-14 (PWTD) Answer No
d. New Hires to GS-13 (PWTD) Answer No
A |

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

a. Executives

1. Qualified Internal Applicants (PWD) Answer No

ii: Internal Selections (PWD) Answer No
b. Managers

i. Qualified Internal Applicants (PWD) Answer No

ii. Internal Selections (PWD) Answer No

c. Supervisors
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i. Qualified Internal Applicants (PWD) Answer No

ii. Internal Selections (PWD) Answer No

(N/A |

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.) 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, Executives

i. Qualified Internal Applicants (PWTD) Answer No

ii. Internal Selections (PWTD) Answer No
b. Managers

i. Qualified Internal Applicants (PWTD) Answer No

ii. Internal Selections (PWTD) Answer No

¢. Supervisors
i. Qualified Internal Applicants (PWTD) Answer No

ii. Internal Selections (PWTD) Answer No

[N/A ]

7. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWD among the selectees
for new hires (o 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) Answer No
b. New Hires for Managers (PWD) Answer No
¢. New Hires for Supervisors (PWD) Answer No

/A

8. Using the qualified applicant pool as the benchmark, does your agency have a trigget involving PWTD among the
selectees for new hires to supetvisory positions? I “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) Answer No
b. New Hires for Managers (PWTD) Answer No
¢. New [lires for Supervisors (PWTD) Answer No

/A ]

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

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS

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

Answer N/A
vA
2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and involuntary separations
exceed that of persons without disabiiities? If “yes”, describe the trigger below.
a.Voluntary Separations (PWD) Answer No
b.Involuntary Separations (PWD) Answer No
N/A
Without Reportable
Seperations Total # Reportable Disabilitics e Disabilitics %o
Permenant Workforce 0 0.00 000
Tolal Separations 0 000 000
Voluntary Separations 0 0.00 000
Involumary Scparations 0 0.00 0.00

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

a.Voluntary Separations (PWTD) Answer No
b.Involuntary Separations (PWTD) Answer No
/A
Without Targeted Disabilities
Seperations Total # Targeted Disabilities %o %
Permenant Workforce 1] 0.00 000
Total Separations 0 0.00 000
Voluntary Separations 0 0.00 0.00
Involuntary Separations 0 0.00 000

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

(N/A |

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.S5.C. § 794(b), concerning the accessibility of agency technology, and the Architectural
Barriers Act of 1968 (42 U.S.C. § 4151-4157), conceming 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.

|I~l ttps:/‘af.sov/about-the-iaf/lepal-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.

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

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
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), agencies must adopt, post on their public website, and make available to all job applicants
and employees, reasonable accommeodation procedures,

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

[N/A |

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

|Al| RA requests are approved and implemented within a 30-dav timeframe |

D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN THE
WORKPLACE

Pursuant to 29 CFR §1614.203(d)(5), federal agencies, as an aspect of affirmative action, are required to provide personal
assistance services (PAS) to emplayees who need them because of a targeted disability, unless doing so would impose an undue
hardship on the agency.

Describe the effectiveness of the policies, procedures, or practices 1o implement the PAS requirement. Some examples of
an effective program include timely processing requests for PAS, timely providing approved services, conducting training
for managers and supervisors, and monitoring PAS requests for trends,

[n/A |
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Section VII: EEO Complaint and Findings Data
A. EEO COMPLAINT DATA INVOLVING HARASSMENT

1. During the last fiscal year, did a higher percentage of PWD file a formal 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. Ifthe 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.

/A |

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

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

Answer No

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

Answer No

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

[N/A |

Section VIII: Identification and Removal of Barriers

Element D of MD-7135 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure, or practice
may be impeding the employment apportunities of a protected EEO group.

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

Answer No

)

Ias the agency established a plan to correct the barrier(s) involving PWD and/or PWTD?
Answer N/A

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

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

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

NA

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

[N/a |
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