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Guard
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
EEOC regulations (29 C.F.R. § 1614.203(e)) and MD-715 require agencies to describe ho
mmprove the recruitment, hiring, advancement, and retention of applicants and emplo

Section I: Efforts to Reach Regulatory Goals

EEOC regulations (290 CFR §1614.203(d)(7)) require agencies to e
of persons with disabilities and persons with targeted disabiliti

disabilities (PWTD),
e action plan will

Is for increasing the participation

1. Using the goal of 12% as the benchmark, does mvolving PWD by grade level cluster in the

permanent workforce? If “ves”, describe th

a. Cluster G5-1 to G3-10( Answer No

b. Cluster G3-11 Answer No

represented. Currently about 10.66% of the overall agency that identifies with having
earwhich is close to the 12% goal. There are no barriers identified in the GS level as
disabilities at mast levels. Our overall reportable disability numbers slightly decreased this

Disability data at a glan
a disability which slig|
there are emplayee

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 “ves”, describe the trigger(s) in the text box.

a. Cluster GS-1 to GS-10 (FWTD) Answer No
b. Cluster GS-11 to SES (PWTD) Answer  No

The agency slightly decreased in employees who identify as having a Targeted Disability (TD) from .67% to .42% which 1s a trend
experience due to a very small number of employees who report as having a targeted disability. The agency continues to provide
transparency on TD reporting and hopefully that will lead to a reduction in stigma, and more will report, or we will be able to hire
more employees with TD. Uniform requirements for service members continue to be an area where there 1s stigma to report due to
the fear of losing military membership for not being able to meet a condition of employment. We continue to educate staff about the
anonymity of reporting this data.

Grade Level Cluster{GS or Alternate Pay Total Reportable Disability Targeted Disability
Planb) # # | % # | %
MNumarical Goal - 12% 2%

Grades GS-11 to SES
Grades GS-1 to GS-10

3. Describe how the agency has communicated the numerical goals to the hiring managers and/or recruiters.
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The agency communicated numerical goals in a few ways. First, we show this data via training on Reasonable Accommodation.
The training highlights the importance of the Government's role in being a leader among all sectors in hiring and retaining PWD
and PWTD. Second, we send out email correspondence explaining reporting of disabilities and attempt to debunk the myth that the
agency wants to know who has what disability in order to have cause for removal. There has been more education to staff regarding
what a disability is and encouraging any employee who are a PWD or a PWTD to report. The EEO Manager has contact with
directorates, managers, and staff on disability matters and 1s charged with explaining disabilities and the agencies non-retaliatory
stance if one identifies a disability. We do educate dual status individuals of a potential of separation that could result if a disability
renders them incapable of performing their essential job functions that affect their military status ultimately rendering them
incapable to wear the uniform. This education explains the condition of employment militarily and military disability could result in
loss of military membership. Loss of military membership would mean they are no longer qualified to hold their job because it is a
federal requirement. This would be a unique case, as there 1s no one size fits all with a disability. Primary means of communication
are through Professional Development, educational emails, group training, and individual training,

Section II: Model Disability Program

Pursuant to 29 CFR. § 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 accommaodation program and special 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. 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 vyear.

Answer Yes

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 (Name, Title,
Full Time Part Time Collateral Duty Office Email)

Architectural Barriers Act Compliance 1 0 0 Robert Roehrich, SEEM,
robert.d.roehrich.civi@army.mil

Disability Program Task

Processing reasonable accommodation requests 2 0] 0 Robert Roehrich, SEEM,
from applicants and employees robert.d.roehrich.civi@army.mil
Kevin Buck, Occupational Health

Nurse, State Surgeon's Office,
Kevin k buck.civi@army.mil

Processing applications from PWD and FWTD 2 0 0 Katrina Mickelsen, HR Specialist,
HRO,
katrina.a.mickelsen.civi@army.mil
Robert Roehrich, SEEM,
robert.d.roehrich. civi@army.mil

Answering questions from the public about 2 0 0 Katrina Mickelsen, HR Specialist,
hiring anthorities that take disability into HRO,
account katrina.a.mickelsen.civi@army.mil

Robert Roghrich, SEEM,
robert.d.roehrich.civ{@army mil
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Disability Program Task # of FTE Staff By Employment Status Responsible Official (Name, Title,
Full Time Part Time Collateral Duty Office Email)
Section 508 Compliance 1 0 0 Robert Roehrich, SEEM,
robert.d.roehrich.civi@army.mil
Special Emphasis Program for PWD and 1 0 0 RobertRoehrich, SEEM,
PWTD robert d roehrich.civ@army.mil

3. Has the agency provided disability program staff with sufficient traifing to carry ourdheirsesponsibilities during the
reporting period? If “yes”, describe the training that disabili@programhstaff haV@régeived. If “no”, describe the training
planned for the upcoming year.

Answer  Yes

Our Disability Program Manager has been in his rale for over 8 vears. He uses a variety of tools to include Job Accommeodation
Network, CAP, and other programs thét ¢an help the ageney aegbmmodate PWD should they request one and meet the criteria for
Reasonable Accommodation.

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM

Hagfheagency provided suffitient funding and other resources to successfully implement the disability program during
thé reporting period? If “ho™, describe the agency’s plan to ensure all aspects of the disability program have sufficient
funding and\other tesources.

Answer  Yes

Section III: Program Deficiencies In The Disability Program

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

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

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

All jobs that applicants and qualifications are posted on USA Staffing. We utilize ND Job Services as a partner, and they are aware
of our hiring process and can help applicants navigate the site to verify their eligibility. Over 84% of the jobs require dual status
membership meaning they must be in the military and meet physical standards and other uniform requirements which is a barrier to
individuals with targeted certain disabilities, however we cannot change Federal Law.

2. Pursuantto 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

[We utilize Veteran's Preference for our Title 5 Excepted Service hiring process. All federal civilian positions are advertised utilizing |
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|USA Jobs to reach the lareest audience of applicants. Job Services and other entities are aware of this requirement. |

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 thedhidividual may be
appointed.

We utilize Veteran's Preference for our Title 5 Excepted Service hiring process. Applicanfs must submit supporting documentation
for their Veteran's Preference claim. Supervisors only receive those Veteran Prefergnce candidates on the certificate. Those are the
only applicants interviewed. Hirine manager must go through the Passover process to justifi the reason(s) to non-select.

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 trafhing and frequengy, If “n6”. describe the agency’s plan to provide
this training.

Answer Yes

We utilize Veteran's Preference for curTitle 5 Excepted Servigethiring process. All federal civilian positions are advertised utilizing
USA Jobs to reach the largest audience of applicants, The Human Resources Office conducts one-on-one training with the hiring
managers for the Title 5 Excepted Setvice positions on hiow to advertise in accordance with federal law. The Human Resources
Office builds all the announgements fonthe manager and hiring authorities are discussed when they build them.

B. PLAN TO ESTABUISH CONTACTS WITH DISABILITY EMPLOYMENT ORGANIZATIONS

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

Job serviges.as aware of our USA Jobs requirements and will help applicants navigate it if needed. We advertise primarily to USA
Tobs. Indeed. and other local hiring platforms.

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

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

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

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

PWD and PWTD are afforded the same opportunities to apply for our agency positions. Many of the jobs require a physical aspect
that can be accommodated if the position is a T5 Civilian job. Positions that require dual status, meaning military membership, can
restrict a person with a Disability or a Targeted Disability from applying as they may not qualify for military membership. There are
two, potentially three Targeted Disabilities that one could qualify per the uniform standards and be able to hold a T32 job. There are
also numerous disabilities that an individual could have in which they still qualify for a T32 position. In any case the first
requirement of T32 Federal Technician is to hold military membership. That requirement is not a barrier, and our agency has no
control over it because it's a federal law and a condition of employment.

Reportable Disability Targeted Disability
New Hires Total Permanent Temporary Permanent Temporary
Workforce Workforce Workforce Workforce
(#) (%) (%) (%) (%)
% of Total
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Applicants
% of Qualified
Applicants

% of New Hires

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

a. New Hires for MCO (PWD) dinswer | No
b. New Hires for MCO (PWTD) Anhswer No

PWD and PWTD are afforded the same opportunities to apply for our §gency's positions. Wangof the jobs require a physical aspect
that can be accommodated if the position is a TS civilian postingP8itions that réquire dual status, meaning military membership,
can affect a person with a targeted disability from applying as they maynet qualify the military membership condition of
employment. There are two, potentially three targeted digabilities thatone could gualify per the uniform standards and be able to
hold a T32 job. In any case the first requirement is teshold military meémbership That requirement is not a barrier that our agency
has control over, because it 1s federal law.

@ Reportable Disability Targetable Disability
New Hires to Mission-Critical Occupations New Hires New Hires
# D) ()
Numerical Goal -- 12% 2%

3_Adsing the welevant @pplicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the qualified internal
applicants fopany ofthe 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

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 vour plan to provide the data in the text box.

a. Promotions for MCO (PWD) Answer No

b. Promotions for MCO (PWTD) Answer No

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

Pursuant to 29 C.F.R. §1614.203(d)(1){(1ii), 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.
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All employees are afforded the opportunity to attend career development courses that can be individually catered to their needs. For
example, our agency could pay for an individual to attend Microsoft office classes in which they could become certified. There is
also" Leadership Everywhere" training conducted by the State of ND that all staff are encouraged to attend. Accommodations are
made available to any employee who requests it in either venue. Employees can work with their supervisors and HRO to identify
career plans, and paths to attain their goals.

B. CAREER DEVELOPMENT OPPORTUNITES

1. Please describe the career development opportunities that the agency provides t0 i8S employees.

Leadership Anywhere forums. Professional Development put on by local HRO, Continuing Edueation (Microsoft Office
certification, professional certificates, etc.) - catered to the individual _Jraining eonf@rences within an employee's current career
path. Our agency is very receptive to any employee that wants to gain mere experience in leadership/career development. We
continue to develop plans individually due to the smaller size of ouragency. We haye fdiind that to be the most cost effective, and
many have taken advantage of the opportunities. We routiriely remind managers/supérvisors of this option and let staff know
throughout the year as well.

2. Inthe table below, please providéthe datafor carcendevelopment opportunities that require competition and/or
supervisory recommendatiofi’ approval to participate.,

Total Participants PWD PWTD
Career Developm@ent . 7
Opporturfities _ Applicants Applicants
Appligants(#)| Selectees (#) (%0) Selectees (%) (%) Selectees (%)
Intémship Program s 0 0 0 0 0 0
Boaching Programs 0 0 0 0 0 0
DetalhProgams 0 0 0 0 0 0
Eellowship Programs 0 0 0 0 0 0
Other Gareer Development 0 0 0 0 0 0
Programs

Training Programs 0 ] 0 0 0 0
Mentoring 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

At this time, we don't' have a tracking mechanism in place to track our career development individuals. There are no identified

triggers. because the program is open to anyone who wants to individualize their own career development opportunities. There are
numerous opportunities through local colleges and apency developed training.

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
plan to provide the data in the text box.

a. Applicants (PWTD) Answer No
b. Selections (PWTD) Answer No
Page 6
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At this time, we don't’ have a tracking mechanism in place to track our career development individuals. There are no identified
triggers, because the program is open to anyone who wants to individualize their own career development opportunities. There are
numerous opportunities throuch local colleges and agency developed training.

C. AWARDS

1. Using the inclusion rate as the benchmark, does your agency have a trigger involving PWD andlor PWTD for any level of
the time-off awards, bonuses, or other incentives? If “yes”, please describe the trigger(s)inthe text box.
a. Awards, Bonuses, & Incentives (PWD)) Ansiwer Wo

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

Reportable WithontReportable | Targeted Disability | Without Targeted
Time-Off Awands Total (#) Dnsability %% Dasability %o % Disability %o
Time-Off Awards 1 - 10 hours: 20 982 4.36 50.00 5.26
Awards Given
Time-Off Awards 1 - 10 Hours: 130 66,67 27.18 200.00 52.63
Total Hours
Time-Off Awards 1 - 10 Holws: o 3333 1.54 200.00 15.79
Average Hours
Time-Off Awards 11 - 20 hours: 31 0.00 7.95 0.00 0.00
Aswards Given
Time-Qff Awards 11 - 20Hours: 588 0.00 150.77 0.00 0.00
Total Hours
Time-DfT @wards N - 20 Howrs: 18 0.00 4.62 0.00 0.00
Average Hours
Time-Off Awards 21 - 30 hours: 34 9.52 7.44 0.00 10.53
Awards Given
Time-Off Awards 21 - 30 Howrs: 984 285.71 21385 0.00 31579
Total Hours
Time-Off Awards 21 - 30 Hours: 28 142.86 7.18 0.00 15789
Average Hours
Time-Off Awards 31 - 40 hours: 61 9.52 15.13 0.00 10.53
Awards Given
Time-Off Awards 31 - 40 Hours; 2440 380.95 605.13 0.00 421.05
Total Hours
Time-Off Awards 31 - 40 Howrs: 40 190.48 10.26 0.00 210.53
Average Hours
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Awards Given
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Total Hours
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Average Hours
Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Total (#) Disability %o Disability %o % Disability %o
Cash Awards: $501 - $999: Awards 1 0.00 0.20 0.00 0.00
Given
Cash Awards: $501 - $999: Total 700 0.00 179.49 0.00 0.00
Amount
Cash Awards: $501 - $999- 700 0.00 17949 0.00 0.00
Average Amount
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Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Total (#) Disability % Disability %o % Disability %
Cash Awards; $1000 - $1999: 12 4.76 231 0.00 5.26
Awards Given
Cash Awards: $1000 - $1999: Total 14300 4761.90 276923 0.00 5263.16
Amount
Cash Awards: $1000 - $1999: 1191 476190 307.69 0.00. 526316
Average Amount
Cash Awards: $2000 - $2999: 19 9.52 4.36 0,00 10.53
Awards Given
Cash Awards: $2000 - $2999: Total 45000 23809.52 1025641 0.00 2631579
Amount
Cash Awards: $2000 - $29949: 2368 11904.76 6308 0,00 13157.89
Average Amount
Cash Awards: $3000 - $3999: 21 4.76 Sh3 0.00 5.26
Awards Given
Cash Awards: $3000 - $3999; Total 69000 1428551 1692308 0.00 15789.47
Amount
Cash Awards: $3000 - $3999: 3285 1428571 846.15 0,00 15789 .47
Average Amount
Cash Awards: 54000 - $4999: 1 0.00 0.26 0.00 0.00
Awards Given
Cash Awards: $4000 - $4999: Total 4000 0.00 1025.64 0.00 0.00
Amount
Cash Awards: 34000 $4989: 4000 0.00 1025.64 0.00 0.00
Average Amount
Cash Mwards $5000'0nmare: 10 4.76 2.31 0.00 5.26
Awands Given
Cash Wivardss, $3000 or more: T otal 50000 23809.52 11538.46 0.00 2631579
Amount
Cash Awards: 85000 or more: 5000 23809.52 1282.05 0.00 26315.79
Average Amount

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 (PWD) Answer No
b. Pay Increases (PWTD) Answer No
Reportable Without Reportable | Targeted Disability | Without Targeted
Other Awards Total (#) Digability % Disability % % Disability %

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

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
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describe the trigger(s) in the text box. Select “n/a” if the applicant data is not available for your §

plan to provide the data in the text box.
a, SES
i. Qualified Internal Applicants (FWD)
ii. Internal Selections (PWD)
b. Grade GS-15
1. Qualified Internal Applicants (

deseribe your plan to provide the data in the text box.

a, SES
i. Qualified Internal Applicants (PWTD)
ii. Internal Selections (PWTD)

b. Grade GS-15
i. Qualified Internal Applicants (PWTD)
ii. Internal Selections (PWTD)

c. Grade GS-14
1. Qualified Internal Applicants (PWTD)
ii. Internal Selections (PWTD)

d. Grade GS-13
1. Qualified Internal Applicants (PWTD)
ii. Internal Selections (PWTD)

Answer
Answer

Answer
Answer

Answer
Answer

Answer
Answer

NiA
N/A

N/A
N/A

Does your agency have a trigger involving PWTD among the qualified internal applicants and/or selectees for promotions
o the senior grade levels? (The appropriate benchmarks are the relevant applicant pool for qualified intenal 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

Fage @
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[No triggers identified |

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 1be yvour plan to
provide the data in the text box.

a. New Hires to SES (PWL) Ans 1A
b. New Hires to GS-15 (PWD)
¢. New Hires to GS-14 (PWD)
d. New Hires to GS-13 (PWD)

INo triggers identified |
4. Using the qualified applicant pool 3 our agency have a trigger involving PWTD among the new
hires to the senior grade levels? aple se'use the approximate senior grade levels. If “yes”, describe
the trigger(s) in the text bo: data is not available for your agency, and describe your plan to
provide the data in th
a. N Answer N/A
b. N Answer N/A
ew S-14 (PWTDY) Answer No
w Hires to GS-13 (PWTD) Answer No

5. Does your agency have a trigger involving PWD among the qualified internal applicants and/or selectees for promotions to
supervisory
positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified
applicant pool for selectees.) If “ves”, 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

11. Internal Selections (PWD) Answer No
b. Managers

1. Qualified Internal Applicants (PWD) Answer No

ii. Internal Selections (PWD) Answer No
¢. Supervisors

1. Qualified Internal Applicants (PWD) Answer No

ii. Internal Selections (PWD) Answer No
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6. Does your agency have a trigger involving PWTD among 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.) 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 (PWTD)

11. Internal Selections (PWTD)

b. Managers
1. Qualified Internal Applicants (PWTD)

i1. Internal Selections (PWTD)
¢. Supervisors
1. Qualified Internal Appli Answer No

Answer No

Answer No

Hires for Managers (FWD) Answer No

¢. New Hires for Supervisors (PWD) Answer No

8. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWTD among the
selectees for new hires to supervisory positions? 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 (FWTD) Answer No
b. New Hires for Managers (PWTD) Answer No
Answer No

¢. New Hires for Supervisors (PWTD)

Section VI: Plan to Improve Retention of Persons with Disabilities

To be model employer for persons with disabilities, agencies must have policies and programs in place to retain employees with
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
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not convert all eligible Schedule A employees.

Answer N/A

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

a.Voluntary Separations (PWD) Answer Mo
b.Involuntary Separations (PWD) Answes Ne
Without Reportable
Seperations Total # Reportable Digabilities % Disabilities %o

Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 10 4.55 1.97
Permanent Workforce: Resignation 10 0.00 2.19
Permanent Workforce: Retirement 6 0.00 1.32
Permanent Workforce: Other Sepapiions 6 0.00 1.32
Permanent Workforce: Total §éparations 32 4.55 6.80

3. Using the inclusion rate @s the benchmark, did the percentage of PWTD among voluntary and involuntary separations
exc@edithat of persans without fargeted disabilities? If “yes”, describe the trigger below.

a.Voluntary Separations (PWTD) Answer No

b.Involuntary Separations (PWTD) Answer No

Without Targeted Disabilities
Seperations Tatal # Targeted Disabilities % %
Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 10 0.00 2.10)
Permanent Workforce: Resignation 10 0.00 2.10
Permanent Workforce: Retirement 6 0.00 126
Permanent Workforce: Other Separations & 0.00 1.26
Permanent Workforce: Total Separations 32 0.00 6.72

4. If a trigger 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.

[No triggers were identified |

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

Pursuant to 29 CFR §1614.203(d)(4), federal agencies are required to inform applicants and employees of their rights under Section
508 of the Rehabilitation Act of 1973 (29 U.S5.C. § 794(b), concerning the accessibility of agency technology, and the Architectural
Barriers Act of 1968 (42 U.5.C. § 4151-4157), concemning 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,

1. Please provide the internet address on the agency’s public website for its notice explaining employees’ and applicants’
rights under Section 508 of the Rehabilitation Act, including a description of how to file a complaint.
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hitps://www ndeuard.nd.gov/job-opportunities |

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.

|h11ps:ffwww.ndguard.nd.govﬁob—op’porﬂmiti&s |

3. Describe any programs, policies, or practices that the agency has undertaken, or on takng oyel the next fiscal

year, designed to improve accessibility of agency facilities and/or techno

Our facility and/or agency will seek out opportunities to improve accegs for PWD/PWTD, we take them
on a case-by-case basis. There is no one size fits all. We have oppor & and other speech to text and
vice versa equipment that can help people with audio and visua cy's policy to buy equipment just in

af be ‘ n individual ever gets on board. The SEEM
does communicate with local technology providers, and : ide products to PWD/PWTD. This will help with the
accommodation process. There are currently no zale ba [ een identified which require the agency to upgrade
facilities and/or technology support.

Pursuant to 29 CFR. must adopt, post on their public website, and make available to all job applicants
and employees, reas pr es,

ame for processing initial requests for reasonable accommodations during the reporting

le Accommodation requests in FY24. The agency has a 45-day policy barring no major equipment/or
perade. This guidance follows our local policy that follows Federal Law.

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

No requests for Reasonable Accommodation. Training was the only thing provided to supervisors. The agency did not have a
chance to evaluate the effectiveness of the program from an emplovee request standpoint.

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 employees who need them because of a targeted disability, unless doing so wouldimpose an undue
hardship on the agency.

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

INo PAS were requested in FY24. Effectiveness could not be measured. |

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

1. During the last fiscal yvear, did a higher percentage of PWD file a formal EEO complaint alleging harassment, as compared
to the governmentwide average?

Answer N/A

2. During the last fiscal year, did any complaints alleging harassment based on disability s ult in a finding of

discrimination or a settlement agreement?

3. Ifthe agency had one or more findings of discrimination alleging h i status during the last

1. During the last fiscal year, did a highér pe Ag ¢ a formal EEO complaint alleging failure to provide a
reasonable
accommodation, as compa

the gove
Answer N/A

Vi plaints alleging failure to provide reasonable accommodation result in a finding of
eement?

Answer N/A

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

Section VIII: Identification and Removal of Barriers

FElement D of MD-7135 requires agencies to conduct a barvier analysis when a trigger suggests that a policy, procedure, or practice
may be impeding the emplovment opporitunities of a protected EEQ group.

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

Answer No
2. Has the agency established a plan to correct the barrier(s) involving PWD and/or PWTD?
Answer N/A

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

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

5. For the planned activities that were completed, please describe the actual impact of those activities toward eliminating the
barrier(s).
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Providing Executive Leadership with MD-715 report out data helped further develop the local merit-based hiring which aligns with
the people first strategy on the agency's strategic plan.

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