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U.S. Equal Employment Opportunity Commission
FY 2023 - FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
Federal Deposit Insurance Corporation

EEOC FORM 715-01 | PARTS A-D

For period covering October 1, 2022, to September 30, 2023.

PART A 1. Agency 1. Federal Deposit Insurance Corporation
nd H _
Department l.a. 2" level reporting com N/A
ponent
orAgency ') address 2.550 17th Street NW
Identifying - . . oL .
3. City, State, Zip Code 3. Washington, District of Columbia 20429-9990
Information 4. Agency Code 4.FDOO
5. FIPS Code 5.11
PART B 1. Enter total number of permanent full-time and part-time employees 5,757
Total 2. Enter total number of temporary employees 437
Employment | 3.TOTAL EMPLOYMENT [add lines B 1 through 2] 6,194
PART C.1 er:d Martin Gruenberg, Chairman
of Agency
Head Agency |\ i Title
and Head of Agency Head
. ge_ CyHea Brian Guy, Acting Director, Office of Minority and Women Inclusion
Agency Designee | Designee

Head of Agency

Martin Gruenberg, Chairman

Head of Agency
Designee/
Principal EEO
Director/Official

Nikita Pearson, Deputy to the Chairman for External Affairs and Director,
Office of Minority and Women Inclusion

PART C.2 Principal EEO Brian Guy, Senior Deputy Director, Office of Minority and Women Inclusion
’ Deputy Director/
Agency Official
Official(s) Affirmative Terrian Hicks, Branch Chief, Affirmative Employment Diversity and Inclusion
Employment

Responsible

For Oversight

Program Manager

Complaint Michael Moran, Branch Chief, Equal Employment Opportunity Compliance
of EEO Processing and Training
Program(s) Program Manager

Diversity &
Inclusion Officer

Terrian Hicks, Branch Chief, Affirmative Employment Diversity and Inclusion

Hispanic/Special
Emphasis
Program Manager
(SEPM)

Isaac Hernandez, Program Advisor, Office of Minority and Women Inclusion
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EEOC FORM 715-01 | PARTS A-D

For period covering October 1, 2022, to September 30, 2023.

PART C.2
Agency
Official(s)
Responsible
For Oversight
of EEO
Program(s)
(cont'd)

Women's
Program Manager
(SEPM)

Kara-Renee Pepin, Special Emphasis Program Manager

Disability
Program Manager
(SEPM)

Jessica Hill, Special Emphasis Program Manager

Special
Placement
Program
Coordinator
(Individuals with
Disabilities)

Roxana Flores, Human Resources (HR) Specialist

Reasonable
Accommodation
Program Manager

Michelle Curry, Reasonable Accommodation Program Manager

Anti-Harassment
Program Manager

Terrian Hicks, Branch Chief, Affirmative Employment Diversity and Inclusion

Alternative
Dispute
Resolution (ADR)
Program Manager

Donald Ballard, EEO Counselor

Compliance
Manager

Michael Moran, Branch Chief, Equal Employment Opportunity Compliance
and Training

Principal MD-715

Portia Hemphill, PhD, Program Analyst

Preparer

Other EEO Staff Peter Mueller, Senior EEO Specialist
Other EEO Staff Stephanie Foster , EEO Specialist
Other EEO Staff Theresa Marshall, EEO Specialist
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EEOC FORM 715-01 | PARTS A-D

For period covering October 1, 2022, to September 30, 2023.

PART D.1 ease identify the subordinate components within the agency (e.g., bureaus, regions, etc.).
Pl identify the subordinat ts within th ( b i tc.)
List of .
) If the agency does not have any subordinate components, please check the box.
Subordinate gency y P P
Components CPDF and
Co.vered in Subordinate Component and Location (City/State) FIPS Codes
This Report
In the table below, the agency must submit these documents with its MD-715 report.
Did the agency submit the following mandatory Please respond Comments
documents? Yes or No
Organizational Chart Yes
EEO Policy Statement Yes
Agency Strategic Plan Yes
Anti-Harassment Policy and Procedures Yes
Reasonable Accommodation Procedures Yes
Personal Assistance Services Procedures Yes
Alternative Dispute Resolution Procedures Yes
In the table below, the agency may decide whether to submit these documents with its MD-715 report.
Did the agency submit the following mandatory Please respond
documents? Yes or No Comments
FDIC is not
PART D.2 Federal Equal Opportunity Recruitment Program (FEORP) No required to
Mandatory Report complete
and Optional this report.
Documents Disabled Veterans Affirmative Action Program (DVAAP) Report Yes
for this Report The FDIC is
Operational Plan for Increasing Employment of Individuals with No not required
Disabilities under Executive Order 13548 to complete
this report.
Diversity and Inclusion Plan under Executive Order 13583 Yes
The FDIC is not
. . . required to
Diversity Policy Statement No complete this
report.
The FDIC is not
. . required to
Human Capital Strategic Plan No complete this
report.
The FDIC is not
. required to
EEO Strategic Plan No complete this
report.
Results from most recent Federal Employee Viewpoint Survey .
or Annual Employee Survey
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U.S. Equal Employment Opportunity Commission
FY 2023 - FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
Federal Deposit Insurance Corporation

EEOC FORM 715-01 | PART E | EXECUTIVE SUMMARY

PART E.1 - EXECUTIVE SUMMARY: MISSION

The Federal Deposit Insurance Corporation (FDIC) is pleased to deliver its Equal Employment Opportunity (EEO) Program
Status report for fiscal year (FY) 2023. The FDIC is an independent agency created by the Congress to maintain stability
and public confidence in the nation's financial system. The FDIC insures deposits; examines and supervises financial
institutions for safety, soundness, and consumer protection; makes large and complex financial institutions resolvable;
and manages receiverships. The FDIC is the primary federal regulator of state-chartered banks that are not members of the
Federal Reserve System, state-chartered savings associations, and foreign banks with an insured branch and is the back-up
supervisor for the remaining insured banks and thrift institutions. As of December 31, 2023, the FDIC was the primary federal
regulator for 2,946 FDIC-supervised institutions.

The FDIC is a longstanding recognized leader in promoting sound public policies; addressing risks in the nation’s financial
system; and carrying out its insurance, supervisory, consumer protection, resolution planning, and receivership
management responsibilities.

PART E.2 - EXECUTIVE SUMMARY: ESSENTIAL ELEMENTA-F

During the reporting period, the FDIC made noteworthy progress towards strengthening our EEO program through actions
taken in alignment with the Essential Elements and ongoing efforts to implement the goals outlined in the 2021-2023 Diversity,
Equity, and Inclusion Strategic Plan (DEI Strategic Plan). As a result, we met the majority of the program measurements
to maintain a Model EEO Program, increasing from 96.09 percent to 97.96 percent in Essential Elements categories. In order to
adhere to EEOC’s requirement of percentages being reflected to two decimal places, insignificant differences of <1.00 %
may be noted when comparing to the FY2022 data table. As a note, the total percentage is the unweighted average

of Elements A through F.
FY 2023 % FY 2022 %
ELEMENT OF MEASURES OF MEASURES
MET* MET
A. DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP 100.00% 93.33%
B. INTEGRATION OF EEO INTO THE AGENCY’S STRATEGIC MISSION 100.00% 97.22%
C. MANAGEMENT AND PROGRAM ACCOUNTABILITY 97.44% 97.56%
D. PROACTIVE PREVENTION 100.00% 100.00%
E. EFFICIENCY 90.32% 96.77%
F. RESPONSIVENESS AND LEGAL COMPLIANCE 100.00% 91.67%
TOTAL 97.96% 96.09%

*Note: The calculation excludes “Not Applicable” measures in Part G.

1 These figures are as of September 30, 2023.

I EE————————————————————————————————————————
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SUMMARY OF ACCOMPLISHMENTS TOWARDS ATTAINING A MODEL EEO PROGRAM

Since November 2023, following news reports about sexual harassment at the FDIC, the FDIC’s senior leadership team
developed and began implementing a comprehensive Action Plan for a Safe, Fair, and Inclusive Work Environment (Action
Plan). The Action Plan contains eight action areas and describes how the FDIC will support victims of sexual harassment and
discrimination. Further, the Action Plan compliments the FDIC’s continued actions for a Model EEO program based on the six
essential elements. The information below provides representative examples from FY 2023 of where the agency continues to
support a Model EEO program based on the six essential elements. Highlights in this summary also include proactive actions
we have taken to prevent EEO program deficiencies and actions taken towards maintaining a Model EEO program.

Essential Element A: Demonstrated Commitment from Agency Leadership

The FDIC met all 15 measures of Element A for FY 2023. This element demonstrates an improvement from FY 2022, increasing
the measure of success from 93 percent to 100 percent by ensuring all employees have the business contact information for EEO
Counselors, EEO Officers, Special Emphasis Program Managers, and the EEO Director. The agency’s intranet site was updated
on April 17,2023, and all EEO posters were in the process of being updated to post throughout the workplace. On June 2, 2023,
Chairman Gruenberg issued an EEO policy statement reaffirming the FDIC’s commitment to EEO. This policy statement expressed
the FDIC’s continued dedication to EEO and non-discrimination in the workplace and to fostering diversity, equity, inclusion,
and accessibility (DEIA) to benefit the entirety of the agency. The FDIC communicated information on its EEO policies and
procedures by requiring annual EEO and diversity training for all supervisors. Both trainings informed and reminded employees
and supervisors about the agency’s EEO complaint process, the Anti-Harassment program, Alternative Dispute Resolution (ADR)
program, and the Reasonable Accommodation program. The FDIC continues to take proactive measures to support a diverse
and inclusive workplace.

Essential Element B: Integration of EEO into the Agency’s Strategic Mission
The FDIC met all 36 measures of Element B for FY 2023.

In 2023, the FDIC made small, but promising progress in reducing the gap in its workforce participation with persons who
self-identify as Hispanic. This group continues to experience a less-than-expected participation rate in the overall workforce
and some mission-critical occupations (MCOs) compared to the civilian labor force (CLF). An FDIC executive-level task
force was chartered on August 26, 2022 to address challenges regarding Hispanic recruitment and retention. The agency
continues to develop and implement outreach strategies to diversify the applicant pool for FDIC mission critical positions.
The agency also enhanced its strategies designed to address female workforce participation, which in 2023 remained below
female participation rates in the civilian labor force.

FDIC leadership promotes and supports DEIA by taking action to increase workforce diversity, providing avenues to hear
from employee groups, maintaining equitable practices, and fostering an inclusive workforce. The FDIC continued to
focus attention on recruitment and retention diversity initiatives, support for first-generation professionals, and career
development programs for the next generation of leaders.

Essential Element C: Management and Program Accountability

The FDIC met all but one of the 40 measures for FY 2023, the same as the previous fiscal year. During the previous reporting
period, the agency implemented one outstanding Part H action step to ensure effective coordination between its EEO
programs and Human Resource (HR) programs. To address this action, the FDIC’s Office of Minority and Women Inclusion
(OMWI) and HR teams established timetables and schedules to regularly review the agency’s merit promotions; employee
recognition awards; employee development and training programs; and management and personnel policies, procedures,
and practices for systemic barriers that may impede full participation by all EEO groups.

The agency is in the process of updating its anti-harassment program to include the development of related trainings on
sexual harassment. Training modules will also include disability-related examples with work on this project expected to
conclude in FY 2024. The FDIC continues to provide recurring EEO updates at monthly Diversity and Inclusion Executive
Advisory Council meetings.

L}
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Essential Element D: Proactive Prevention

The FDIC met all 14 measures for FY 2023. The agency continues to maintain its commitment to prevent discrimination and
identify and eliminate barriers to EEO. The FDIC is taking steps to implement a review plan to review field, regional, and
headquarters (HQ) offices to identify EEO program deficiencies and evaluate efforts to eliminate identified barriers. Under
the Action Plan, the FDIC will conduct mandatory, “live” training on preventing and addressing sexual harassment for all
employees, managers, and executives. Further, the FDIC has a designated Selective Placement Program Coordinator (SPPC)
listed on the Office of Personnel Management (OPM) website. This individual is identified as a centralized point of contact
to promptly and accurately address questions from members of the public. The SPPC provides support for the public by
assisting people with disabilities to get information about current job opportunities, and involvement in the facilitation

and placement of applicants with disabilities.

Essential Element E: Efficiency

The FDIC met 28 of 31 measures for FY 2023. Compared to FY 2022, the agency rating decreased from 96.77 percent to
90.32 percent. During the reporting period, the Reasonable Accommodations Program did not have all of the elements
of an effective and accurate data collection system as set forth in 29 CFR 1614.203(b) (4). While the Reasonable
Accommodation Coordinator currently uses SharePoint, the FDIC is building an automated system as required by
the EEOC. The completion of this system is set for the end of FY 2024.

In addition, the agency had two untimely EEO counseling sessions. To ensure timeliness, we increased accountability
through regular staff feedback. The agency continued to procure additional support through contracting measures
and/or temporary reassignments from other Divisions as needed. Additionally, the FDIC reviewed and revised standard
operating procedures (SOPs) to establish checkpoints in the processing of EEO counseling sessions and complaints.

We continue our responsibility to maintain a neutral EEO process. OMWI does not rely on the agency’s defensive function
to conduct legal sufficiency reviews. OMWI had two internal attorneys to conduct legal sufficiency reviews for the office to
ensure the agency’s EEO function is separate from the agency’s defensive function. The FDIC encourages widespread use
of the Alternative Dispute Resolution (ADR) process to resolve conflict early in a dispute at the lowest level possible. Forty-
four days is the average processing time for issuing acceptance letters after receipt of a written EEO Counselor report.
Additionally, the EEO staff meet weekly to identify and discuss noted trends within the EEO process. Based on these
trends, the EEO staff revised the applicable SOPs to address timeliness issues within the process.

Essential Element F: Responsiveness and Legal Compliance

The FDIC met all 12 measures for FY 2023. This element demonstrates the most improvement from FY 2022, increasing
the measure of success from 91.67 percent to 100 percent. The FDIC continues to put processes in place to ensure that
agency reports to the EEOC are submitted timely and provide accurate information. Further, we publicly post our No
FEAR Act data and will continue to comply with all EEO statutes and EEOC regulations, policy guidance, and other written
instructions. In addition, the FDIC responds to and complies with EEOC orders and ensures that complainants’ rights are
preserved by adjudicating complaints consistent with regulations.

These examples illustrate that the FDIC’s EEO Program continues to make meaningful progress on the six essential
elements of a Model EEO program. The next section highlights our current workforce participation rates.

I EE————————————————————————————————————————
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Part E.3 - Executive Summary: Workforce Analyses?

In FY 2023, our total workforce increased by 299 employees bringing the total workforce to 6,194 with 5,757 being
permanent employees. Temporary employees increased by 53 when compared to the prior fiscal year. During the
reporting period, the agency experienced 534 total employee losses (of which 418 were permanent employees). The
fluctuation in racial and ethnic diversity among the agency’s permanent workforce is statistically insignificant when
compared to FY 2022 percentages. While the FDIC made measurable progress regarding diverse participation in our
workforce, we understand the need to assess current recruitment and retention strategies for less-than-expected
participation rates, particularly within our MCOs, persons with disabilities, Hispanics, and the female population.
Particular attention for these efforts encompassed Black females in senior pay and White females who sustained

a less-than-expected participation rate in the total workforce.

Below is a summary of the FDIC workforce profile for FY 2023, noting key improvements and ongoing challenges
regarding workforce participation. At the end of FY 2023, the agency’s permanent workforce totaled 5,757,
representing a 4.46 percent increase from 5,511 in FY 2022. In addition:

Participation

«  The Corporate Grade (CG) pay scale made up 84.04 percent of the permanent workforce, comprised of
55.50 percent male and 44.50 percent female, with the latter being below the 48.21 percent CLF benchmark.

+  Leadership pay scales® comprise 15.96 percent (919) of the permanent workforce, comprised of 58.22 percent
male and 41.78 percent female. Participation among females in leadership increased by nearly 2.5 percentage
points. Similar to the CG pay scale, female leadership has a less-than-expected participation rate.

«  Among the leadership pay scale, more than 169 executives and equivalents (CX, EM, EX grades) are represented.
Males comprise 61.54 percent of executives while females represent 38.46 percent, further underscoring the
agency’s persistent less-than-expected female participation rate trends.

«  At5.21 percent of the permanent workforce, the participation of Hispanics represents a small increase from
4.74 percentin FY 2022.

+  Among permanent employees receiving senior pay (CG- 13 and above), the female workforce has a less-than-
expected participation rates in all of the senior pay grades represented. Among senior pay grades, Black females
exhibited a less-than-expected participation rate in all but one of the listed pay grades, CG-13. The Black male
workforce demonstrated expected participation at all grade levels except the CG-15 level. Asian female employee’s
participation improved when compared to FY 2022, they had expected participation in all senior pay grades except
the CG-13 level. White female employees had expected participation in all grade levels exceptin the CG-13 and
CG-15 senior pay levels.

«  The FDIC exceeded disability Section 501 goals within the permanent workforce.

« By grade, participation rates of both Persons with Disabilities (PWD) and Persons with Targeted Disabilities
(PWTD) in the 0570 series were below the Section 501 goals among CG-7, CG-11, CG-13, CG-14, CG-15, other
senior pay, and executives.

+  PWTD shared less-than-expected participation in the temporary workforce, and two MCOs, Financial Institution
Examiners and Attorneys.

2 EEOC provided the latest published benchmarks covering census data from 2014 through 2018 that included the CLF statistics which
served as the Federal standard for comparing the participation rates within EEO groups. To prepare the FY 2023 MD-715 report, the FDIC
used data obtained through Monster and the FDIC’s internal database systems. Unlike in FY 2022, the agency elected not to use National
Finance Center (NFC) to enhance report accuracy and consistency with FDIC data. As a result, the FY 2022 data reference in this report may
vary slightly from data provided in the FY 2022 report. This approach resulted in small changes to the reported workforce data section of the
FY 2022 MD-715 report. This data reflects data as of September 30, 2023, but processed by October 17, 2023. Due to date differences for data
retrieval, some numbers between last year’s report and this year’s report will not be equal, but within statistical equivalence.

3 The FDIC grouped the following grades into “Other Senior Pay”: CM-01, CM-02, AL; “SES equivalent”: CX, EM, EX grades; “Total Senior Pay”:
CG 13,CG 14, CG 15, CM-01, CM-02, AL, CX, EM, EX.

FDIC/FY2023 8
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FEMALES

Overall, females represented 44.07 percent of the permanent workforce, a small increase compared to 43.79 percent in
FY 2022. Table 1 displays the FDIC’s workforce distribution for ethnic/racial information (ERI) and sex. Compared to CLF
benchmarks, FY 2023 data revealed females had less-than-expected participation rates across the organization, largely
driven by less-than-expected rates among the Hispanic and White female populations. Hispanic female participation
(2.08 percent) represented one-third of the CLF benchmark (6.16 percent).

Although the Black female workforce percentages slightly declined from 12.14 percent in FY 2022 to 11.88 percent in FY 2023,
they remain the largest minority group at the FDIC. While the number of Black female employees increased, this trend was
offset by a higher-than-expected separation rate among other separations (separations that were not removals, resignations,
or retirement). Additionally, Black females participated at a less-than-expected rate in all but one of the senior pay grade
levels when compared to the group’s percentage of the workforce.

In FY 2023, the permanent workforce consisted of 55.93 percent male and 44.07 percent female employees, representing
no substantive change from FY 2022 (56.21 percent and 43.79 percent respectively). The percentage of female hires
(46.12 percent) outpaces the group’s percentage of the workforce. However, compared to the CLF benchmark, all
females, Hispanic females and White females show less-than-expected participation than their respective benchmark
by greater than one percentage point.

TABLE 1. FDIC WORKFORCE, ERI AND GENDER (PERCENT), BY FISCAL YEAR AND CLF

MALES FEMALES

FY 2023 FY 2022 CLF FY 2023 FY 2022 CLF
HISPANIC | 3.13 2.62 6.82 2.08 1.96 6.16
WHITE 40.92 41.18 35.65 24.94 24.77 31.82
BLACK 5.89 6.29 5.70 11.88 12.14 6.61
ASIAN 4.34 4.58 2.19 3.96 4.11 2.18
NH/PI 0.10 0.09 0.08 0.03 0.04 0.08
Al/AN 0.31 0.56 0.31 0.21 0.29 0.31
™ 1.23 0.31 1.05 0.96 0.31 1.05

Source: The FDIC MD-715-A1 Permanent Workforce Distribution; highlights show lower than expected participation rates.
(NH/PI = Native Hawaiian and Other Pacific Islander; Al/AN = American Indian and Alaskan Native; TM = Two or More Races).

In Table 1, female permanent workforce participation demonstrated low entry and high exit rates during FY 2023. Despite
improvements in female retention, data revealed females composed 46.12 percent of permanent new hires and 61.22 per-
cent of other separations. The FDIC MD-715-A1 Permanent Workforce table further shows White females as the group most
significantly impacted within female separations (particularly other separations, removals, and retirements).

HISPANICS

Notwithstanding adequate retention of Hispanic females in the workforce, the FDIC acknowledges its continued recruitment
and selection challenges. Hispanic females represented 1.18 percent of the 1101 series (General Business & Industry) and
only 1.56 percent of the 0110 series (Economist), constituting lower-than-expected participation rates in these two mission
critical occupations. Among Economists, Hispanic females did not participate at the “Other Senior Pay” or executive levels.
In response to the EEOC’s December 2023 technical assistance letter, the agency continues to prioritize efforts to recruit and
retain Hispanic/Latino applicants, with the Hispanic/Latinx Retention and Recruitment Task Force (HLRRTF) entering its
second year.

FDIC/FY2023 9
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Despite the gap between their workforce representation and the CLF, the agency has made progress in increasing
Hispanic male and female participation. Specifically, within our permanent workforce in FY 2023, Hispanic females
increased by 18 employees and Hispanic males increased by 21 employees. The net change of the FDIC permanent
workforce grew by 4.46 percent while our Hispanic workforce grew by 13.21 percent for males and 17.65 percent for
females. In accordance with our Action Plan, we will leverage third party to support barrier analysis focused on several
areas including Hispanic female representation.

SENIOR PAY

In senior pay, 52.39 percent of the FDIC’s permanent workforce are in CG-13 through CG-15 positions and 15.96 percent are
in leadership positions. Together, individuals in CG-13 through CG-15 roles and senior leadership made up the FDIC’s total
senior pay scale (3,935 employees). Workforce data revealed males constituted 58.36 percent of the agency’s workforce
within CG-13 through CG-15 roles and 58.22 percent of our leadership pay, representing decreases from the prior fiscal year.
The largest difference between males and females in senior pay occurred at the CG-15 and executive levels, Senior Executive
Service (SES) equivalents. Overall, Black females within our leadership pay grades (“Other Senior Pay” and “SES”) had a
participation rate of 8.49 percent. Although this represents an increase since last year (6.49 percent), it is still below the
group’s workforce standing of 11.88 percent.

Table 2 displays the Black female participation within the CG-14 through executive grade levels, contrasting the group’s
workforce participation. CG-14 was the most populous grade within the agency with almost 24 percent of the workforce
within this grade. However, Black females were the only female group with a less-than-expected participation rate in
this grade compared to its group’s workforce representation. In fact, Black females had significantly less-than-expected
participation rates in all but one senior pay grade, CG-13. White females exhibited a less-than-expected participation rate
at the CG-13 and CG-15 levels. Asian females participated at a less-than-expected rate at the CG-13 level.

TABLE 2. FDIC SENIOR PAY AND EXECUTIVES, ERI AND GENDER (PERCENT), BY GRADE/RANK

HISPANIC WHITE BLACK ASIAN Al OR AN* NH OR PI* TWO
OR LATINO OR MORE
M F M F M F M F M F M F M F

BENCHMARK |3.13 |2.08 |40.92 |24.94 |5.89 11.88 | 4.34 | 3.96 0.10 0.03 0.31 0.21 1.23 0.96
OCLF (0570) |3.90 |4.60 |44.10 |32.80 |3.00 |490 |230 |230 0.00 0.10 0.10 0.20 0.80 0.90

EXECUTIVES | 178 |1.18 |49.70 |26.63 |592 |533 |4.14 |414 |000 |0.00 |000 |000 |000 |1.18
(169)

OTHER 200 |1.60 |46.13 |27.60 |533 [920 |240 333 [0.00 |0.00 |027 |013 |133 |0.67
SENIOR PAY
(750)

CG-15 (698) 2.72 0.86 |49.86 |23.78 |3.72 | 4.87 7.02 |4.73 0.29 0.00 0.29 0.29 1.29 0.29
CG-14 (1,430) | 2.45 1.89 |42.94 | 2455 | 587 |9.86 |510 |5.10 0.00 0.00 0.42 0.14 0.77 0.91
CG-13 (888) 2.70 191 40.32 |23.09 | 5.52 16.10 | 4.17 | 2.70 0.00 0.23 0.23 0.23 1.35 1.46

Source: FDIC MD-715 Table A4; highlights shows lower than expected participation rates within our Senior Pay. *Al or AN = American Indian or
Alaska Native. NH or Pl = Native Hawaiian or Pacific Islander

Among bank examiners, White females displayed less-than-expected participation rates in all of the senior pay grades.
Overall, Black females participated adequately at 6.74 percent, but participated less-than-expected in the CG-15 and
executive grades when compared to the Occupational Civilian Labor Force (OCLF) benchmark of 4.90.

FDIC/FY 2023 10
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MISSION CRITICAL OCCUPATIONS

The FDIC has six MCOs. Table 3 reveals that in FY 2023 MCOs constituted 67.37 percent of the permanent workforce
compared to 66.30 percent in FY 2022. Comparing the OCLFs to the FDIC’s MCOs as shown in Table 4, Hispanic and
White females have less-than-expected participation rates within our workforce.

TABLE 3. TOP MISSION CRITICAL OCCUPATIONS (PERMANENT WORKFORCE)

JOB SERIES/TITLE 2023 WORKFORCE PERCENT | 2022 WORKFORCE PERCENT
0570/FINANCIAL INSTITUTION EXAMINING 44.33 43.93

0501/FINANCIAL ADMINISTRATION AND PROGRAM | 2.28 2.32

0905/ATTORNEY 6.05 5.75

1101/GENERAL BUSINESS & INDUSTRY 591 5.50

0110/ECONOMIST 111 1.20

2210/ INFORMATION TECHNOLOGY 7.69 7.60

Source: The FDIC A6P MD715 table

As shown in Table 3, nearly 45 percent of the FDIC’s permanent workforce were in the Financial Institution Examining
(0570). We compared their senior pay participation to the OCLF to further identify the source of lower-than-expected
participation trends.

FDIC MD-715 Table A6 1P (see appendices), shows a continuing less-than-expected participation rate among Hispanic
males, Hispanic females and White females compared to their OCLF. We found that White females had less-than-
expected participation rates in all our MCOs except Attorneys. Further, females with lower-than-expected participation
rates included Hispanic females in occupation series 0570, 0905, and 1101. White females had a less-than-expected
participation rate within the 0570, 1101, 0501, 2210, and 0110 series. Table 4 below displays a breakout of Hispanic
and White female populations within our MCOs highlighting where we can enhance our recruitment and retention
efforts within these populations.

TABLE 4. FDIC FEMALE MISSION CRITICAL OCCUPATIONS (PERCENT), BY ERI AND CATEGORY

JOB SERIES

FEMALES | OCLF* HISPANIC/F* | HISPANIC/F | WHITE/F* WHITE/F | BLACK/F* BLACK/F

OCLF* OCLF* OCLF*

0570/FINANCIAL 39.77 45.80 1.88 4.60 27.94 32.80 6.74 4.90
INSTITUTION
EXAMINING
0501/FINANCIAL 46.56 45.80 0.76 4.60 16.03 32.80 23.66 4.90
ADMINISTRATION
AND PROGRAM
0905/ATTORNEY 43.68 37.10 1.72 2.50 30.46 28.50 6.03 3.00
1101/GENERAL 37.65 54.30 1.18 5.55 22.94 36.40 8.82 7.20
BUSINESS &
INDUSTRY
0110/ECONOMIST 32.81 32.00 1.56 2.00 14.06 24.10 4.69 2.50
2210/ INFORMATION | 28.89 29.10 1.13 1.60 10.61 21.60 7.90 2.50
TECHNOLOGY

Source: The FDIC MD-715 Table A6P; highlights reveal lower than expected participation rates. *F= Female. OCLF= Occupational Civilian Labor Force
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Hispanic female participation rate for General Business & Industry was 1.18 percent, below the 5.55 percent OCLF for Hispanic
females. Hispanic females had a less-than-expected participation rate in the Financial Institution Examining (0570) and Financial
Administration and Program (0501) MCOs. White females continued to experience a less-than-expected participation rate
in the majority of MCOs except the Attorney occupation (0905). The Attorney occupation was the only job that had adequate
participation among each tracked female group.

Despite gaining participation in several MCOs, Hispanic females participated at a lower-than-expected rate in 50 percent of
the top six MCOs, including the Financial Institution Examining occupational series. These participation rates in our MCOs
contributed to a less-than-expected female participation rate within the FDIC permanent workforce.

To improve these participation rates, we will continue to look for potential barriers in these areas, leverage our recruitment
and retention task forces and assess recruitment and retention of females and minorities. The FDIC prioritizes monitoring
these data trends to assess the effectiveness of our strategies.

DISABILITY

As shown in Figure 1, the FDIC continues to exceed the federal government’s Section 501 goals for employing PWD and
PWTD in FY 2023. PWTD represented 2.34 percent of the permanent workforce while PWD represented 13.79 percent.

At 2.34 percent, PNTD modestly decreased when compared to the group’s FY 2022 participation rate (2.48 percent). In FY 2022,
PWD revealed a slight decrease to 13.79 percent from 13.97 percent. Across the workforce, more than 83.50 percent (4,807)
of permanent employees identified as not having a disability and 2.71 percent (156) elected not to identify their disability.
The agency continues to exceed Section 501 goals in the majority of its pay grades.

FIGURE 1. FDIC PERMANENT WORKFORCE, DISABILITY AND TARGETED DISABILITY, BY FISCAL YEAR*

14 13.97 13.79 12.00 2.47 2.34  2.00

w2
o

501 Goal

PWD PWTD

Source: The FDIC MD-715 Table B1

4 EEOC provided the latest published benchmarks covering census data from 2014 through 2018 that included the CLF statistics which
served as the Federal standard for comparing the participation rates within EEO groups. To prepare the FY 2023 MD-715 report, the FDIC
used data obtained through Monster and the FDIC’s internal database systems. Unlike in FY 2022, the agency elected not to use National
Finance Center (NFC) to enhance report accuracy and consistency with FDIC data. As a result, the FY 2022 data reference in this report may
vary slightly from data provided in the FY 2022 report. This approach resulted in small changes to the reported workforce data section of the
FY 2022 MD-715 report. This data reflects data as of September 30, 2023, but processed by October 17, 2023. Due to date differences for data
retrieval, some numbers between last year’s report and this year’s report will not be equal, but within statistical equivalence.
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In the MCO workforce, MD-715 Table B6 (see appendices) shows that General Business & Industry met both Section 501 goals.
The 1101 series met the PWD Section 501 goal, 12 percent, in each of the grades, while not meeting the 2 percent PWTD goal
in the CG-7, CG-11, CG-12, CG-15, Other Senior Pay, and executive grades.

Overall, PWD and PWTD participation rates were below the Section 501 goals within our most populous MCO, Financial
Institution Examining (0570). By grade, participation rates of both PWD and PWTD in the series were below the Section 501
goalsin CG-7, CG-11, CG-13-15, other senior pay, and executives.

The Information Technology series (2210) also reported PWD participation rates below goal in all grades except CG-11,
CG-12, and CG-13. PWTD participation in the 2210 series did not meet the 2 percent goal in CG-12 and CG-13.

Overall, the PWD participation rates fell below the Section 501 goal in the Economist (0110) and Attorney (0905) job series.
By grade, Economists met the goal for PWD participation in CG-14, while Attorneys met the goal for PWD participation in
CG-12, CG-13, CG-14 and CG-15. By grade, Economists met the goal for PWTD participation in CG-11 and CG-14, while
Attorneys met the goal for PWTD participation in CG-15 and among executives.

Financial Analysts (0501) met the goal for PWD participation while PWTD were underrepresented. By grade, financial
analysts met the goal for PWD participation in CG-11, CG-12, CG-13, CG-15, Other Senior Pay, and executives. By grade,
financial analysts met the goal for PWTD participation in CG-12 and Other Senior Pay.

In four of our six MCOs, overall PWD participation was below the Section 501 goal of 12 percent. In three of our six MCOs,
overall PWTD participation was below the Section 501 goal of 2 percent. The FDIC monitors workforce statistics on an
ongoing basis and data informs our decision making and strategies as we take steps to attract, develop, and maintain

a diverse workforce and applicant pool. We will continue to analyze the FY 2023 data further as part of our ongoing and
future barrier analysis efforts. The accomplishments section below highlights some progress we made through initiatives
developed, in part, based on FY 2022 data.

PART E.4 - EXECUTIVE SUMMARY: ACCOMPLISHMENTS

The FDIC made significant progress towards achieving its DEI Strategic Plan. The DEI Strategic Plan was evidence-driven;
incorporated agency-wide support; and was used to hold leaders, at all levels, accountable. Highlighted below are some
of the notable accomplishments across the agency:

Notable Accomplishments:
«  Essential Element Self-Assessment increased from 96.09 percent to 97.96 percent
«  Hispanic male and female workforce participation increased from 4.74 percent to 5.21 percent
+  Exceeded Section 501 goals within the permanent workforce

+  Established the first performance review standards for all FDIC executives, managers, and supervisors
focusing on career development and cultivation of an inclusive culture

«  Achieved the EEOC’s goal of a 50 percent ADR participation rate or the first time in more than five years
+  Posted the affirmative action plan on FDIC’s public website

«  Posted personal assistance procedures on FDIC’s public website

I EE————————————————————————————————————————
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In FY 2023, we continued our commitment to establish and maintain a diverse workforce and an accessible and inclusive
environment within the FDIC and across the financial services industry. In FY 2022, we planned activities in five key areas
identified in the prior barrier analysis: Recruitment and Hiring, Talent Management, Culture, and Leadership. Below are
our significant accomplishments in these areas:

RECRUITMENT AND HIRING

OMWI utilized an applicant dashboard to contribute to the development of outreach and recruitment initiatives. For example,
the dashboard indicated a lower-than-expected female application rate, therefore we will focus on the female application rate
in FY 2024. As a result, the FDIC has taken corrective steps, specifically finding corporate recruiters and training on engaging
groups with lower-than-expected participation rates. Additionally, the Minority Recruitment Task Force established a Data
Working Group to identify meaningful patterns in data for the Entry-Level Examiner Hiring Program to support decision-making
related to recruitment and onboarding processes, activities, and outcomes. As a result of recruitment efforts, the number of
entry-level hires increased substantially in calendar year (CY) 2023 to 40.9 percent, up from 31.7 percent minority with minority
entry-level hires from the prior year. Additionally, we automated internal processes to improve the accuracy of candidate data
used for entry-level examiner hiring events.

TALENT MANAGEMENT

The FDIC continued developing its infrastructure that provides timely and effective accommodations for PWDs. The FDIC’s
Section 508 Compliance Program and the Reasonable Accommodation Program Manager collaborated to enhance the
customer service experience within the new Information Technology Reasonable Accommodation ServiceNow module.
This effort provides employees an opportunity to select from a pre-approved list of available resources and submit specific
requests, which reduces response time.

CULTURE

The FDIC launched Leadership Connect (LC), a structured program designed to connect permanent CG and CM employees
with FDIC’s senior executives through informal interviewing and job-sharing experiences. The purpose of this program is
to provide employees with opportunities to learn more about the FDIC and different career paths, foster the engagement
and development of potential future leaders and managers, and allow employees to establish new professional contacts
and networks with senior leadership. The program was inspired by the Networking Inclusion and Advancement for African
American-Women: African American Women with a Purpose (NIA Women) ERG to promote opportunities for employees to
connect with leadership who could provide exposure, visibility, and experience through career sponsorship, particularly for
African American women. Further, (OMWI) collaborated with Division of Administration to conduct a pilot event designed
to educate immediate family members and dependents of FDIC employees on benefits and services available to support
work-life balance and career management to help foster connection and engagement.

LEADERSHIP

Previously, the FDIC developed leadership training programs to help create a pipeline of promotion-eligible employees
such as the Leadership Excellence Acceleration Program (LEAP) and Special Assistant Rotation Program (SARP). Corporate
University oversees LEAP, which was designed to give interested employees (non-supervisory, CG-12 through CG-15, across
all divisions and offices) the tools to become FDIC’s leaders of the future. Similarly, Division of Administration oversees
SARP, which was designed to provide cross-functional experience to rising FDIC leaders, increase diversity in our workforce
and our leadership, promote a culture of excellence that supports and sustains high performance, and improve career
development and succession management. Since the establishment of both programs, 10 out of 27 LEAP participants

and 11 out of 46 SARP participants were promoted. Both LEAP and SARP are within the agency’s leadership training
program curriculum.
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In an effort to improve the FDIC’s Hispanic workforce participation, the agency established an executive level task force,
the HLRRTF, to address challenges for Hispanic recruitment and retention. Throughout FY 2023 the HLRRTF collaborated
with the Hispanic Organization for Leadership and Advancement (HOLA) ERG to maintain engagement with Hispanic-Latinx
communities. Efforts included: conducted career fairs and informational sessions on Hispanic-Serving Institutions;
co-hosted a webinar with the Hispanic Association of Colleges and Universities about a career as a FIS; and participated in
speaking engagements at eight national outreach events for Hispanic-Latinx professionals and students that focused on
federal resume writing and FDIC employment benefits. Outcomes of these efforts assisted in developing and enhancing
recruitment and retention efforts.

After reviewing the EEOC’s technical assistance feedback letter we recommitted to three out of the five recommended
actions regarding efforts to reach regulatory goals regarding disability. The agency will continue to:

1. Provide disability related training to our managers and employees

2. Ensure PWD are notified about developmental opportunities including internships, coaching, details,
and job assignments

3. Ensure the FDIC provides sufficient access to technology and facilities

For additional information about specific DEIA activities conducted by the FDIC’s Divisions and Offices, please see our 2023
Section 342 Dodd-Frank Wall Street Reform and Consumer Protection Act Report to Congress included as Attachment L.
The next section discusses our planned activities for FY 2024 as we are committed to sustaining a work environment in
which all employees have a fair and equal chance to succeed and will continue to make DEIA our priority in FY 2024.
PART E.5 - EXECUTIVE SUMMARY: PLANNED ACTIVITIES

For FY 2024, we will prioritize the successful implementation of the Action Plan. The Action Plan is a living document
that describes the steps the agency is taking to address harassment and discrimination in the workplace and support
for FDIC employees. The Action Plan reflects input from a range of stakeholders, including the Diversity and Inclusion
Executive Advisory Council, personnel in OMWI, the Partnership of Women in the Workplace, and Networking Inclusion
and Advancement for African-American Women: African-American Women with a Purpose ERGs, as well as comments and
suggestions received during division and office listening sessions in November 2023. The Action Plan encompasses over
30 specific initiatives in eight action areas:

1. Support for Victims and Survivors

Prompt Investigation, Identification, and Correction of Current Problems
Repercussions for Harasser

Leadership Accountability

Policies, Procedures, and Operations Review and Enhancements
Training Programs

Communication and Outreach Strategy

N o v r WD

Cultural Transformation

I EE————————————————————————————————————————
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The agency has initiated a review that will evaluate the FDIC’s workplace culture, including any practices that might discourage
or deter reports of responses to sexual harassment and other misconduct. The agency will also implement recommendations
from the independent third-party review conducted by Cleary Gottlieb Steen & Hamilton LLP (Cleary Gottlieb). Complementing
the Plan, we are enhancing our EEO program to improve anti-harassment training. The outcome of this effort is to ensure the
FDIC continues to have sufficient resources to effectively carry out a successful EEO program.

The FDIC plans to meet all regulatory goals regarding disability, ensuring all Schedule A employees entering permanent
status after two years of satisfactory service are tracked.

In FY 2022, as part of barrier analysis efforts, we identified triggers for Hispanic females among its STEM occupations and
Black females among its management positions, but did not find a policy, procedure, or practice that may cause a barrier
for these groups. The FDIC will leverage existing data and consider using working groups to focus barrier analysis efforts
on specific triggers that are common across its divisions or offices. The agency will also collaborate with HRB to analyze
and determine if there are barriers to participation within mission critical occupations. In addition, the agency plans to use
applicant flow data to determine whether there are sufficient number of Hispanic males and females in the applicant pool
for each vacancy. We will review the relevant aspects of the decision-making process, including the presence or absence
of interviews as well as whether a panel conducts interviews. Below are the planned barrier analysis activities for Hispanic
Overall Workplace Participation and Hispanic Females in MCOs with expected completion dates of December 31,2024 and
December 31, 2025, respectively:

Hispanic Overall Workplace Participation (2024 efforts)
1. Conducting focus groups with Hispanic employees to understand their expression in the selection process.

2. Conducting focus groups with managers, supervisors, union officials, and special emphasis program managers
to understand their perception of the Hispanic applicants and the hiring process.

3. Conducting interviews with Hispanic stakeholders, colleges, and organizations about their perception of the
agency.

Hispanic Females in MCOs (2025 efforts)

1. Reviewing participation rates and applicant flow data (new hires and competitive promotions) of Hispanic females
in STEM occupations.

2. Reviewing recruitment and hiring process in the 0110 and 1101 series in a 5-year span to determine if any patterns
emerge. We will determine whether Hispanic females are encountering barriers in the selection process for new
hires in these occupations. Since some MCOs have greater opportunity for advancement than other occupational
series, we will determine which triggers are more impactful to a particular EEO group.

3. Investigating every phase of the merit promotion process in Senior Pay.
4. Interviewing employees from HRB about their screening processes.

5. Meeting with the interview panel to understand their selection process in identifying best qualified applicants
and their interview questions.

6. Reviewing participation of Hispanic females by grade level in occupations with upward mobility.

CONCLUSION

The FDIC continues its annual review efforts outlined under the Six Essential Elements of a Model EEO program. In FY 2024,
we will continue our commitment to implement the Action Plan, DEIA strategies, performance goals, and newly developed
initiatives to strengthen DEl and EEO efforts at the agency.
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CERTIFICATION of ESTABLISHMENT of CONTINUING EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

I, Brian Guy, Acting Director, Office of Minority and Women Inclusion, am the Principal EEQ Director/Official for the Federal Deposit
Insurance Corporation.

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

The agency has also analyzed its workforce 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.

| certify that proper documentation of this assessment s in place and being maintained for EEQOC review upon request.

Signature of Principal EEO Director/Official Date
Certifies that this Federal Agency Annual EEOQ Program Status Report is in compliance with EEQ MD-715.
BRIAN GUY Digitally signed by BRIAN GUY
Date: 2024.05.31 17:52:47 -04'00'
Signature of Agency Head or Agency Head Designee Date

|}
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The Part G Self-Assessment Checklist is a series of questions designed to provide federal agencies with an effective means
for conducting the annual self-assessment required in Part F of MD-715. This self-assessment permits EEO Directors to
recognize, and highlight for their senior staff, deficiencies in their EEO program the agency must address to comply with
MD-715's requirements. Nothing in Part G prevents agencies from establishing additional practices that exceed the
requirements set forth in this checklist.

All agencies are required to submit Part G to EEOC. Although agencies need not submit documentation to support their
Part G responses, they must maintain such documentation on file and make it available to EEOC upon request.

The Part G checklist is organized to track the MD-715 essential elements. As a result, a single substantive matter may appear
in several different sections, but in different contexts. For example, questions about establishing an anti-harassment policy
fall within Element C (Management and Program Accountability), while questions about providing training under the anti-
harassment policy are found in Element A (Demonstrated Commitment from Agency Leadership).

For each MD-715 essential element, the Part G checklist provides a series of "compliance indicators." Each compliance
indicator, in turn, contains a series of “yes/no” questions, called “measures.” To the right of the measures, there are two
columns, one for the agency to answer the measure with "Yes", "No", or "NA;" and the second column for the agency to
provide “comments”, if necessary. Agencies should briefly explain any “N/A” answer in the comments. For example, many
of the sub-component agencies are not responsible for issuing final agency decisions (FADs) in the EEO complaint process,
so it may answer questions about FAD timeliness with "NA" and explain in the comments column that the parent agency
drafts all FADs.

A"No" response to any measure in Part G is a program deficiency. For each such "No" response, an agency is required in
Part H to identify a plan for correcting the identified deficiency. If one or more sub-components answer “No” to a particular
question, the agency-wide/parent agency’s report should also include that “No” response

L}
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ESSENTIAL ELEMENT A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP

This element requires the agency head to communicate a commitment to equal employment opportunity
and a discrimination-free workplace.

- A.1- The agency issues an effective, Measure Comments Current
up-to-date EEO policy statement. Met? Part G
Questions
Compliance
Indic':\tor (Yes/No/
NA)

Measures

A.l.a Does the agency annually issue Yes June 2,2023 Ala.2

a signed and dated EEO policy
statement on agency letterhead that
clearly communicates the agency’s
commitment to EEO for all employees
and applicants? If “yes”, please
provide the annual issuance date in
the comments column. [see MD-715,

H(A)]

A.1.b Does the EEO policy statement Yes New
address all protected bases (age,
color, disability, sex (including
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)]

I EE————————————————————————————————————————
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-

Compliance
Indicator

L 2

Measures

A.2 - The agency has communicated
EEO policies and procedures to all
employees.

Measure
Met?

(Yes/No/
NA)

Comments

Current
Part G
Questions

A.2.a

Does the agency disseminate the
following policies and procedures to
all employees:

A.2.a.1

Anti-harassment policy? [see MD 715,
11(A)]

Yes

New

A.2.a.2

Reasonable accommodation
procedures? [see 29 C.F.R§
1614.203(d)(3)]

Yes

New

A.2.b

Does 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 Officers,
Special Emphasis Program Managers,
and EEO Director? [see 29 C.F.R §
1614.102(b)(7)]

Yes

New

A.2.b.2

Written materials concerning the EEO
program, laws, policy statements, and
the operation of the EEO complaint
process? [see 29 C.F.R § 1614.102(b)

(5)]

Yes

A2.c

A.2.b.3

Reasonable accommodation
procedures? [see 29 C.F.R. &
1614.203(d)(3)(i)] If so, please provide
the internet address in the comments
column.

Yes

https://fdicnet.fdic.
gov/content/dam/
DOA/documents/rim/
directives/2000/d2710-
05.pdf

A3.c

A.2.c

Does the agency inform its employees
about the following topics:
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A.2.c.1 EEO complaint process? [see 29 CFR Yes Biennial No FEAR Act A2.a
§§ 1614.102(a)(12) and 1614.102(b)(5)] training and annual
If “yes”, please provide how often. supervisor EEO,
Diversity training,
and New Employee
Orientations. Materials
Posted throughout FDIC
locations.
A.2.c.2 ADR process? [see MD-110, Ch. 3(11)(C)] Yes Biennial No FEAR Act New
If “yes”, please provide how often. training and annual
supervisor EEO and
Diversity training.
Materials Posted
throughout FDIC
locations.
A.2.c.3 Reasonable accommodation Yes Biennial No FEAR Act New
program? [see 29 CFR § 1614.203(d) Training and annual
(7)(ii)(C)] If “yes”, please provide how new supervisor EEO and
often. Diversity training. Also, bi-
weekly and quarterly new
employee orientations,
and bi-monthly supervisor
trainings are available.
A.2.c.4 Anti-harassment program? [see EEOC Yes New Supervisor EEO, New
Enforcement Guidance on Vicarious Diversity Training,
Employer Liability for Unlawful Biennial No FEAR Act
Harassment by Supervisors (1999), Training, and New
§V.C.1] If “yes”, please provide how Employee Orientation.
often.
A.2.c.5 Behaviors that are inappropriate Yes Biennial No FEAR Act A3.b
in the workplace and could result Training and Supervisor
in disciplinary action? [SCFR & Training.
2635.101(b)] If “yes”, please provide
how often.
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-

Compliance
Indicator

L 2

Measures

A.3 - The agency assesses and
ensures EEO principles are part
of its culture.

Measure
Met?

(Yes/No/
NA)

Comments

Current
Part G
Questions

A.3.a

Does the agency provide recognition
to employees, supervisors,

managers, and units demonstrating
superior accomplishment in equal
employment opportunity? [see 29 CFR
§1614.102(a) (9)] If “yes”, provide one
or two examples in the comments
section.

Yes

Each year the Chairman
presents the Annie D.
Moore EEO, Diversity and
Inclusion Award to an
executive and a non-
executive employee.

New

A.3.b

Does the agency utilize the Federal
Employee Viewpoint Survey or other
climate assessment tools to monitor
the perception of EEO principles within
the workforce? [see 5 CFR Part 250]

Yes

New
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ESSENTIAL ELEMENT B: INTEGRATION OF EEO INTO THE AGENCY’S STRATEGIC MISSION

This element requires that the agency’s EEO programs are structured to maintain a workplace that is free
from discrimination and support the agency’s strategic mission.

- B.1 - The reporting structure for the Measure Comments
EEO program provides the principal Met?
EEO official with appropriate

C°’PP“3“C9 authority and resources to (Yes/No/
Indicator effectively carry out a successful NA)
. EEO program.
Measures
B.1.a Is the agency head the immediate Yes B.1l.a

supervisor of the person (“EEO
Director”) who has day-to-day control
over the EEO office? [see 29 CFR
§1614.102(b)(4)]

B.l.a.1 If the EEO Director does not report N/A New
to the agency head, does the EEO
Director report to the same agency
head designee as the mission-related
programmatic offices? If “yes,” please
provide the title of the agency head
designee in the comments.

B.1.a.2 Does the agency’s organizational Yes B.1.d
chart clearly define the reporting
structure for the EEO office? [see 29
CFR§1614.102(b)(4)]

B.1.b Does the EEO Director have a Yes B.2.a
regular and effective means of
advising the agency head and other
senior management officials of the
effectiveness, efficiency, and legal
compliance of the agency’s EEO
program? [see 29 CFR §1614.102(c)
(1); MD-715 Instructions, Sec. I]

I EE————————————————————————————————————————
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B.1.c During this reporting period, did the Yes August 16, 2023 B.2.b
EEO Director present to the head

of the agency, and other senior
management officials, the "State of
the agency" briefing covering the

six essential elements of the model
EEO program and the status of the
barrier analysis process? [see MD-715
Instructions, Sec. )] If “yes”, please
provide the date of the briefing in the
comments column.

Does the EEO Director regularly
participate in senior-level staff
B.1.d meetings concerning personnel, Yes New
budget, technology, and other
workforce issues? [see MD-715, 11(B)]

- B.2 - The EEO Director controls all Measure Comments
aspects of the EEO program. Met?
o il
NA)
Measures
B.2.a Is the EEO Director responsible for Yes B.3.a

the implementation of a continuing
affirmative employment program

to promote EEO and to identify and
eliminate discriminatory policies,
procedures, and practices? [see MD-
110, Ch. 1(II1)(A); 29 CFR §1614.102(c)]

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

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

B.2.d Is the EEO Director responsible for Yes New
overseeing the timely issuance of
final agency decisions? [see 29 CFR
§1614.102(c)(5)] [This question
may not be applicable for certain
subordinate level components.]

B.2.e Is the EEO Director responsible for Yes F.3.b
ensuring compliance with EEOC
orders? [see 29 CFR §§ 1614.102(e);
1614.502]

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

B.2.g If the agency has subordinate level N/A The FDIC does not New
components, does the EEO Director have subordinate level
provide effective guidance and components.

coordination for the components?
[see 29 CFR §§ 1614.102(c)(2) and (c)
(3]
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- B.3 - The EEO Director and other Measure Comments
EEO professional staff are involved Met?
. in, and consulted on, management/
::nod:::l;ltl::ce personnel actions. (Ves/No/
NA)
Measures
B.3.a Do EEO program officials participate Yes B.2.c&B.2.d

in agency meetings regarding
workforce changes that might impact
EEO issues, including strategic
planning, recruitment strategies,
vacancy projections, succession
planning, and selections for training/
career development opportunities?
[see MD-715, 1I(B)]

B.3.b Does the agency’s current strategic Yes These are two examples New
plan reference EEO / diversity and of EEO principles within
inclusion principles? [see MD-715, FDIC Diversity, Equity,
11(B)] If “yes”, please identify the EEO and Inclusion Strategic
principles in the strategic plan in the Plan for 2021-2023:

comments column.

[ 2 1.1 Culture of Excellence: Measure Comments
Ensure every employee has the Met?
. opportunity to develop and excel
Con.1pl|ance in their career and recognize and (Yes/No/
Indicator reward high performers. NA)
Measures
B.4.a Pursuant to 29 CFR §1614.102(a)(1),

has the agency allocated sufficient
funding and qualified staffing to
successfully implement the EEO
program, for the following areas:

B.4.a.1 to conduct a self-assessment of Yes B.3.b
the agency for possible program
deficiencies? [see MD-715, 11(D)]
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B.4.a.2 to enable the agency to conduct Yes B.4.a
a thorough barrier analysis of its
workforce? [see MD-715, II(B)]

B.4.a.3 to timely, thoroughly, and fairly Yes E.5.b
process EEO complaints, including
EEO counseling, investigations,

final agency decisions, and legal
sufficiency reviews? [see 29 CFR &
1614.102(c)(5) & 1614.105(b) - (f); MD-
110, Ch. 1(IV)(D) & 5(IV); MD-715, lI(E)]

B.4.a.4 to provide all supervisors and Yes B.4.f&B.4.g
employees with training on the

EEO program, including but not
limited to retaliation, harassment,
religious accommodations, disability
accommodations, the EEO complaint
process, and ADR? [see MD-715, II(B)
and I11(C)] If not, please identify the
type(s) of training with insufficient
funding in the comments column.

B.4.a.5 to conduct thorough, accurate, N/A E.l.c
and effective field audits of the EEO
programs in components and the
field offices, if applicable? [see 29 CFR
§1614.102(c)(2)]

B.4.a.6 to publish and distribute EEO Yes B.4.c
materials (e.g. harassment

policies, EEO posters, reasonable
accommodations procedures)? [see
MD-715, I1(B)]

B.4.a.7 to maintain accurate data collection Yes New
and tracking systems for the following
types of data: complaint tracking,
workforce demographics, and
applicant flow data? [see MD-715,
II(E)]. If not, please identify the
systems with insufficient funding in
the comments section.

|}
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B.4.a.8 to effectively administer its special Yes B.3.c,
emphasis programs (such as, B.3.c.1,
Federal Women’s Program, Hispanic B.3.c.2,&
Employment Program, and People B.3.c.3
with Disabilities Program Manager)?
[5USC&7201;38 USC §4214;5CFR &
720.204; 5 CFR § 213.3102(t) and (u); 5
CFR § 315.709]
B.4.a.9 to effectively manage its anti- Yes The 2023 FDIC Action New
harassment program? [see MD- Plan for a Safe, Fair,
715 Instructions, Sec. I); EEOC and Inclusive Work
Enforcement Guidance on Vicarious Environment (Action
Employer Liability for Unlawful Plan) focuses on efforts
Harassment by Supervisors (1999), § to enhance the anti-
V.C.1] harassment program,
including expanding the
cadre of EEO counselors,
and establishing a
support program to
help survivors remain
integrated in the
workplace and take
advantage of professional
development
opportunities post-
harassment.
B.4.a.10 to effectively manage its reasonable Yes B.4.d
accommodation program? [see 29
CFR § 1614.203(d)(4)(ii)]
B.4.a.11 to ensure timely and complete Yes New
compliance with EEOC orders? [see
MD-715, [I(E)]
B.4.b Does the EEO office have a budget Yes New
that is separate from other offices
within the agency? [see 29 CFR §
1614.102(a)(1)]
B.4.c Are the duties and responsibilities of Yes B.1.b
EEO officials clearly defined? [see MD-
110, Ch. 1(11)(A), 2(111), & 6(111)]
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B.4.d

Does the agency ensure that all

new counselors and investigators,
including contractors and collateral
duty employees, receive the required
32 hours of training, pursuant to Ch.
2(I1)(A) of MD-110?

Yes

E.2.d

B.4.e

Does the agency ensure that

all experienced counselors and
investigators, including contractors
and collateral duty employees,
receive the required 8 hours of annual
refresher training, pursuant to Ch.
2(11)(C) of MD-110?

Yes

E.2.e

)

Compliance
Indicator

L 2

Measures

B.5 - The agency recruits, hires,
develops, and retains supervisors
and managers who have effective
managerial, communications, and
interpersonal skills.

Measure
Met?

(Yes/No/
NA)

Comments

B.5.a

Pursuant to 29 CFR § 1614.102(a)

(5), have all managers and
supervisors received training on their
responsibilities under the following
areas under the agency EEO program:

B.5.a.1

EEO Complaint Process? [see MD-
715(11)(B)]

Yes

New

B.5.a.2

Reasonable Accommodation
Procedures? [see 29 C.F.R. §
1614.102(d)(3)]

Yes

A3.d

B.5.a.3

Anti-Harassment Policy? [see MD-
715(11)(B)]

Yes

New
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B.5.a.4

Supervisory, managerial,
communication, and interpersonal
skills in order to supervise most
effectively in a workplace with diverse
employees and avoid disputes arising
from ineffective communications?
[see MD-715, 1I(B)]

Yes

New

B.5.a.5

ADR, with emphasis on the federal
government’s interest in encouraging
mutual resolution of disputes and
the benefits associated with utilizing
ADR? [see MD-715(11)(E)]

Yes

E.4.b

-

Compliance
Indicator

L 2

Measures

B.6 - The agency involves managers
in the implementation of its EEO
program.

Measure
Met?

(Yes/No/
NA)

Comments

New Indicator

Current
Part G
Questions

B.6.a

Are senior managers involved in the
implementation of Special Emphasis
Programs? [see MD-715 Instructions,
Sec. 1]

Yes

New

B.6.b

Do senior managers participate in the
barrier analysis process? [see MD-715
Instructions, Sec. I]

Yes

D.l.a

B.6.c

When barriers are identified, do senior
managers assist in developing agency
EEO action plans (Part |, Part J, or the
Executive Summary)? [see MD-715
Instructions, Sec. 1]

Yes

B.6.d

Do senior managers successfully
implement EEO Action Plans and
incorporate the EEO Action Plan
Objectives into agency strategic
plans? [29 CFR § 1614.102(a)(5)]

Yes

D.1l.c
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ESSENTIAL ELEMENT C: MANAGEMENT AND PROGRAM ACCOUNTABILITY

This element requires the agency head to hold all managers, supervisors, and EEO officials responsible
for the effective implementation of the agency’s EEO Program and Plan.

- C.1-The agency conducts regular Measure Comments Current
internal audits of its component Met? Part G
and field offices. Questions

Compliance

IndicI:\tor (Yes/No/

NA)
Measures
C.l.a Does the agency regularly assess N/A New

its component and field offices for
possible EEO program deficiencies?
[see 29 CFR §1614.102(c)(2)] If "yes”,
please provide the schedule for
conducting audits in the comments
section.

C.1.b Does the agency regularly assess its N/A New
component and field offices on their
efforts to remove barriers from the
workplace? [see 29 CFR §1614.102(c)
(2)] If ”yes”, please provide the
schedule for conducting audits in the
comments section.

C.l.c Do the component and field offices N/A New
make reasonable efforts to comply
with the recommendations of the field
audit? [see MD-715, 11(C)]
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- C.2 - The agency has established Measure Comments Current
procedures to prevent all forms of Met? Part G
c i EEO discrimination. Questions
ompliance
Indic';tor (Yes/No/
NA)
Measures
C.2.a Has the agency established Yes The Action Plan includes New
comprehensive anti-harassment efforts to update the
policy and procedures that comply Anti-Harassment
with EEOC’s enforcement guidance? Directive. In addition,
[see MD-715, 1I(C); Enforcement the Agency hired Cleary
Guidance on Vicarious Employer Gottlieb to conduct
Liability for Unlawful Harassment by a third-party review
Supervisors (Enforcement Guidance), of workplace culture
EEOC No.915.002, § V.C.1 (June 18, and misconduct. The
1999)] Agency also endeavors
to develop appropriate
consequences for
those found liable of
sexual harassment, and
atracking system to
better monitor sexual
harassment claims.
C.2.a.1 Does the anti-harassment policy Yes New
require corrective action to prevent
or eliminate conduct before it rises
to the level of unlawful harassment?
[see EEOC Enforcement Guidance
on Vicarious Employer Liability for
Unlawful Harassment by Supervisors
(1999), § V.C.1]
C.2.a.2 Has the agency established a firewall Yes New
between the Anti-Harassment
Coordinator and the EEO Director?
[see EEOC Report, Model EEO
Program Must Have an Effective Anti-
Harassment Program (2006]
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C.2.a3 Does the agency have a separate Yes New
procedure (outside the EEO complaint
process) to address harassment
allegations? [see Enforcement
Guidance on Vicarious Employer
Liability for Unlawful Harassment by
Supervisors (Enforcement Guidance),
EEOC No. 915.002, § V.C.1 (June 18,
1999)]

C.2.a.4 Does the agency ensure that the EEO Yes New
office informs the anti-harassment
program of all EEO counseling
activity alleging harassment? [see
Enforcement Guidance, V.C.]

C.2.a.5 Does the agency conduct a prompt Yes New
inquiry (beginning within 10 days

of notification) of all harassment
allegations, including those initially
raised in the EEO complaint process?
[see Complainant v. Dep’t of Veterans
Affairs, EEOC Appeal No. 0120123232
(May 21, 2015); Complainant v. Dep’t
of Defense (Defense Commissary
Agency), EEOC Appeal No. 0120130331
(May 29, 2015)] If “no”, please provide
the percentage of timely-processed
inquiries in the comments column.

C.2.a.6 Do the agency’s training materials No The Agency is working New
on its anti-harassment policy to include examples of
include examples of disability-based disability harassment
harassment? [see 29 CFR 1614.203(d) in its anti-harassment
(2)] training by end of FY2024.
C.2.b Has the agency established disability Yes New

reasonable accommodation
procedures that comply with EEOC’s
regulations and guidance? [see 29 CFR
1614.203(d)(3)]
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C.2.b.1

Is there a designated agency
official or other mechanism in
place to coordinate or assist with
processing requests for disability
accommodations throughout the
agency? [see 29 CFR 1614.203(d)(3)
(D)]

Yes

C.2.b.2

Has the agency established a
firewall between the Reasonable
Accommodation Program Manager
and the EEO Director? [see MD-110,
Ch. 1(IV)(A)]

Yes

New

C.2.b.3

Does the agency ensure that job
applicants can request and receive
reasonable accommodations during
the application and placement
processes? [see 29 CFR 1614.203(d)(1)
(ii)(B)]

Yes

New

C.2.b.4

Do the reasonable accommodation
procedures clearly state that the
agency should process the request
within a maximum amount of time
(e.g., 20 business days), as established
by the agency in its affirmative action
plan? [see 29 CFR 1614.203(d)(3)(i)(M)]

Yes

New

C.2.b.5

Does the agency process all
accommodation requests within the
time frame set forth in its reasonable
accommodation procedures? [see
MD-715, II(C)] If “no”, please provide
the percentage of timely-processed
requests in the comments column.

Yes

E.l.e

C.2.c

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

Yes

New
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C.2.c.1

Does the agency post its procedures
for processing requests for Personal
Assistance Services on its public
website? [see 29 CFR § 1614.203(d)
(5)(v)] If “yes”, please provide the
internet address in the comments
column.

Yes

https://www.fdic.gov/

about/diversity/pdf/pas.

pdf

=
)
=

)

Compliance
Indicator

2

Measures

New

Measure
Met?

(Yes/No/
NA)

Comments

C.3.a

Pursuant to 29 CFR §1614.102(a)

(5), do all managers and supervisors
have an element in their performance
appraisal that evaluates their
commitment to agency EEO policies
and principles and their participation
in the EEO program?

Yes

New

C.3.b

Does the agency require rating
officials to evaluate the performance
of managers and supervisors based
on the following activities:

C.3.b.1

Resolve EEO problems/
disagreements/conflicts, including
the participation in ADR proceedings?
[see MD-110, Ch. 3.1]

Yes

A3.a.l

C.3.b.2

Ensure full cooperation of employees
under his/her supervision with

EEO officials, such as counselors

and investigators? [see 29 CFR
§1614.102(b)(6)]

Yes

A3.a.4

C.3.b.3

Ensure a workplace that is free from
all forms of discrimination, including
harassment and retaliation? [see MD-
715, 11(C)]

Yes

A3.a5
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C.3.b.4 Ensure that subordinate supervisors Yes A3.a.6
have effective managerial,
communication, and interpersonal
skills to supervise in a workplace
with diverse employees? [see MD-715
Instructions, Sec. 1]

C.3.b.5 Provide religious accommodations Yes A3.aT7
when such accommodations do not
cause an undue hardship? [see 29 CFR
§1614.102(a)(7)]

C.3.b.6 Provide disability accommodations Yes A3.a.8
when such accommodations do not
cause an undue hardship? [ see 29
CFR §1614.102(a)(8)]

C.3.b.7 Support the EEO program in Yes New
identifying and removing barriers to
equal opportunity. [see MD-715, 11(C)]

C.3.b.8 Support the anti-harassment program Yes A3.a.2
in investigating and correcting
harassing conduct. [see Enforcement
Guidance, V.C.2]

C.3.b.9 Comply with settlement agreements Yes New
and orders issued by the agency,
EEOC, and EEO-related cases from the
Merit Systems Protection Board, labor
arbitrators, and the Federal Labor
Relations Authority? [see MD-715, 11(C)]

C.3.c Does the EEO Director recommend N/A There have not New
to the agency head improvements been any findings of
or corrections, including remedial discrimination.

or disciplinary actions, for managers
and supervisors who have failed in
their EEO responsibilities? [see 29 CFR
§1614.102(c)(2)]

C.3d When the EEO Director recommends N/A New
remedial or disciplinary actions,

are the recommendations regularly
implemented by the agency? [see 29
CFR §1614.102(c)(2)]
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-

Compliance
Indicator

L 2

Measures

C.4 - The agency ensures effective
coordination between its EEO
programs and Human Resources
(HR) program.

Measure
Met?

(Yes/No/
NA)

Comments

Current
Part G
Questions

C.4.a

Do the HR Director and the EEO
Director meet regularly to assess
whether personnel programs,
policies, and procedures conform

to EEOC laws, instructions, and
management directives? [see 29 CFR
§1614.102(a)(2)]

Yes

New

C.4.b

Has the agency established
timetables/schedules to review at
regular intervals its merit promotion
program, employee recognition
awards program, employee
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? [see MD-
715 Instructions, Sec. I]

Yes

C.2.a,C.2.b,
&C.2.c

C.4.c

Does the EEO office have timely
access to accurate and complete data
(e.g., demographic data for workforce,
applicants, training programs, etc.)
required to prepare the MD-715
workforce data tables? [see 29 CFR
§1614.601(a)]

Yes

New

c.4d

Does the HR office timely provide

the EEO office with access to other
data (e.g., exit interview data, climate
assessment surveys, and grievance
data), upon request? [see MD-715, II(C)]

Yes

New
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C.4.e Pursuant to Section II(C) of MD-715,
does the EEO office collaborate with
the HR office to:
C.4.e.1 Implement the Affirmative Action Plan Yes New

for Individuals with Disabilities? [see
29 CFR §1614.203(d); MD-715, 11(C)]

C.4.e.2 Develop and/or conduct outreach and Yes New
recruiting initiatives? [see MD-715,

11(C)]

C.4.e.3 Develop and/or provide training for Yes New
managers and employees? [see MD-
715, 11(C)]

C4.e4 Identify and remove barriers to equal Yes New
opportunity in the workplace? [see
MD-715, 11(C)]

C.4.e.5 Assist in preparing the MD-715 report? Yes New
[see MD-715, 11(C)]

- C.5 - Following a finding of Measure Comments Current
discrimination, the agency Met? Part G
. explores whether it should take a Questions

Compliance disciplinary action. (Yes/No/

Indicator

NA)
Measures
C.5.a Does the agency have a disciplinary Yes C.3.a.

policy and/or table of penalties that
covers discriminatory conduct? [see
29 CFR § 1614.102(a)(6); see also
Douglas v. Veterans Administration, 5
MSPR 280 (1981)]

C.5.b When appropriate, does the agency Yes 0 C3.c
discipline or sanction managers

and employees for discriminatory
conduct? [see 29 CFR §1614.102(a)
(6)] If “yes”, please state the number
of disciplined/sanctioned individuals
during this reporting period in the
comments.
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FDIC/FY 2023 38



MD-715 PART G | AGENCY SELF-ASSESSMENT CHECKLIST | ESSENTIAL ELEMENT C

C.5.c

If the agency has a finding of
discrimination (or settles cases in
which a finding was likely), does

the agency inform managers and
supervisors about the discriminatory
conduct? [see MD-715, 1I1(C)]

Yes

New

)

Compliance
Indicator

L 2

Measures

C.6 - The EEO office advises
managers/supervisors on EEO
matters.

Measure
Met?

(Yes/No/
NA)

Comments

Current
Part G
Questions

C.6.a

Does the EEO office provide
management/supervisory officials
with regular EEO updates on at
least an annual basis, including EEO
complaints, workforce demographics
and data summaries, legal updates,
barrier analysis plans, and special
emphasis updates? [see MD-715
Instructions, Sec. 1] If “yes”, please
identify the frequency of the EEO
updates in the comments column.

Yes

Monthly, we share
information at the
Diversity and Inclusion
Executive Advisory
Council meetings.

We also share annual
updates in the State of
the Agency briefing to the
Chairman.

C.la

C.6.b

Are EEO officials readily available to
answer managers’ and supervisors’
questions or concerns? [see MD-715
Instructions, Sec. 1]

Yes

New
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ESSENTIAL ELEMENT D: PROACTIVE PREVENTION

This element requires that the agency head make early efforts to prevent discrimination
and to identify and eliminate barriers to equal employment opportunity.

- D.1- The agency conducts a Measure Comments Current
reasonable assessment to monitor Met? Part G
. progress towards achieving Questions
Corppllance equal employment opportunity (Yes/No/
Indicator throughout the year. NA)
Measures
D.l.a Does the agency have a process for Yes New

identifying triggers in the workplace?
[see MD-715 Instructions, Sec. ]

D.1.b Does the agency regularly use the Yes New
following sources of information

for trigger identification: workforce
data; complaint/grievance data; exit
surveys; employee climate surveys;
focus groups; affinity groups; union;
program evaluations; special emphasis
programs; reasonable accommodation
program; anti-harassment program;
and/or external special interest groups?
[see MD-715 Instructions, Sec. 1]

D.1.c Does the agency conduct exit Yes New
interviews or surveys that include
questions on how the agency could
improve the recruitment, hiring,
inclusion, retention and advancement
of individuals with disabilities? [see 29
CFR 1614.203(d)(1)(iii)(C)]
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- D.2 - The agency identifies areas Measure Comments Current
where barriers may exclude EEO Met? Part G
. groups (reasonable basis to act.) New Indicator Questions
Compliance
Indicator (Yes/No/
NA)
Measures
D.2.a Does the agency have a process for Yes New
analyzing the identified triggers to
find possible barriers? [see MD-715,
(IN(B)]
D.2.b Does the agency regularly examine Yes B.2.c.2
the impact of management/personnel
policies, procedures, and practices
by race, national origin, sex, and
disability? [see 29 CFR §1614.102(a)
(3)]
D.2.c Does the agency consider whether Yes B.2.c.1
any group of employees or applicants
might be negatively impacted
prior to 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 Yes The FDIC uses the New
following sources of information to following sources
find barriers: complaint/grievance to identify barriers:
data, exit surveys, employee climate applicant data;
surveys, focus groups, affinity workforce statistics;
groups, union, program evaluations, FEVS results; special
anti-harassment program, special emphasis programs;
emphasis programs, reasonable Chairman's Diversity
accommodation program,; anti- Advisory Councils;
harassment program; and/or external ERGs Anti-Harassment
special interest groups? [see MD-715 Program; Reasonable
Instructions, Sec. 1] If “yes”, please Accommodation
identify the data sources in the program; focus groups;
comments column. and EEO complaint data.
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- Comments Current
Part G
. New Indicator Questions
Compliance
Indicator
Measures
D.3.a. Does the agency effectively tailor Yes New
action plans to address the identified
barriers, in particular policies,
procedures, or practices? [see 29 CFR
§1614.102(a)(3)]
D.3.b If the agency identified one or more Yes New
barriers during the reporting period,
did the agency implement a planin
Part I, including meeting the target
dates for the planned activities? [see
MD-715, 1(D)]
D.3.c Does the agency periodically review Yes New
the effectiveness of the plans? [see
MD-715, 1(D)]
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- D.4 - The agency has an affirmative Measure Comments Current
action plan for people with Met? Part G
disabilities, including those Questions

Compliance with targeted disabilities. (Yes/No/
Indicator NA)

L 2

Measures

New Indicator

D.4.a Does the agency post its affirmative Yes https://www.fdic. New
action plan on its public website? [see gov/about/diversity/
29 CFR 1614.203(d)(4)] Please provide omwireports.html

the internet address in the comments.

D.4.b Does the agency take specific Yes New
steps to ensure qualified people
with disabilities are aware of

and encouraged to apply for job
vacancies? [see 29 CFR 1614.203(d)
3]0

D.4.c Does the agency ensure that Yes New
disability-related questions from
members of the public are answered
promptly and correctly? [see 29 CFR
1614.203(d)(1)(ii)(A)]

D.4.d Has the agency taken specific steps Yes New
that are reasonably designed to
increase the number of persons with
disabilities or targeted disabilities
employed at the agency until it meets
the goals? [see 29 CFR 1614.203(d)(7)
(ii)]
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ESSENTIAL ELEMENT E: EFFICIENCY

This element requires the agency head to ensure that there are effective systems for evaluating the impact
and effectiveness of the agency’s EEO programs and an efficient and fair dispute resolution process.

- E.1- The agency maintains an Comments Current
efficient, fair, and impartial Part G
complaint resolution process. Questions

Compliance

Indicator

Measures

E.l.a Does the agency timely provide No The agency had two E.3.a.1
EEO counseling, pursuant to 29 CFR untimely counseling
§1614.105? sessions out of 60 total.

To ensure timeliness,

the agency increased
accountability through
regular staff feedback
and as necessary. In
addition, the agency
continues to procure
additional support as
needed through both
contracting measures
and/or details from other
Divisions. The agency

is also reviewing and
revising SOPs to establish
checkpoints in processing
of EEO counseling
sessions and complaints.

E.1.b Does the agency provide written Yes E.3.a.2
notification of rights and
responsibilities in the EEO process
during the initial counseling session,
pursuant to 29 CFR §1614.105(b)(1)?

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

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

Yes

During FY2023, the
average processing time
for acceptance letters
was 44 days.

New

E.l.e

Does the agency ensure all employees
fully cooperate with EEO counselors
and EEO personnel in the EEO
process, including granting routine
access to personnel records related to
an investigation, pursuant to 29 CFR
§1614.102(b)(6)?

Yes

New

E.1.f

Does the agency timely complete
investigations, pursuant to 29 CFR
§1614.108?

Yes

E.3.a.3

E.l.g

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

N/A

New

E.1.h

When the complainant does not
request a hearing, does the agency
timely issue the final agency decision,
pursuant to 29 CFR §1614.110(b)?

Yes

E.3.a4

E.l.i

Does the agency timely issue final
actions following receipt of the
hearing file and the administrative
judge’s decision, pursuant to 29 CFR
§1614.110(a)?

Yes

E.3.a.7

E.Lj

If the agency uses contractors to
implement any stage of the EEO
complaint process, does the agency
hold them accountable for poor work
product and/or delays? [See MD-110,
Ch. 5(V)(A)] If “yes”, please describe
how in the comments column.

Yes

Work with Contracting
Officer to address any
noted deficiencies. Met,
via conference call, with
investigative firm several
times during the fiscal
year to address any
concerns.

E.2.c
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E.1.k

If the agency uses employees to
implement any stage of the EEO
complaint process, does the agency
hold them accountable for poor
work product and/or delays during
performance review? [See MD-110,
Ch. 5(V)(A)]

Yes

New

E.1.l

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

Yes

New

-

Compliance
Indicator

L 2

Measures

E.2 - The agency has a neutral
EEO process.

Measure
Met?

(Yes/No/
NA)

Comments

Revised Indicator

Current
Part G
Questions

E.2.a

Has the agency established a clear
separation between its EEO complaint
program and its defensive function?
[see MD-110, Ch. 1(1V)(D)]

Yes

New

E.2.b

When seeking legal sufficiency
reviews, does the EEO office

have access to sufficient legal
resources separate from the agency
representative? [see MD-110, Ch.
1(IV)(D)] If “yes”, please identify the
source/location of the attorney who
conducts the legal sufficiency review
in the comments column.

Yes

There are two attorneys
within the EEO office that
conduct legal sufficiency
reviews.

E.6.a

E.2.c

If the EEO office relies on the
agency’s defensive function to
conduct the legal sufficiency review,
is there a firewall between the
reviewing attorney and the agency
representative? [see MD-110, Ch. 1(IV)
(D)]

N/A

OMWI does not rely on
the agency's defensive
function to conduct legal
sufficiency reviews.

New
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E.2.d

Does the agency ensure that its
agency representative does not
intrude upon EEO counseling,
investigations, and final agency
decisions? [see MD-110, Ch. 1(IV)(D)]

Yes

E.6.b

E.2.e

If applicable, are processing time
frames incorporated for the legal
counsel’s sufficiency review for timely
processing of complaints? [see EEOC
Report, Attaining a Model Agency
Program: Efficiency (Dec. 1,2004)]

N/A

This does not apply
to the FDIC.

E.6.c

)

Compliance
Indicator

L 2

Measures

E.3 - The agency has established
and encouraged the widespread
use of a fair alternative dispute
resolution (ADR) program.

Measure
Met?

(Yes/No/
NA)

Comments

Current
Part G
Questions

E.3.a

Has the agency established an ADR
program for use during both the
pre-complaint and formal complaint
stages of the EEO process? [see 29
CFR §1614.102(b)(2)]

Yes

E.4.a

E.3.b

Does the agency require managers
and supervisors to participate in ADR
once it has been offered? [see MD-715,

(A)1)]

Yes

E.4.c

E.3.c

Does the agency encourage all
employees to use ADR, where ADR is
appropriate? [see MD-110, Ch. 3(IV)
(€)1

Yes

D.2.a

E.3.d

Does the agency ensure a
management official with settlement
authority is accessible during the
dispute resolution process? [see MD-
110, Ch. 3(11)(A)(9)]

Yes

New
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E.3.e Does the agency prohibit the Yes E.4.d
responsible management official
named in the dispute from having
settlement authority? [see MD-110,
Ch. 3(1)]

E.3.f Does the agency annually evaluate Yes New
the effectiveness of its ADR program?
[see MD-110, Ch. 3(l1)(D)]

[ 2 E.4 - The agency has effective and Measure Comments Current
accurate data collection systems in Met? Part G
place to evaluate its EEO program. Questions

Compliance

Indic‘;tor (Yes/No/

NA)

Measures

E.4.a Does the agency have systems in

place to accurately collect, monitor,
and analyze the following data:

E.4.a.1 Complaint activity, including the Yes E.5.a
issues and bases of the complaints,
the aggrieved individuals/
complainants, and the involved
management official? [see MD-715,

I1(E)]

E.4.a.2 The race, national origin, sex, and Yes E.5.c
disability status of agency employees?
[see 29 CFR §1614.601(a)]

E.4.a.3 Recruitment activities? [see MD-715, Yes E.5.f
1(E)]

E.4.a.4 External and internal applicant flow Yes New
data concerning the applicants’ race,
national origin, sex, and disability
status? [see MD-715, II(E)]
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E.4.a.5 The processing of requests for No The Reasonable New
reasonable accommodation? [29 CFR Accommodation Program
§1614.203(d)(4)] currently uses SharePoint
while the FDIC is in the
process of building an
automated system as
required by the EEOC.
This system should be
completed by the end of FY
2024.
E.4.a.6 The processing of complaints for the No The FDIC Action Plan for New
anti-harassment program? [see EEOC a Safe, Fair, and Inclusive
Enforcement Guidance on Vicarious Work Environment
Employer Liability for Unlawful reflects the Agency’s
Harassment by Supervisors (1999), § 2024 plans to enhance
V.C.2] the centralized tracking
system for monitoring
sexual harassment claims
to provide the agency
with better data on the
scope and nature of
sexual harassment claims
and improve decision
making around how to
best prevent and address
sexual harassment.
E.4.b Does the agency have a system in Yes New

place to re-survey the workforce on a

regular basis? [MD-715 Instructions,

Sec. 1]
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- E.5 - The agency identifies and Measure Comments Current
disseminates significant trends and Met? Part G
c i best practices in its EEO program. Questions
ompliance
Indic';tor (Yes/No/
NA)
Measures
E.5.a Does the agency monitor trends in its Yes We monitor trends in E.5.e
EEO program to determine whether preparation for meetings
the agency is meeting its obligations with LEAS, LERS, EAC,
under the statutes EEOC enforces? CDACs, ERGs, Divisions/
[see MD-715, II(E)] If “yes”, provide an Offices task forces, we
example in the comments. also present on applicable
trends in the annual State
of the Agency briefing
as well as in preparation
for the annual MD-715
report. Weekly meetings
are held with the EEO staff
to identify and discuss
noted trends within the
EEO process. Based on
noted trends, the EEO staff
revised its SOPs to address
timeliness issues identified
within the process.
E.5.b Does the agency review other Yes Benchmarked our EEO E.5.g
agencies’ best practices and adopt ADR program activity
them, where appropriate, to improve against other Federal
the effectiveness of its EEO program? agencies of similar size and
[see MD-715, II(E)] If “yes”, provide an highly ranked agencies in
example in the comments. the EEOC’s Annual Report
on the Federal sector
complaints process.
We conducted interviews
with the agencies’ EEO
ADR Coordinators and
researched their websites
for ADR marketing and
brochures.
E.5.c Does the agency compare its Yes E.3.a
performance in the EEO process to
other federal agencies of similar size?
[see MD-715, II(E)]
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ESSENTIAL ELEMENT F: RESPONSIVENESS AND LEGAL COMPLIANCE

This element requires federal agencies to comply with EEO statutes and EEOC regulations, policy guidance,
and other written instructions.

[ F.1-The agency has processes Measure Comments Current
in place to ensure timely and full Met? Part G
. compliance with EEOC Orders and Questions

Con.1pl|ance settlement agreements. (Yes/No/

Indicator

NA)
Measures
F.l.a Does the agency have a system of Yes F.l.a

management controls to ensure that
its officials timely comply with EEOC
orders/directives and final agency
actions? [see 29 CFR §1614.102(e);
MD-715, I1(F)]

F.1.b Does the agency have a system of Yes E.3.a.6
management controls to ensure

the timely, accurate, and complete
compliance with resolutions/
settlement agreements? [see MD-715,

11(F)]

F.l.c Are there procedures in place to Yes F.2.a.1
ensure the timely and predictable
processing of ordered monetary
relief? [see MD-715, II(F)]

F.1.d Are procedures in place to process Yes F.2.a.2
other forms of ordered relief
promptly? [see MD-715, lI(F)]

F.l.e When EEOC issues an order requiring Yes F.3.a.
compliance by the agency, does the
agency hold its compliance officer(s)
accountable for poor work product
and/or delays during performance
review? [see MD-110, Ch. 9(IX)(H)]
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-

Compliance
Indicator

L 2

Measures

F.2 - The agency complies with the
law, including EEOC regulations,
management directives, orders,
and other written instructions.

Measure
Met?

(Yes/No/
NA)

Comments

Current
Part G
Questions

F.2.a

Does the agency timely respond and
fully comply with EEOC orders? [see
29 CFR §1614.502; MD-715, I1(E)]

Yes

c.3d

F.2.a.1

When a complainant requests a
hearing, does the agency timely
forward the investigative file to the
appropriate EEOC hearing office? [see
29 CFR §1614.108(g)]

Yes

E.3.a.5

F.2.a.2

When there is a finding of
discrimination that is not the subject
of an appeal by the agency, does the
agency ensure timely compliance
with the orders of relief? [see 29 CFR
§1614.501]

Yes

E.3.a.7

F.2.a.3

When a complainant files an appeal,
does the agency timely forward the
investigative file to EEOC’s Office

of Federal Operations? [see 29 CFR
§1614.403(e)]

Yes

New

F.2.a.4

Pursuant to 29 CFR §1614.502, does
the agency promptly provide EEOC
with the required documentation for
completing compliance?

Yes

F.3.d (1t09)
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- F.3 - The agency reports to Measure Comments Current
. EEOC its program efforts and Met? Part G
Compliance . .
Indicator accomplishments. Questions
(Yes/No/
. NA)
Measures
F.3.a Does the agency timely submit to Yes New
EEOC an accurate and complete No
FEAR Act report? [Public Law 107-174
(May 15, 2002), §203(a)]
F.3.b Does the agency timely post on its Yes New
public webpage its quarterly No FEAR
Act data? [see 29 CFR §1614.703(d)]
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MD-715 PART H | AGENCY EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF A MODEL EEO PROGRAM

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

[JIf the agency did not address any deficiencies during the reporting period, please check the box.

PLEASE DESCRIBE THE STATUS OF EACH PLAN THAT THE AGENCY HAS IMPLEMENTED TO CORRECT
DEFICIENCIES IN THE EEO PROGRAM.

Type of Program Deficiency Brief Description of Program Deficiency - C.4.b

C - Management and Program The agency has not established timetables to review its merit promotion

Accountability program, employee recognition awards program, and employee development/
training program for systemic barriers.

OBJECTIVE(S) AND DATES FOR EEO PLAN

Date g Date

Initiated Obiecti Target Date Modified Completed
jective (mm/dd/ Date (mm/

(mm/ddj yyyy) dd/yyyy) (mm/ddj

yyyy) yyyy)

Establish timetables to review the FDIC’s
merit promotion program, employee
07/21/2019 recognition awards program, and 12/31/2019 06/30/2023 06/30/2023
employee development/training
program for systemic barriers

RESPONSIBLE OFFICIAL(S)

Performance Standards

Title Name Address the Plan?
(Yes or No)

Acting Director, Office of Minority Brian Guy Ves

and Women Inclusion (OMWI)

Branch Chief, Affirmative Terrian Hicks

Employment, Diversity and Yes

Inclusion (OMWI)

Chief Human Capital Officer Jeff Rosenblum Yes

(DOA)

Chief, Corporate HR, Nancy Green

Performance Management and Yes

Compensation (DOA)

Deputy Director, Corporate Steve Cooper No

University (CU)

Assistant Inspector General for Bronzwyn M. Palmer No

Management (OIG)
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PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE

Sufficient leti
Target Date L Funding & Modified Date Completion
(mm/dd/yyyy) Planned Activities Staffing? (mm/dd/yyyy) Date
(mm/dd/yyyy)
(Yes or No)
Schedule and meet with responsible
agency officials to discuss the requirement
07/21/2019 to review the FDIC’s merlt‘promotlon y 09/30/2020 02/28/2021
program, employee recognition awards
program, and employee development/
training program for potential barriers.
07/21/2019 Identify HR points-of-contact for each v 09/30/2020 02/28/2021
program area.
08/16/2019 Establish a review timetable for each v 09/30/2021 09/30/2021
program area.
Implement the review timetable for
the FDIC’s merit promotion, employee
03/31/2020 recognition awards, and employee Y 06/30/2023 06/30/2023
development/training programs for
systemic barriers.
Analyze results and prepare a report of the
review, and make recommendations for
07/30/2020 |mprovgment, corrections, and remedlal v 06/30/2023 06/30/2023
actions, if needed (managers, supervisors,
or other employees who have failed in
their EEO responsibilities).
Establish timetables to review the
FDIC’s merit promotion program,
07/21/2019 employee recognition awards program, Y 12/31/2019 06/30/2023
and employee development/training
program for systemic barriers.
REPORT OF ACCOMPLISHMENTS
Fiscal Year Accomplishments
2020 Initiated barrier analysis work, which will cover some of these elements.
2021 Identified key stakeholders and a review timetable.
Reviewed merit program to identify barriers. Established Action Plan for Fair, Safe,
2023 . - .
and inclusive Work Environment.
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MD-715 PART H | AGENCY EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF A MODEL EEO PROGRAM

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

] If the agency did not address any deficiencies during the reporting period, please check the box.

PLEASE DESCRIBE THE STATUS OF EACH PLAN THAT THE AGENCY HAS IMPLEMENTED TO CORRECT
DEFICIENCIES IN THE EEO PROGRAM.

Type of Program Deficiency Brief Description of Program Deficiency - C.2.a.6
C - Management and Program The agency’s training materials on its anti-harassment policy does not include
Accountability examples of disability-based harassment.

OBJECTIVE(S) AND DATES FOR EEO PLAN

Date op Date

Initiated Obiecti Target Date Modified Completed
jective (mm/dd/ Date (mm/

(mmjdd] yyyy) dd/yyyy) (mm/ddj

yyyy) yyyy)

Update current training materials to
12/1/2023 include examples of disability-based 12/31/2024
harassment.

RESPONSIBLE OFFICIAL(S)

Performance Standards

Title Name Address the Plan?
(Yes or No)

Branch Chief, Affirmative Terrian Hicks

Employment, Diversity and Y

Inclusion (OMWI)

Branch Chief, Equal Opportunity Eric Atilano

Compliance and Training N
Deputy Director, Corporate Steve Cooper N
University (CU)

Equal Employment Specialist Stephanie Foster N
(oMwWI)
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PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE

Sufficient leti
Target Date - Funding & Modified Date Completion
(mm/dd/yyyy) Planned Activities Staffing? (mm/dd/yyyy) Date
(mm/dd/yyyy)
(Yes or No)
Update current training materials to
12/31/2024 include examples of disability-based Y
harassment.

REPORT OF ACCOMPLISHMENTS

Fiscal Year Accomplishments
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MD-715 PART H | AGENCY EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF A MODEL EEO PROGRAM

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

] If the agency did not address any deficiencies during the reporting period, please check the box.

PLEASE DESCRIBE THE STATUS OF EACH PLAN THAT THE AGENCY HAS IMPLEMENTED TO CORRECT
DEFICIENCIES IN THE EEO PROGRAM.

Type of Program Deficiency

Brief Description of Program Deficiency - E.1.a

E - Efficiency

The agency did not timely provide EEO counseling, pursuant to 29 C.F.R.
§1614.105. The agency had two untimely counseling sessions out of 60 total.

To ensure timeliness, the agency increased accountability through regular staff
feedback as necessary. In addition, the agency continues to pursue additional
support as needed through both contracting measures and/or details from other
Divisions. The agency is also reviewing and revising SOPs to establish checkpoints
in processing of EEO counseling sessions and complaints.

OBJECTIVE(S) AND DATES FOR EEO PLAN

Date o Date
Initiated .. Target Date Modified Completed
Objective (mm/dd/ Date (mm/

(mm/dd/ yyyy) dd/yyyy) (mm/ddj

yyyy) yyyy)
Timely complete all EEO counseling,

10/01/2023 pursuant to 29 C.F.R. §1614.105. 09/30/2024

RESPONSIBLE OFFICIAL(S)

Performance Standards
Address the Plan?

Compliance and Training (OMWI)

Title Name
(Yes or No)
Acting Director, Office of Minority Brian Guy Ves
and Women Inclusion (OMWI)
Branch Chief, Equal Opportunity Eric Atilano Ves
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PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE

Sufficient leti
Target Date - Funding & Modified Date Completion
(mm/dd/yyyy) Planned Activities Staffing? (mm/dd/yyyy) Date
(mm/dd/yyyy)
(Yes or No)
Update current training materials to
09/30/2024 include examples of disability-based Y
harassment.

REPORT OF ACCOMPLISHMENTS

Fiscal Year Accomplishments
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MD-715 PART H | AGENCY EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF A MODEL EEO PROGRAM

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

[JIf the agency did not address any deficiencies during the reporting period, please check the box.

PLEASE DESCRIBE THE STATUS OF EACH PLAN THAT THE AGENCY HAS IMPLEMENTED TO CORRECT
DEFICIENCIES IN THE EEO PROGRAM.

Type of Program Deficiency Brief Description of Program Deficiency - E.4.a.5

E-Efficiency The agency does not have an effective and accurate data collection system
in place to process requests for reasonable accommodations.

OBJECTIVE(S) AND DATES FOR EEO PLAN

Date oge Date
Initiated . Target Date Modified Completed
Objective (mm/dd/ Date (mm/

(mm/dd/ yyyy) dd/yyyy) (mm/ddf
yyyy) yyyy)

Migrate from SharePoint to ServiceNow,
an internal, automated data collection
system. The Reasonable Accommodation
Program currently uses SharePoint while
FDIC is in the process of building an
automated system as required by EEOC.

03/29/2024 09/30/2024

RESPONSIBLE OFFICIAL(S)

Performance Standards

Title Name Address the Plan?
(Yes or No)

Chief Human Capital Officer Jeff Rosenblum N

(DOA)

Assistant Director, LERS (DOA) Lisa Gilmore N

Reasonable Accommodation Michelle Curry v

Program Manager (DOA)

Deputy Director, Strategy, Stephen Beard

Resources and Regional N

Coordination (DOA/DIT)
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PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE

Sufficient leti
Target Date - Funding & Modified Date Completion
(mm/dd/yyyy) Planned Activities Staffing? (mm/dd/yyyy) Date
(mm/dd/yyyy)
(Yes or No)
Digitization of paper files and streamline
12/31/2023 naming conventions for import of Y 12/31/2023
historical files.
04/08/2024 Completion of Requirements Y 04/12/2024
04/19/2024 User Stories Y 04/18/2024
09/9/2024 Development Y
09/30/2024 Deployment Y

REPORT OF ACCOMPLISHMENTS

Fiscal Year

Accomplishments
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MD-715 PART H | AGENCY EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF A MODEL EEO PROGRAM

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

] If the agency did not address any deficiencies during the reporting period, please check the box.

PLEASE DESCRIBE THE STATUS OF EACH PLAN THAT THE AGENCY HAS IMPLEMENTED TO CORRECT
DEFICIENCIES IN THE EEO PROGRAM.

Type of Program Deficiency Brief Description of Program Deficiency - E.4.a.6
E- Efficiency The agency does not have an effective and accurate data collection system
in place to process harassment complaints.
OBJECTIVE(S) AND DATES FOR EEO PLAN
Dét? Target Date Modified Date
Initiated . Completed
Objective (mm/dd/ Date (mm/
{mm/ddf yyyy) dd/yyyy) {(mim/dd
yyyy) yyyy)
Enhance the centralized tracking system for
monitoring harassment claims to provide
the agency with better data on the scope
12/31/2023 and nature of sexual harassment claims and 02/29/2024 12/31/2025
improve decision making around how to best
prevent and address sexual harassment.
RESPONSIBLE OFFICIAL(S)
Performance Standards
Title Name Address the Plan?
(Yes or No)
Acting Director, Office of Minority Brian Guy N
and Women Inclusion (OMWI)
Branch Chief, Office of Minority Terrian Hicks
and Women Inclusion and Anti-
Y
Harassment Program Manager
(OMwWI)
Chief Human Capital Officer Jeff Rosenblum N
(DOA)
Assistant Director, Labor and Tamiko Watkins
Employee Relations Section N
(DOA)
Deputy Director, Strategy, Stephen Beard
Resources and Regional N
Coordination (DOA/DIT)
Assistant Director, Strategy, Jingxiao Feng
Resources and Regional N
Coordination (DOA/DIT)
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PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE

Sufficient leti
Target Date - Funding & Modified Date Completion
(mm/dd/yyyy) Planned Activities Staffing? (mm/dd/yyyy) Date
(mm/dd/yyyy)
(Yes or No)
02/29/2024 !VIOdIerd eX|st{ngtrack|ng system to
improve tracking of harassment cases
Pre-discovery to determine
05/17/2024 existing relevant platforms Y
and reporting mandates
Develop interim centralized tracking
06/30/2024 system to improve synthesis of
harassment cases and instances
Develop further enhanced and
12/31/2025 expanded centrallzgd tracking system
to improve synthesis of harassment
cases and instances
REPORT OF ACCOMPLISHMENTS
Fiscal Year Accomplishments
2024 Developed intra-agency committee to enhance centralized tracking system
2024 Modified existing tracking system to improve tracking of harassment cases

FDIC/FY 2023 63



U.S. Equal Employment Opportunity Commission
FY 2023 - FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
Federal Deposit Insurance Corporation

MD-715 PART H | AGENCY EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF A MODEL EEO PROGRAM

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

] If the agency did not address any deficiencies during the reporting period, please check the box.

PLEASE DESCRIBE THE STATUS OF EACH PLAN THAT THE AGENCY HAS IMPLEMENTED TO CORRECT
DEFICIENCIES IN THE EEO PROGRAM.

Type of Program Deficiency Brief Description of Program Deficiency

ADR Participation Rate
and Untimely FAD

Based on the FDIC’s written response dated June 20, 2023, and meeting
discussion, EEOC notes that FDIC has demonstrated meaningful progress in
(1) increasing ADR participation rate in the pre-complaint stage during fiscal
year 2022; and (2) Untimely issuing Final Agency Decision (FAD).

EEOC wants to thank FDIC for completing a Part H for the low participation of
ADR in pre-complaint stage, however we expect the agency to establish a plan
in Part H with an objective and activities to increase the timely issuance of final
agency decisions.

OBJECTIVE(S) AND DATES FOR EEO PLAN

Date oge Date

Initiated Obiecti Target Date Modified Completed
jective (mm/dd/ Date (mm/

(mm/dd/ yyyy) dd/yyyy) (mm/dd]

yyyy) yyyy)

Enhance process to support timely issue of

final agency decisions pursuant to 29 CFR Ongoing/
03/13/2018 §1614.110(b) when complainants do not 09/30/2020 09/30/2021 Continuous
request a hearing
RESPONSIBLE OFFICIAL(S)
Performance Standards
Title Name Address the Plan?
(Yes or No)
Acting Director, Office of Minority Brian Guy No
and Women Inclusion (OMWI)
Branch Chief, Equal Opportunity Eric Atilano
Compliance and Training Branch No
(OMWI)
Counsel, Labor, Employment and Antonier White
Administration Section, Legal No
Division
Senior Counsel, Labor, Marian Borum
Employment and Administration No
Section, Legal Division
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PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE

agency decisions pursuant to 29 CFR
§1614.110(b) when complainants do
not request a hearing

Sufficient leti
Target Date - Funding & Modified Date Completion
(mm/dd/yyyy) Planned Activities Staffing? (mm/dd/yyyy) Date
(mm/dd/yyyy)
(Yes or No)
Coordinate with Conflict Manager to
assist in updating standard operating
06/10/2019 procedures (SOPs) for issuing final ves 09/30/2021 09/30/2021
agency decisions involving conflict case
09/30/2021 Develop Intern?l Conflict Case Yes N/A 09/30/2021
Processing Policy
Regularly Update SOPs for processing Ongoing/
12/31/2024 complaints to include issuing final Yes N/A 8 . &
. Continuous
agency decisions for all matters
Continue to use implemented time
tables to conduct Quality Management
Review of complaints, to include conflict
09/30/2021 complalntsf procgdures and process Yes N/A Ongqmg/
to ensure timely issuance of final Continuous

REPORT OF ACCOMPLISHMENTS

Fiscal Year Accomplishments

2023 All Agency FADs were timely

2022 All Agency FADs were timely

2021 All Agency FADs were timely

2020 Drafted EEO Conflict of Interest Complaint Processing Procedures
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EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

To capture agencies’ affirmative action plan for persons with disabilities (PWD) and persons with targeted disabilities
(PWTD), EEOC regulations (29 C.F.R. § 1614.203(e)) and MD-715 require agencies to describe how their plan will improve
the recruitment, hiring, advancement, and retention of applicants and employees with disabilities. All agencies, regardless
of size, must complete this Part of the MD-715 report.

Section I: Efforts to Reach Regulatory Goals

EEOC regulations (29 C.F.R. § 1614.203(d)(7)) require agencies to establish specific numerical goals for increasing the
participation of persons with reportable and targeted disabilities in the federal government.
| __________________________ ____________________! . ____________________! ' _____________|
Section | 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) Yes[] No
b. Cluster GS-11 to SES (PWD) Yes[] No

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) Yes[] No
b. Cluster GS-11 to SES (PWTD) Yes[] No

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

Offices and Divisions provide hiring goals to HRB, in turn Talent Sourcing Team (TST) communicates
the type of positions office and divisions plan to recruit.
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Section Il

A. Plan to
Provide
Sufficient &
Competent
Staffing for
the Disability
Program

Section II: Model Disability Program

Yes X No [

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.
! _____________________________________________! . ___________________ ' _____________|
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.

2. Identify all staff responsible for implementing the agency’s disability employment program by the

office, staff employment status, and responsible official.

Disability Program Task

# of FTE Staff by
Employment Status

Responsible Official
(Name, Title, Office, Email)

Full | Part | Collateral
Time | Time Duty
Processing applications from 1 Paula Molloy, Assistant Director,
PWD and PWTD Staffing, Classifications, and Processing
Operations, pmolloy@fdic.gov
Answering questions from the 1 Roxana Flores, Program Analyst,
public about hiring authorities rflores@fdic.gov
that take disability into account
Processing reasonable 1 Michelle Curry, RA Program Manager,
accommodation requests from michcurry@fdic.gov
applicants and employees
Section 508 Compliance 1 Brooke Aiken, 508 Program Manager,
baiken@fdic.gov
Architectural Barriers Act 1 Gwenn Marley, Chief, Space Planning
Compliance Unit, gmarley@fdic.gov
Special Emphasis Program for 1 Jessica Hill, DPM, jehill@fdic.gov

PWD and PWTD

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.

Yes®X No [

Yes, the agency provided disability program staff with sufficient training to carry out their responsibilities

during the reporting period. Here are the two trainings:

EEOC Disability Program Manager Training - This course outlines the roles and responsibilities of the
Disability Program Manager and identifies some of the challenges faced. The main objective of a Disability
Program Manager is to help agency management meet its affirmative employment responsibilities to

ensure employment opportunities for persons with disabilities.

FDIC Reasonable Accommodations Training - This online training provides supervisors and managers
the tools needed to understand FDIC processes and policies regarding reasonable accommodations.
This course is designed to provide supervisors with the tools and resources they need to effectively
address reasonable accommodation requests from employees.
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Section Il

B. Plan

To Ensure
Sufficient
Funding for
the Disability
Program

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

Yes X No [

Section lll

A. Plan to
Identify Job
Applicants with
Disabilities

Section Ill: 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.

| ______________________________________________! . ___________________! ' _____________|

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

The FDIC’s Talent Sourcing Team targeted list of collegiate campuses currently includes 202 schools
(80.8% of the schools on the FDIC’s key school list) These school have that had programs and/or services
for persons with disabilities; and 46 (over 18%) of these schools were recognized for outstanding programs
and/or services for persons with disabilities. The agency assigned each school two dedicated recruiters who
will establish networks and identify opportunities to connect with qualified PWD.

In addition, the FDIC utilizes the Workforce Recruitment Program (WRP) to recruit qualified post-secondary
students and recent graduates with disabilities. Trained WRP recruiters conduct informational interviews
with interested candidates from colleges and universities across the country to provide federal career
advice and enter candidate feedback in a searchable database on the WRP website.

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.

The FDIC utilizes Schedule A hiring authority 5 C.F.R. 213.3102 (u) for people with intellectual
disabilities, severe physical disabilities or psychiatric disabilities. All vacancy announcements state
that the agency is an equal opportunity employer and encourages candidates with disabilities to
apply for all merit promotion recruitments external to the FDIC.

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.

See comments above, individuals are appointed to temporary, term, or permanent positions under
the Schedule A hiring authority when there is a bona fide vacant position.
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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.

YesX Noll N/AL

The HRB provides guidance on Schedule A and other special hiring authorities to all managers on an
ongoing basis. This information may be provided during the recruitment consultation process and
during HR client training sessions.

Section lll

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.

The FDIC partnered with affinity groups and organizations that focus on veterans, women, Black, Asian,
Hispanic, and individuals with disabilities through the Corporate Outreach Program to encourage
potential candidates to apply and to increase awareness of the FDIC as an employer of choice. Nineteen
of the 43 Corporate Outreach events targeted individuals with disabilities - this represents approximately
44% of the events.

On a bi-weekly basis, the Talent Sourcing Team provides a notification of vacancy announcements
for FDIC positions to multiple sources that target PWD, including Vocational Rehabilitation Agencies
for several states, the DC Department of Disability Services, Career Opportunities for Students with
Disabilities, disABLEDPerson.com, Virginia Department for the Blind and Vision Impaired, and Corporate
Advocacy Network for Disability Opportunities (CAN DO), an FDIC ERG.

Section Il

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.

Yes Xl No [
Yes Xl No [

a. New Hires for Permanent Workforce (PWD)
b. New Hires for Permanent Workforce (PWTD)

PWD new hires was 6.15% and PWTD new hires was 0.16%

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.

a. New Hires for MCO (PWD) YesX NolJ
b. New Hires for MCO (PWTD) Yes No []

There is a lower-than-expected participation rate for PWD in the Economist, Financial Institution
Examining, and Attorney occupational series.

There is a lower-less than-expected participation rate for PWTD in the Attorney and Financial
Institution Examining occupational series.
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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.

a. Qualified Applicants for MCO (PWD) Yes[] No
b. Qualified Applicants for MCO (PWTD) Yes[l 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.

a. Promotions for MCO (PWD) Yes[] No
b. Promotions for MCO (PWTD) Yes No []

Based on the qualified applicant pool benchmark, a trigger exists for PWTD among our General
Business MCO positions.

Section IV

A.
Advancement
Program Plan

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

Pursuant to 29 C.F.R §1614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities

for employees with disabilities. Such activities might include specialized training and mentoring programs, career
development opportunities, awards programs, promotions, and similar programs that address advancement. In this
section, agencies should identify, and provide data on programs designed to ensure advancement opportunities for
employees with disabilities.

| ______________________________________________! . ___________________! ' _____________|

Describe the agency’s plan to ensure PWD, including PWTD, have sufficient opportunities
for advancement.

The FDIC uses multiple methods to provide opportunities for advancement for employees with
disabilities as well as those with targeted disabilities. Agency employees can participate in career
development plans, use the FDIC’s Professional Learning Account (PLA) funds, the mentoring program,
and participate in the external leadership programs. These programs are listed on the internal
FDIC website, shared through Global Messenger to all employees and through division and office
level communications.
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Section IV 1. Please describe the career development opportunities that the agency provides to its employees.

B. Career
Development The FDIC encourages employees with disabilities to participate in available formal mentoring, career

Opportunities | development, leadership and management programs, detail opportunities, and tracks participation.
Information about available programs is distributed FDIC-wide through a variety of methods. Additional
reminders and notifications are sent to the Veterans ERG and CAN DO, an ERG for people with disabilities.
The specific leadership and management programs are Leadership Excellence Acceleration Program
(LEAP) for non-supervisory CG12-CG15 grade levels, Leadership Connect (LC) for all CG-CM grade levels,
Aspiring Leader Program (ALP) for CG4-CG6 grade levels, New Leader Program (NLP) for CG7-CG10 grade
levels, Executive Leadership Program (ELP) for CG11-CG13 grade levels, and Executive Potential Program
(EPP) for CG14-CM grade levels.

2. In the table below, please provide the data for career development opportunities that require
competition and/or supervisory recommendation/approval to participate. [Collection begins with
the FY 2018 MD-715 report, which is due on February 28, 2019.] Note: The FDIC does not have any
requirements that fits the Career Development definition/requirement.

Career Total Participants PWD PWTD
Development

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

Internship
Programs

Fellowship
Programs

Mentoring
Programs

Coaching Programs

Training Programs

Detail Programs

Other Career
Development
Programs

|}
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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.

a. Applicants (PWD) Yes[O Nol[l N/A
b. Selections (PWD) Yes[O Nol[l N/A

The EEOC instructed the FDIC that the definition of career development program/opportunities is the same
in Part J, requiring competition to participate in training that would qualify employees for a promotion. The
FDIC has no career development programs as defined in the instructions to MD-715 and as confirmed by
the EEOC. While the FDIC does not have career development programs that, upon completion, necessarily
“qualify a participant for a promotion,” all Financial Institution Examiners (Series 0570) are required to
attend and complete four core training programs as a part of the commissioning process.

4. Do triggers exist for PWTD among the applicants and/or selectees for any of the career development
programs identified? (The appropriate benchmarks are the relevant applicant pool for applicants
and the applicant pool for selectees.) If yes, describe the trigger(s) in the text box.

a. Applicants (PWTD) Yes[d No[l N/A
b. Selections (PWTD) Yes[O No[l N/A

Please see response to question 3 above.

Section IV
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? If yes, please describe the
trigger(s) in the text box.

a. Awards, Bonuses, & Incentives (PWD) Yes No [J
b. Awards, Bonuses, & Incentives (PWTD) Yes No [J

Time Off Awards for 11-20 and 21-30 hours is lower-than-expected for PWD. For all categories,
Time Off Awards for PWTD are lower-than-expected.

Cash Awards of $2,000-$2,999 did not meet the target for both PWD and PWTD. Additionally, for Cash
Awards from the $3,000- through $5,000 and more categories, PWTD had no participation. Lastly,
for Cash Awards $4,000- through $5,000 and more categories, PWD did not meet the target and/or
had no participation.

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. PayIncreases (PWD)  Yes[1 Nol[l
b. Pay Increases (PWTD) Yes[] No[J

N/A: The FDIC does not have traditional grades/steps as found in the GS scale, and the FDIC does not

award Quality Step Increases (QSIs). The FDIC’s performance-based pay system awards bonus shares
and since individual employees have the opportunity to receive one or more bonus shares, table B-9

counts the number of shares awarded, not the individuals who received bonus shares.

L}
FDIC/FY 2023 72




EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

3. If the agency has other types of employee recognition programs, are PWD and/or PWTD recognized
disproportionately less than employees without disabilities? (The appropriate benchmark is the
inclusion rate.) If yes, describe the employee recognition program and relevant data in the text box.

a. Other Types of Recognition (PWD) Yes[d No[l N/A
b. Other Types of Recognition (PWTD) Yes[J Noll N/A
N/A
Section IV 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

D. Promotions

the text box.
a. SES
i. Qualified Internal Applicants (PWD) Yes[] No
ii. Internal Selections (PWD) Yes[] No
b. Grade GS-15
i. Qualified Internal Applicants (PWD) Yes[J No
ii. Internal Selections (PWD) Yes[J No
c. Grade GS-14
i. Qualified Internal Applicants (PWD) Yes[J No
ii. Internal Selections (PWD) Yes[J No
d. Grade GS-13
i. Qualified Internal Applicants (PWD) Yes[] No
ii. Internal Selections (PWD) Yes[] No

I EE————————————————————————————————————————
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2. Does your agency have a trigger involving PWTD among the qualified internal applicants and/or
selectees for promotions to the senior grade levels? (The appropriate benchmarks are the relevant
applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) For
non-GS pay plans, please use the approximate senior grade levels. If yes, describe the trigger(s) in

the text box.

a. SES
i. Qualified Internal Applicants (PWTD) Yes[] No
ii. Internal Selections (PWTD) Yes[J No

b. Grade GS-15
i. Qualified Internal Applicants (PWTD) Yes[] No
ii.Internal Selections (PWTD) Yes[] No

c. Grade GS-14
i. Qualified Internal Applicants (PWTD) Yes[] No
ii. Internal Selections (PWTD) Yes[] No

d. Grade GS-13
i. Qualified Internal Applicants (PWTD) Yes[J No
ii. Internal Selections (PWTD) Yes[J No

3. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWD
among the new hires to the senior grade levels? For non-GS pay plans, please use the approximate
senior grade levels. If yes, describe the trigger(s) in the text box.

a. New Hires to SES (PWD) Yes[] No
b. New Hires to GS-15 (PWD) Yes[] No
c. New Hires to GS-14 (PWD) Yes[J No
d. New Hires to GS-13 (PWD) Yes[J No

4. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving
PWTD among the new hires to the senior grade levels? For non-GS pay plans, please use the
approximate senior grade levels. If yes, describe the trigger(s) in the text box.

a. New Hires to SES (PWTD) Yes[] No
b. New Hires to GS-15 (PWTD) Yes[] No
c. New Hires to GS-14 (PWTD)) Yes No [J
d. New Hires to GS-13 (PWTD)) Yes[J No

Based on applicant pool data received from Monster, CG-14 new hires are below the goal for PWTD.
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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 yes,
describe the trigger(s) in the text box.

a. Executives

i. Qualified Internal Applicants (PWD) Yes[] No

ii. Internal Selections (PWD) Yes[] No
b. Managers

i. Qualified Internal Applicants (PWD) Yes[J No

ii. Internal Selections (PWD) Yes[J No

¢. Supervisors
i. Qualified Internal Applicants (PWD) Yes[] No
ii. Internal Selections (PWD) Yes[] No

6. Does your agency have a trigger involving PWTD among the qualified internal applicants and/or
selectees for promotions to supervisory positions? (The appropriate benchmarks are the relevant
applicant pool for qualified internal applicants and the qualified applicant pool for selectees.) If yes,
describe the trigger(s) in the text box.

a. Executives
i. Qualified Internal Applicants (PWTD) Yes[] No

ii. Internal Selections (PWTD) Yes[] No
b. Managers

i. Qualified Internal Applicants (PWTD) Yes[J No

ii. Internal Selections (PWTD) Yes[J No

c. Supervisors
i. Qualified Internal Applicants (PWTD) Yes[] No
ii. Internal Selections (PWTD) Yes[] No

7. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWD
among the selectees for new hires to supervisory positions? If yes, describe the trigger(s) in the text box.

a. New Hires for Executives (PWD) Yes[J No
b. New Hires for Managers (PWD)  Yes[] No
c. New Hires for Supervisors (PWD) Yes[] No

FDIC/FY 2023 75



EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

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.

a. New Hires for Executives (PWTD) Yes[] No
b. New Hires for Managers (PWTD) Yesl No
c. New Hires for Supervisors (PWTD) Yes[] No

SectionV

A. Voluntary
and

Involuntary
Separations

Section V: Plan to Improve Retention of Persons with Disabilities

To be a 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 personal assistance services.

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)(i))? If
“no”, please explain why the agency did not convert all eligible Schedule A employees.

YesX Nol[l N/ALC

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

a. Voluntary Separations (PWD) Yes[J No
b. Involuntary Separations (PWD) Yes[] No

For reporting purposes, resignations and retirements are counted as voluntary separations.
Reductions in force, removal, and other separations are counted as involuntary.

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

a. Voluntary Separations (PWTD)  Yes No [
b. Involuntary Separations (PWTD) Yes[] No

For reporting purposes, resignations and retirements are counted as voluntary separations.
Reductions in force, removal, and other separations are counted as involuntary.

The data shows that PWTD has a higher separation rate in retirement than the FDIC total of
employees separating within the permanent workforce.
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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.

The FDIC reviewed Exit Survey data for persons who identified as having a disability. During 2023, eight
respondents self-identified as PWD. The agency is cautious not to draw strong conclusions from a small
sample of respondents. The information indicates a less positive experience of the FDIC’s "work or
organizational culture", particularly as it relates to relationships with colleagues and their immediate
supervisor. PWD respondents reported lower satisfaction with the item on the Exit Survey that reads
"Tools, equipment, and resource support". A review of employee commentary on the Exit Survey notes
some employee concerns over requests for reasonable accommodation that may help to explain lower
satisfaction related to "tools, equipment, and resource support.”.

SectionV

B. Accessibility
of Technology
and Facilities

Pursuant to 29 C.F.R. § 1614.203(d)(4), federal agencies are required to inform applicants and employees
of their rights under Section 508 of the Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the
accessibility of agency technology, and the Architectural Barriers Act of 1968 (42 U.S.C. § 4151-4157),
concerning the accessibility of agency facilities. In addition, agencies are required to inform individuals
where to file complaints if other agencies are responsible for a violation.

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.

https://www.fdic.gov/accessibility/ Complaints alleging violations of Section 508 must be initiated
within 180 calendar days of the alleged violation with the Office of Minority and Women Inclusion
(OMWI). Contact Eric Atilano at eatilano@fdic.gov or (703)562-6073

Complaints alleging violations of Section 508 connected to employment must contact an FDIC EEO
Counselor within 45 calendar days of the alleged violation. Contact FDIC EEO Counselor Donald Ballard
by mail at the Federal Deposit Insurance Corporation, Office of Minority and Women Inclusion,
3501 Fairfax Drive, Room E-2076, Arlington, VA 22226; by telephone at (703) 562-6082; or by email
at DoBallard@fdic.gov

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.

https://www.fdic.gov/accessibility/

|}
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EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

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.

In FY 2023 the FDIC completed the accessibility upgrade to the Student Resident Center (SRC). Those
upgrades included the following:

>

Floor/deck raised to height of threshold
Ramp up to new raised floor/deck
Railing at ramp/raised deck

ADA pad/button and door operator

New panic hardware

B
C
D
E. New orreplaced door with swing in direction of egress
F
G. New exitsigns

H

Install addition ceiling lighting

ADA area of refuge

Communications phone for refuge area

Demo overhead bulkhead to maintain required clearance

Installation of new carpet and base inside SRC space

Wall mounted devices raised to code compliant height above new floor/deck

Raise existing electrical closet door/frame/create elevated threshold

Oz = X &«

Relocated existing storage room doors

SectionV

C. Reasonable
Accommodation
Program

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

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.)

The average time for processing requests during FY 2023 was fifteen (15) days.

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 accommodation requests for trends.

In an effort to create more effective practices, the Reasonable Accommodation Program conducted
training for managers and supervisors at headquarters and in the regions, as well as timely processing
requests and providing approved accommodations. Finally, we monitored and provided data on trends
in types of accommodations.

L}
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EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

SectionV

D. Personal
Assistance
Services
Allowing
Employees to
Participate in
the Workplace

Pursuant to 29 C.F.R. § 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 would impose 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.

The FDIC has policies in place to process requests for PAS, timely provide services and monitor the
requests. We conduct PAS training as part of reasonable accommodation training for supervisors and
managers. We did not receive any PAS requests for FY 2023; therefore, there is no data pertaining to
PAS for FY 2023.

Section VI: EEO Complaint and Findings Data

Section VI 1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging
A. EEO harassment, as compared to the government-wide average?
Complaint Yes[l No N/A [
Data Involving
Harassment 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?
Yes[J No N/A
3. If the agency had one or more findings of discrimination alleging harassment based on disability
status during the last fiscal year, please describe the corrective measures taken by the agency.
There were no findings.
Section VI 1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging failure
B. EEO to provide a reasonable accommodation, as compared to the government-wide average?
Complaint Yes[1 No N/A
Data Involving
Reasonable

Accommodation

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?

YesO NoX N/AO

3. If the 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.

There were no findings.
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EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

Section VII: Identification and Removal of Barriers

Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure,
or practice may be impeding the employment opportunities of a protected EEO group.
! __________________________ ___________________! . ___________________! ' _____________|

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

Yes[d NoKX

2. Has the agency established a plan to correct the barrier(s) involving PWD and/or PWTD?
Yes[1 No 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.

Trigger 1
Barrier(s) New efforts will be conducted in FY 2024
Objective(s)
Responsible Official(s) Performance Standards Address the Plan?
(Yes or No)
Barrier Analysis Process Completed? Barrier(s) Identified?
(Yes or No) (Yes or No)
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EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

Sources of Data Sources Reviewed? Identify Information Collected
(Yes or No)
Workforce Data Tables
Complaint Data (Trends) Yes Data was retrieved from the FY2023
Annual 462 Report. There are no
complaint trends to report regarding
harassment of PWD or PWTD
Grievance Data (Trends) Yes Data was reviewed from the Labor and
Employee Relation Section’s Tracking
System. There are no complaint trends
to report regarding harassment of PWD
or PWTD
Findings from Decisions (e.g., EEO, Yes Data was retrieved from the FY2023
Grievance, MSPB, Anti-Harassment Annual 462 Report. There were no
Processes) findings from the EEO Decisions.
There are no complaint trends to report
regarding harassment of PWD or PWTD.
Climate Assessment Survey (e.g., FEVS)
Exit Interview Data
Focus Groups
Interviews
Reports (e.g., Congress, EEOC, MSPB,
GAO, OPM)
Other (Please Describe)
Target Date Planned Activities | Sufficient Staffing & Modified Date C?mpl/zttljin Da;ce
(mm/dd/yyyy) Funding (mm/dd/yyyy) | O
(Yes or No)
Fiscal Year Accomplishments
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EEOC FORM 715-01 PART J | SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, ADVANCEMENT, AND
RETENTION OF PERSONS WITH DISABILITIES

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

Not Applicable

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

Not Applicable

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.

Not Applicable
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ATTACHMENT A | FDIC WORKFORCE DATA TABLES
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Worksheet A1: Total Workforce - Distribution by Race/Ethnicity and Sex
T \o | Plackor | Blackor o | o or| Hawaianor| Amere | L Two or more
All Total Males Total | Hispanicor| oo [ White Males White | African Aftican | on Males Asian | or Pacific| Other Pacific]  oAn oF Alaska | Lvoormorel o e
Employment Tenure Females | Latino Males Females Females Anl\:l:l::" AFn::lr::sn Females Islander Islander Na:::s;l:les Native races Males Females
Males Females Females

TOTAL
Prior FY # 5895 3326 2569 167 111 2468 1484 339 677 256 229 5 3 21 13 70 52
Prior FY % 100.00 56.42 43.58 2.83 1.88 41.87 25.17 575 1148 434 3.88 0.08 0.05 036 022 1.19 0.88
Current FY # 6194 3490 2704 198 132 2566 1540 355 714 271 245 6 3 19 12 75 58
Current FY % 100.00 5634 43.66 320 213 41.43 24.86 573 11.53 438 3.96 0.10 0.05 031 0.19 121 0.94
CLF 2014 -2018% 100.00 51.79 4821 6.82 6.16 35.64 31.82 570 6.61 2.19 218 0.08 0.08 031 031 1.05 1.05
Alternative Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Difference # 299 164 135 31 21 98 56 16 37 15 16 1 0 2 -1 5 6
Ratio Change % 0.00 -0.08 0.08 036 025 0.44 031 0.02 0.04 0.03 0.07 0.01 0.00 -0.05 -0.03 0.02 0.05
Net Change % 5.07 493 5.25 18.56 18.92 3.97 3.77 472 547 5.86 6.99 20.00 0.00 -9.52 -7.69 7.14 11.54
PERMANENT
Prior FY # 5511 3099 2412 159 102 2289 1379 332 651 229 216 5 2 20 11 65 51
Prior FY % 100.00 5623 43.77 2.89 1.85 41.54 25.02 6.02 11.81 4.16 3.92 0.09 0.04 036 020 118 0.93
Current FY # 5757 3220 2537 180 120 2356 1436 339 684 250 228 6 2 18 12 71 55
Current FY % 100.00 5593 44.07 3.13 2.08 40.92 24.94 5.89 11.88 434 3.96 0.10 0.03 031 021 123 0.96
Difference # 246 121 125 21 18 67 57 7 33 21 12 1 0 2 1 6 4
Ratio Change % 0.00 0.30 030 0.24 023 -0.61 -0.08 0.14 0.07 0.19 0.04 0.01 0.00 -0.05 0.01 0.05 0.03
Net Change % 446 3.90 5.18 1321 17.65 2.93 4.13 2.11 5.07 9.17 5.56 20.00 0.00 -10.00 9.09 9.23 7.84
TEMPORARY
Prior FY # 384 227 157 8 9 179 105 7 26 27 13 0 1 1 2 5 1
Prior FY % 100.00 59.11 40.89 2.08 234 46.61 27.34 1.82 6.77 7.03 339 0.00 026 026 0.52 130 026
Current FY # 437 270 167 18 12 210 104 16 30 21 17 0 1 1 0 4 3
Current FY % 100.00 61.78 3822 4.12 2.75 48.05 23.80 3.66 6.86 481 3.89 0.00 023 023 0.00 0.92 0.69
Difference # 53 43 10 10 3 31 -1 9 4 -6 4 0 0 0 2 -1 2
Ratio Change % 0.00 2.67 2.67 2.04 0.40 1.44 -3.55 1.84 0.09 223 050 0.00 -0.03 -0.03 -0.52 -0.39 043
Net Change % 13.80 18.94 637 125.00 3333 1732 0.95 128.57 1538 2222 30.77 0.00 0.00 0.00 -100.00 | -20.00 | 200.00
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Worksheet A2: Permanent Workforce by Component - Distribution by Race/Ethnicity and Sex
ot | s M| e | | e | | Hovtnor ot rl S | e | o
All Total Males N Latino White Males . . Asian Males Other Pacific| Other Pacific: Alaska races
Employment Tenure Females | Latino Males| Females Females AmMe:llecsan A[::::;::sn Females Islander Islander o tﬁ:s}\l:laales Native races Males Females
Males Females Females

Permanent Workforce # 5757 3220 2537 180 120 2356 1436 339 684 250 228 6 2 18 12 71 55
Permanent Workforce % 100.00 55.93 4407 3.13 2,08 40.92 24.94 5.89 11.88 434 3.96 0.10 0.03 031 021 123 0.96
CLF 2014 -2018% 100.00 51.79 4821 6.82 6.16 35.64 31.82 570 6.61 2.19 2.18 0.08 0.08 031 031 1.05 1.05
Alternative Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Atlanta Regional Office # 465 273 192 12 7 190 97 58 80 8 5 0 1 1 0 4 2
Atlanta Regional Office % 100.00 5871 4129 258 1.51 40.86 20.86 12.47 17.20 1.72 1.08 0.00 022 022 0.00 0.86 043
Chicago Regional Office # 462 284 178 20 10 245 142 10 24 5 2 1 0 0 0 3 0
Chicago Regional Office % 100.00 61.47 38.53 433 2.16 53.03 30.74 2.16 5.19 1.08 043 0.22 0.00 0.00 0.00 0.65 0.00
Dallas Regional Office # 597 359 238 36 14 255 134 83 70 14 12 2 0 4 1 5 7
Dallas Regional Office % 100.00 60.13 39.87 6.03 235 271 2245 7.20 11.73 235 2,01 0.34 0.00 0.67 0.17 0.84 1.17
Kansas City Regional Office # 458 289 169 5 1 272 156 4 8 5 1 0 0 0 1 3 2
Kansas City Regional Office %| 100.00 63.10 36.90 1.09 022 59.39 34.06 0.87 1.75 1.09 022 0.00 0.00 0.00 022 0.66 0.44
New York Regional Office # 548 300 248 17 13 248 185 15 27 14 18 0 0 1 1 5 4
New York Regional Office % | 100.00 54.74 4526 3.10 237 4526 33.76 2.74 493 2.55 328 0.00 0.00 0.18 0.18 091 0.73
San Francisco Regional Office # 497 317 180 24 13 234 105 17 11 34 46 1 0 1 1 6 4
San Francisco Regional Office %{ 100.00 63.78 36.22 483 2,62 47.08 21.13 342 221 6.84 9.26 0.20 0.00 0.20 0.20 121 0.80
Headquarters Regional Office # 2730 1398 1332 66 62 912 617 192 464 170 144 2 1 11 8 45 36
Headquarters Regional Office “0| 100.00 5121 48.79 242 227 3341 22.60 7.03 17.00 623 527 0.07 0.04 0.40 029 1.65 132
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Worksheet A3: Occupational Categories - Distribution by Race/Ethnicity and Sex [Permanent]
. . Black or Black or Nnt.i.ve Nat.i'vc American Am?rican
Al Total Males Total | Hispanic or H'mﬁ | white Mates White | African Afriean ) on Males Asian g;v:: Pt g:;::f Pacin Indianor 1:;3:-;;(: " | Two or morg Twor::elsnm
Occupational Categories Females | Latino Males| o) o Females Ar:lear;l::n .:r:;r;::: Females Islander Islander Na;\::s]\l: o Native races Males| b es
Males Females Females

Total Officials and Managers # 872 507 365 17 14 405 238 50 76 23 30 0 0 2 1 10 6
Total Officials and Managers % 100.00 58.14 41.86 1.95 1.61 46.44 27.29 5.73 8.72 2.64 3.44 0.00 0.00 0.23 0.11 115 0.69

Officials and Managers — Executives # 139 85 54 2 2 67 36 10 9 6 6 0 0 0 0 0 1

Officials and Managers — Executives % 100.00 61.15 38.85 1.44 1.44 48.20 25.90 7.19 6.47 432 432 0.00 0.00 0.00 0.00 0.00 0.72

Officials and Managers — Managers # 731 420 311 15 12 336 202 40 67 17 24 0 0 2 1 10 5

Officials and Managers — Managers % 100.00 57.46 42.54 2.05 1.64 45.96 27.63 547 9.17 233 3.28 0.00 0.00 0.27 0.14 1.37 0.68

Officials and Managers — Supervisors # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0

Officials and Managers — Supervisors % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Professionals # 4,649 2,638 2,011 154 9% 1,918 1,136 270 534 221 191 6 2 15 9 54 43
Professionals % 100.00 56.74 43.26 331 2.06 41.26 24.44 5.81 11.49 475 4.11 0.13 0.04 0.32 0.19 1.16 0.92
Technicians # 2 1 1 0 0 0 0 0 1 1 0 0 0 0 0 0 0
Technicians % 100.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Sales Workers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Administrative Support Workers # 183 34 149 7 9 7 54 16 72 1 6 0 0 1 2 2 6
Administrative Support Workers % 100.00 18.58 81.42 3.83 4.92 3.83 29.51 8.74 39.34 0.55 3.28 0.00 0.00 0.55 1.09 1.09 3.28
Craft Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Craft Workers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Operatives # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Operatives % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborers and Helpers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Laborers and Helpers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers # 51 40 11 2 1 26 8 3 1 4 1 0 0 0 0 5 0
Service Workers % 100.00 78.43 21.57 3.92 1.96 50.98 15.69 5.88 1.96 7.84 1.96 0.00 0.00 0.00 0.00 9.80 0.00
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Worksheet A4P: Participation Rates for General Schedule Grades by Race/Ethnicity and Sex [Permanent]
. . Black or Black or Nat'i.ve Nat'i.ve American Am?rican
Total | Hispanicor| TsPARicor| White |  African African ) Asign | Hawaiianor| Hawaiianor| . oo Indianor | 00| Two or morg
All Total Males . Latino ‘White Males. . . Asian Males Other Pacifid Other Pacifid Alaska races
GS/GM/GL GRADES Females | Latino Males| Females Females American American Females Islander Islander /‘&laska Native races Males Females
Males Females Males Females Native Males Females

GS-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 4 2 2 0 0 1 0 0 2 1 0 0 0 0 0 0 0
GS-03 % 100.00 50.00 50.00 0.00 0.00 25.00 0.00 0.00 50.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 110 68 2 9 2 53 30 2 5 4 4 0 0 0 0 0 1
GS-04 % 100.00 61.82 38.18 8.18 1.82 48.18 27.27 1.82 4.55 3.64 3.64 0.00 0.00 0.00 0.00 0.00 091
GS-05 # 11 4 7 0 1 1 3 2 3 1 0 0 0 0 0 0 0
GS-05 % 100.00 36.36 63.64 0.00 9.09 9.09 27.27 18.18 27.27 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 42 6 36 1 2 1 17 3 12 0 3 0 0 0 1 1 1
GS-06 % 100.00 14.29 85.71 2.38 476 238 40.48 7.14 28.57 0.00 7.14 0.00 0.00 0.00 238 2.38 238
GS-07 # 347 199 148 30 15 116 65 27 51 19 14 1 0 0 1 6 2
GS-07 % 100.00 57.35 42.65 8.65 4.32 33.43 18.73 7.78 14.70 5.48 4.03 0.29 0.00 0.00 0.29 1.73 0.58
GS-08 # 43 4 39 1 4 0 9 2 25 0 1 0 0 1 0 0 0
GS-08 % 100.00 9.30 90.70 2.33 9.30 0.00 20.93 4.65 58.14 0.00 2.33 0.00 0.00 2.33 0.00 0.00 0.00
GS-09 # 302 163 139 14 10 108 64 22 48 14 12 0 0 1 0 4 5
GS-09 % 100.00 53.97 46.03 4.64 331 35.76 21.19 7.28 15.89 4.64 3.97 0.00 0.00 033 0.00 132 1.66
GS-10 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 312 159 153 9 10 108 84 24 40 11 13 2 0 1 1 4 5
GS-11 % 100.00 50.96 49.04 2.88 321 34.62 26.92 7.69 12.82 3.53 4.17 0.64 0.00 0.32 0.32 1.28 1.60
GS-12 # 651 320 331 20 12 218 190 48 102 16 19 1 0 3 2 14 6
GS-12 % 100.00 49.16 50.84 3.07 1.84 3349 29.19 737 15.67 246 292 0.15 0.00 0.46 031 2.15 0.92
GS-13 # 888 482 406 24 17 358 205 49 143 37 24 0 2 2 2 12 13
GS-13 % 100.00 54.28 45.72 2.70 191 40.32 23.09 5.52 16.10 4.17 2.70 0.00 0.23 0.23 0.23 135 1.46
GS-14 # 1430 823 607 35 27 614 351 84 141 73 73 0 0 6 2 11 13
GS-14 % 100.00 57.55 42.45 245 1.89 42.94 24.55 5.87 9.86 5.10 5.10 0.00 0.00 0.42 0.14 0.77 091
GS-15# 698 455 243 19 6 348 166 26 34 49 33 2 0 2 2 9 2
GS-15 % 100.00 65.19 34.81 2.72 0.86 49.86 23.78 3.72 4.87 7.02 4.73 0.29 0.00 0.29 0.29 1.29 0.29
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 4838 2685 2153 162 106 1926 1184 289 606 225 196 6 2 16 11 61 48
Total GS Employees % 100.00 55.50 44.50 335 2.19 39.81 2447 597 12.53 4.65 4.05 0.12 0.04 0.33 0.23 1.26 0.99
SES # 169 104 65 3 2 84 45 10 9 7 7 0 0 0 0 0 2
SES % 100.00 61.54 38.46 1.78 1.18 49.70 26.63 592 533 4.14 4.14 0.00 0.00 0.00 0.00 0.00 1.18
Other Senior Pay # 750 431 319 15 12 346 207 40 69 18 25 0 0 2 1 10 5
Other Senior Pay % 100.00 57.47 42.53 2.00 1.60 46.13 27.60 533 9.20 2.40 333 0.00 0.00 0.27 0.13 133 0.67
Total Senior Pay # 3935 2295 1640 96 64 1750 974 209 396 184 162 2 2 12 7 42 35
Total Senior Pay % 100.00 58.32 41.68 244 1.63 4447 24.75 531 10.06 4.68 4.12 0.05 0.05 0.30 0.18 1.07 0.89
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Worksheet A4T: Participation Rates for General Schedule Grades by Race/Ethnicity and Sex [Temporary]
o Hispanic or . Black or Black or . Ha::::] or Ha:::::; or| American [:nl;:::: Two or more
Al Total Males Total Hl.spamc or Latino White Males White Alrlt:an Alrlt:an Asian Males Asian Other Pacific| Other Pacific Indian or Alaska Two or more races
GS/GM/GL GRADES Females | Latino Males| Females Females A;earl:;an AFl:;rld;:;n Females Islander Islander Na:‘l:s]::“es Native races Males Females
Males Females Females

GS-01 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 4 1 3 0 0 1 1 0 1 0 1 0 0 0 0 0 0
GS-03 % 100.00 25.00 75.00 0.00 0.00 25.00 25.00 0.00 25.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 102 74 28 10 3 52 15 6 5 5 3 0 0 0 0 1 2
GS-04 % 100.00 72.55 2745 9.80 2.94 50.98 14.71 5.88 4.90 4.90 2.94 0.00 0.00 0.00 0.00 0.98 1.96
GS-05 # 10 3 7 1 0 0 1 0 4 2 2 0 0 0 0 0 0
GS-05 % 100.00 30.00 70.00 10.00 0.00 0.00 10.00 0.00 40.00 20.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-06 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 69 41 28 1 4 33 14 3 7 3 3 0 0 0 0 1 0
GS-07 % 100.00 59.42 40.58 145 5.80 47.83 20.29 435 10.14 435 435 0.00 0.00 0.00 0.00 1.45 0.00
GS-08 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-08 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 138 80 58 3 1 63 44 2 8 9 4 0 1 1 0 2 0
GS-09 % 100.00 57.97 42,03 2.17 0.72 45.65 31.88 145 5.80 6.52 2.90 0.00 0.72 0.72 0.00 1.45 0.00
GS-10 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 # 19 10 9 2 1 6 3 2 2 0 3 0 0 0 0 0 0
GS-11 % 100.00 52.63 47.37 10.53 526 31.58 15.79 10.53 10.53 0.00 15.79 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 59 36 23 1 2 32 17 2 2 1 1 0 0 0 0 0 1
GS-12 % 100.00 61.02 38.98 1.69 3.39 54.24 28.81 339 339 1.69 1.69 0.00 0.00 0.00 0.00 0.00 1.69
GS-13 # 7 4 3 0 1 4 2 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 57.14 42.86 0.00 14.29 57.14 28.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 23 17 6 0 0 15 5 1 1 1 0 0 0 0 0 0 0
GS-14 % 100.00 73.91 26.09 0.00 0.00 65.22 21.74 435 435 435 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15 # 2 1 1 0 0 1 1 0 0 0 0 0 0 0 0 0 0
GS-15 % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 433 267 166 18 12 207 103 16 30 21 17 0 1 1 0 4 3
Total GS Employees % 100.00 61.66 38.34 4.16 2.77 47.81 23.79 3.70 6.93 4.85 3.93 0.00 0.23 0.23 0.00 0.92 0.69
SES # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
SES % 100.00 | 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay # 2 1 1 0 0 1 1 0 0 0 0 0 0 0 0 0 0
Other Senior Pay % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Senior Pay # 36 25 11 0 1 23 9 1 1 1 0 0 0 0 0 0 0
Total Senior Pay % 100.00 69.44 30.56 0.00 2.78 63.89 25.00 2.78 278 278 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet ASP: Salary - Distribution by Race/Ethnicity and Sex [Permanent]
. . Black or Black or Nat.i.ve Nat.i've American Amferican
Total Hispanic or H“pal.“c or . ‘White African African . Asian Hawauan.ur Hawauan.or Indian or Indian or Two or more| Two or morg
Al Total Males | g nales | Latino Males F];::l':s White Males|  pomales | American | American | ASRTMAlES) g les Ot?;::;:r'ﬁc Ot;':l::::r'ﬁc Alaska ;1:;1:: races Males| 0o
Salary Range Males Females Males Females | NAtiveMales| o
Up to $20,000 # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 4 2 2 0 0 1 0 0 2 1 0 0 0 0 0 0 0
$30,001-$40,000 % 100.00 50.00 50.00 0.00 0.00 25.00 0.00 0.00 50.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 89 54 35 7 2 42 26 2 6 3 0 0 0 0 0 0 1
$40,001-$50,000 % 100.00 60.67 39.33 7.87 225 47.19 29.21 225 6.74 3.37 0.00 0.00 0.00 0.00 0.00 0.00 1.12
$50,001-$60,000 # 40 23 17 2 2 14 6 1 6 3 3 1 0 0 0 2 0
$50,001-$60,000 % 100.00 57.50 42.50 5.00 5.00 35.00 15.00 2.50 15.00 7.50 7.50 2.50 0.00 0.00 0.00 5.00 0.00
$60,001-$70,000 # 164 87 77 16 7 56 42 6 21 6 5 0 0 0 0 3 2
$60,001-$70,000 % 100.00 53.05 46.95 9.76 427 34.15 25.61 3.66 12.80 3.66 3.05 0.00 0.00 0.00 0.00 1.83 1.22
$70,001-$80,000 # 332 196 136 22 14 129 68 27 41 16 9 0 0 0 1 2 3
$70,001-$80,000 % 100.00 59.04 40.96 6.63 422 38.86 20.48 8.13 12.35 4.82 271 0.00 0.00 0.00 0.30 0.60 0.90
$80,001-$90,000 # 244 137 107 7 7 93 57 18 30 12 8 2 0 1 0 4 5
$80,001-$90,000 % 100.00 56.15 43.85 2.87 2.87 38.11 23.36 7.38 12.30 4.92 3.28 0.82 0.00 0.41 0.00 1.64 2.05
$90,001-$100,000 # 237 122 115 9 5 78 56 20 40 9 10 0 0 1 3 5 1
$90,001-$100,000 % 100.00 51.48 48.52 3.80 2.11 3291 23.63 8.44 16.88 3.80 422 0.00 0.00 0.42 127 2.11 0.42
$100,001-$110,000 # 226 115 111 7 5 91 57 8 40 5 7 0 0 2 0 2 2
$100,001-$110,000 % 100.00 50.88 49.12 3.10 221 40.27 25.22 3.54 17.70 221 3.10 0.00 0.00 0.88 0.00 0.88 0.88
$110,001-$120,000 # 203 90 113 7 9 56 49 18 40 5 10 1 1 0 0 3 4
$110,001-$120,000 % 100.00 | 4433 55.67 345 443 27.59 24.14 8.87 19.70 246 493 0.49 0.49 0.00 0.00 148 197
$120,001-$130,000 # 212 115 97 8 4 88 55 12 34 6 4 0 0 1 0 0 0
$120,001-$130,000 % 100.00 | 5425 45.75 377 1.89 4151 25.94 5.66 16.04 2.83 1.89 0.00 0.00 047 0.00 0.00 0.00
$130,001-$140,000 # 248 118 130 4 2 75 74 26 44 4 6 0 0 1 0 8 4
$130,001-$140,000 % 100.00 47.58 5242 1.61 0.81 30.24 29.84 10.48 17.74 1.61 242 0.00 0.00 0.40 0.00 323 1.61
$140,001-$150,000 # 307 157 150 7 9 121 81 16 45 5 7 0 0 2 1 6 7
$140,001-$150,000 % 10000 | 51.14 48.86 228 293 39.41 2638 521 14.66 1.63 228 0.00 0.00 0.65 033 1.95 228
$150,001-$160,000 # 291 151 140 6 7 99 76 26 41 12 10 0 0 0 2 8 4
$150,001-$160,000 % 100.00 51.89 48.11 2.06 241 34.02 26.12 8.93 14.09 4.12 344 0.00 0.00 0.00 0.69 2.75 1.37
$160,001-$170,000 # 327 179 148 8 4 132 85 16 43 20 12 0 0 2 0 1 4
$160,001-$170,000 % 100.00 54.74 45.26 245 1.22 40.37 25.99 4.89 13.15 6.12 3.67 0.00 0.00 0.61 0.00 0.31 1.22
$170,001-$180,000 # 277 150 127 8 6 111 65 17 41 9 13 0 0 2 1 3 1
$170,001-$180,000 % 100.00 54.15 45.85 2.89 2.17 40.07 23.47 6.14 14.80 325 4.69 0.00 0.00 0.72 0.36 1.08 0.36
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Worksheet AST: Salary - Distribution by Race/Ethnicity and Sex [Temporary]
. . Hispanic or . Blat,k or Bla?k or . Ha\]:::il;:l or Hav]\j:::;fl or Am?rican lAn";i::Z: Two or more]
All Total Males Total Hl.spamc or Latino White Males White Afnc.an Afrlcfm Asian Males Asian Other Pacific| Other Pacific| Indian or Alaska Two or more races
Salary Range Females | Latino Males| Females Females Ar[\n]:l;l::n AFn::]r;]c:Sn Females Islander Islander o :?‘l:s;,(; s Native races Males Females
Males Females Females

Up to $20,000 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 3 1 2 0 0 1 1 0 0 0 1 0 0 0 0 0 0
$30,001-$40,000 % 100.00 3333 66.67 0.00 0.00 3333 33.33 0.00 0.00 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 76 51 25 8 2 35 12 3 8 4 2 0 0 0 0 1 1
$40,001-$50,000 % 100.00 67.11 32.89 10.53 2.63 46.05 15.79 3.95 10.53 5.26 2.63 0.00 0.00 0.00 0.00 132 1.32
$50,001-$60,000 # 54 31 23 3 4 20 8 5 6 3 5 0 0 0 0 0 0
$50,001-$60,000 % 100.00 5741 42.59 5.56 741 37.04 14.81 9.26 11.11 5.56 9.26 0.00 0.00 0.00 0.00 0.00 0.00
$60,001-$70,000 # 37 27 10 0 1 24 5 1 2 2 1 0 0 0 0 0 1
$60,001-$70,000 % 100.00 72.97 27.03 0.00 2.70 64.86 13.51 2.70 541 541 2.70 0.00 0.00 0.00 0.00 0.00 2.70
$70,001-$80,000 # 92 53 39 3 0 42 34 2 4 3 1 0 0 1 0 2 0
$70,001-$80,000 % 100.00 57.61 42.39 3.26 0.00 45.65 36.96 2.17 4.35 3.26 1.09 0.00 0.00 1.09 0.00 2.17 0.00
$80,001-$90,000 # 53 30 23 1 1 23 15 1 4 4 2 0 1 0 0 1 0
$80,001-$90,000 % 100.00 56.60 43.40 1.89 1.89 43.40 28.30 1.89 7.55 7.55 3.77 0.00 1.89 0.00 0.00 1.89 0.00
$90,001-$100,000 # 21 14 7 2 1 8 2 1 2 3 2 0 0 0 0 0 0
$90,001-$100,000 % 100.00 66.67 33.33 9.52 4.76 38.10 9.52 4.76 9.52 14.29 9.52 0.00 0.00 0.00 0.00 0.00 0.00
$100,001-$110,000 # 9 3 6 0 1 2 3 1 1 0 0 0 0 0 0 0 1
$100,001-$110,000 % 100.00 33.33 66.67 0.00 11.11 2222 33.33 11.11 11.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 11.11
$110,001-$120,000 # 6 3 3 0 1 3 1 0 1 0 0 0 0 0 0 0 0
$110,001-$120,000 % 100.00 50.00 50.00 0.00 16.67 50.00 16.67 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$120,001-$130,000 # 12 6 6 0 1 5 3 0 0 1 2 0 0 0 0 0 0
$120,001-$130,000 % 100.00 50.00 50.00 0.00 8.33 41.67 25.00 0.00 0.00 8.33 16.67 0.00 0.00 0.00 0.00 0.00 0.00
$130,001-$140,000 # 15 8 7 1 0 6 6 1 0 0 1 0 0 0 0 0 0
$130,001-$140,000 % 100.00 53.33 46.67 6.67 0.00 40.00 40.00 6.67 0.00 0.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00
$140,001-$150,000 # 13 10 3 0 0 10 2 0 1 0 0 0 0 0 0 0 0
$140,001-8$150,000 % 100.00 76.92 23.08 0.00 0.00 76.92 15.38 0.00 7.69 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$150,001-$160,000 # 11 6 5 0 0 6 5 0 0 0 0 0 0 0 0 0 0
$150,001-8$160,000 % 100.00 54.55 45.45 0.00 0.00 54.55 45.45 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$160,001-$170,000 # 4 3 1 0 0 3 1 0 0 0 0 0 0 0 0 0 0
$160,001-$170,000 % 100.00 75.00 25.00 0.00 0.00 75.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$170,001-$180,000 # 3 3 0 0 0 3 0 0 0 0 0 0 0 0 0 0 0
$170,001-$180,000 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A6P: Mission-Critical Occupations - Distribution by Race/Ethnicity and Sex [Permanent]
All Total Males Total Hispanic or | Hispanic or | White Males ‘White Black or Black or Asian Males Asian Native Native American American | Two or more| Two or moy
Females Latino Males Latino Females African African Females Hawaiian or| Hawaiianor| Indianor Indian or races Males races
Mission-Critical Occupations Series Code (four Females American American Other Pacifid Other Pacifiq ~ Alaska Alaska Females
digits) Males Females Islander Islander | Native Male: Native
Males Females Females

1101 # 340 212 128 14 4 151 78 21 30 20 13 0 0 0 0 6 3
1101 % 100.00 62.35 37.65 412 1.18 44.41 22.94 6.18 8.82 5.88 3.82 0.00 0.00 0.00 0.00 1.76 0.88
Occupational CLF % 100.00 45.70 54.30 4.40 5.50 32.50 36.40 4.00 7.20 3.50 3.50 0.10 0.10 0.20 0.30 0.90 1.30
CG-07 # 4 2 2 0 0 2 0 0 2 0 0 0 0 0 0 0 0
CG-07 % 100.00 50.00 50.00 0.00 0.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 17 9 8 3 1 3 3 2 2 1 2 0 0 0 0 0 0
CG-09 % 100.00 52.94 47.06 17.65 5.88 17.65 17.65 11.76 11.76 5.88 11.76 0.00 0.00 0.00 0.00 0.00 0.00
CG-11 # 13 5 8 0 0 4 6 1 1 0 1 0 0 0 0 0 0
CG-11 % 100.00 38.46 61.54 0.00 0.00 30.77 46.15 7.69 7.69 0.00 7.69 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 29 11 18 3 1 3 7 4 9 1 1 0 0 0 0 0 0
CG-12 % 100.00 37.93 62.07 10.34 345 10.34 24.14 13.79 31.03 3.45 345 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 28 20 8 1 0 17 5 1 3 1 0 0 0 0 0 0 0
CG-13 % 100.00 71.43 28.57 3.57 0.00 60.71 17.86 3.57 10.71 3.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 107 73 34 3 1 55 22 8 8 5 1 0 0 0 0 2 2
CG-14 % 100.00 68.22 31.78 2.80 0.93 51.40 20.56 7.48 7.48 4.67 0.93 0.00 0.00 0.00 0.00 1.87 1.87
CG-15# 66 43 23 3 0 27 18 4 1 7 4 0 0 0 0 2 0
CG-15 % 100.00 65.15 34.85 4.55 0.00 4091 27.27 6.06 1.52 10.61 6.06 0.00 0.00 0.00 0.00 3.03 0.00
CM-01 # 30 17 13 1 0 15 10 1 3 0 0 0 0 0 0 0 0
CM-01 % 100.00 56.67 43.33 333 0.00 50.00 33.33 333 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 2 30 12 0 1 24 6 0 1 4 4 0 0 0 0 2 0
CM-02 % 100.00 71.43 28.57 0.00 2.38 57.14 14.29 0.00 2.38 9.52 9.52 0.00 0.00 0.00 0.00 4.76 0.00
CX # 4 2 2 0 0 1 1 0 0 1 0 0 0 0 0 0 1
CX % 100.00 50.00 50.00 0.00 0.00 25.00 25.00 0.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 25.00
0905 # 348 196 152 6 6 163 106 14 21 9 15 0 0 1 1 3 3
0905 % 100.00 56.32 43.68 1.72 1.72 46.84 30.46 4.02 6.03 2.59 431 0.00 0.00 0.29 0.29 0.86 0.86
Occupational CLF % 100.00 62.90 37.10 3.10 2.50 54.70 28.50 220 3.00 1.90 2.10 0.00 0.00 0.10 0.10 0.90 0.80
CG-12 # 2 1 1 0 0 0 1 1 0 0 0 0 0 0 0 0 0
CG-12 % 100.00 50.00 50.00 0.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 8 3 5 0 2 3 2 0 1 0 0 0 0 0 0 0 0
CG-13 % 100.00 37.50 62.50 0.00 25.00 37.50 25.00 0.00 12.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 86 45 41 0 2 38 28 3 4 4 6 0 0 0 0 0 1
CG-14 % 100.00 52.33 47.67 0.00 233 44.19 32.56 3.49 4.65 4.65 6.98 0.00 0.00 0.00 0.00 0.00 1.16
CG-15 # 166 95 71 3 1 80 53 6 8 4 6 0 0 0 1 2 2
CG-15 % 100.00 57.23 42.77 1.81 0.60 48.19 31.93 3.61 4.82 241 3.61 0.00 0.00 0.00 0.60 1.20 1.20
CM-01 # 27 15 12 1 1 13 6 0 4 0 1 0 0 1 0 0 0
CM-01 % 100.00 55.56 44.44 3.70 3.70 48.15 2222 0.00 14.81 0.00 3.70 0.00 0.00 3.70 0.00 0.00 0.00
CM-02 # 28 13 15 0 0 12 11 0 3 0 1 0 0 0 0 1 0
CM-02 % 100.00 46.43 53.57 0.00 0.00 42.86 39.29 0.00 10.71 0.00 3.57 0.00 0.00 0.00 0.00 3.57 0.00
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CM-02 % 100.00 46.43 53.57 0.00 0.00 42.86 39.29 0.00 10.71 0.00 3.57 0.00 0.00 0.00 0.00 3.57 0.00
CX # 4 3 1 0 0 3 1 0 0 0 0 0 0 0 0 0 0
CX % 100.00 75.00 25.00 0.00 0.00 75.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 27 21 6 2 0 14 4 4 1 1 1 0 0 0 0 0 0
EM % 100.00 77.78 2222 741 0.00 51.85 14.81 14.81 3.70 3.70 3.70 0.00 0.00 0.00 0.00 0.00 0.00
0110 # 64 43 21 1 1 36 9 0 3 5 7 0 0 0 0 1 1
0110 % 100.00 67.19 32.81 1.56 1.56 56.25 14.06 0.00 4.69 7.81 10.94 0.00 0.00 0.00 0.00 1.56 1.56
Occupational CLF % 100.00 68.00 32.00 5.30 2.00 52.30 24.10 3.90 1.70 5.10 3.00 0.10 0.00 0.10 0.30 1.20 0.90
CG-09 # 2 1 1 0 0 0 1 0 0 1 0 0 0 0 0 0 0
CG-09 % 100.00 50.00 50.00 0.00 0.00 0.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11 # 3 2 1 0 0 1 1 0 0 1 0 0 0 0 0 0 0
CG-11 % 100.00 66.67 33.33 0.00 0.00 33.33 33.33 0.00 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 8 5 3 0 0 5 1 0 2 0 0 0 0 0 0 0 0
CG-12 % 100.00 62.50 37.50 0.00 0.00 62.50 12.50 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 38 27 11 1 1 24 4 0 1 1 4 0 0 0 0 1 1
CG-14 % 100.00 71.05 28.95 2.63 2.63 63.16 10.53 0.00 2.63 2.63 10.53 0.00 0.00 0.00 0.00 2.63 2.63
CG-15 # 7 5 2 0 0 3 0 0 0 2 2 0 0 0 0 0 0
CG-15 % 100.00 71.43 28.57 0.00 0.00 42.86 0.00 0.00 0.00 28.57 28.57 0.00 0.00 0.00 0.00 0.00 0.00
CM-01 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
CM-01 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 2 0 2 0 0 0 1 0 0 0 1 0 0 0 0 0 0
CM-02 % 100.00 0.00 100.00 0.00 0.00 0.00 50.00 0.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00
CX # 2 1 1 0 0 1 1 0 0 0 0 0 0 0 0 0 0
CX % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0501 # 131 70 61 2 1 47 21 13 31 7 7 0 0 0 0 1 1
0501 % 100.00 53.44 46.56 1.53 0.76 35.88 16.03 9.92 23.66 534 5.34 0.00 0.00 0.00 0.00 0.76 0.76
Occupational CLF % 100.00 54.20 45.80 3.90 4.60 44.10 32.80 3.00 4.90 230 2.30 0.00 0.10 0.10 0.20 0.80 0.90
CG-07 # 2 2 0 0 0 1 0 1 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 100.00 0.00 0.00 0.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 7 2 5 0 0 2 1 0 3 0 1 0 0 0 0 0 0
CG-09 % 100.00 28.57 71.43 0.00 0.00 28.57 14.29 0.00 42.86 0.00 14.29 0.00 0.00 0.00 0.00 0.00 0.00
CG-11# 6 0 6 0 0 0 1 0 4 0 1 0 0 0 0 0 0
CG-11 % 100.00 0.00 100.00 0.00 0.00 0.00 16.67 0.00 66.67 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 15 8 7 2 0 3 3 3 4 0 0 0 0 0 0 0 0
CG-12 % 100.00 53.33 46.67 13.33 0.00 20.00 20.00 20.00 26.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 15 6 9 0 0 5 0 0 9 1 0 0 0 0 0 0 0
CG-13 % 100.00 40.00 60.00 0.00 0.00 33.33 0.00 0.00 60.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 41 26 15 0 1 20 7 2 4 4 3 0 0 0 0 0 0
CG-14 % 100.00 63.41 36.59 0.00 2.44 48.78 17.07 4.88 9.76 9.76 7.32 0.00 0.00 0.00 0.00 0.00 0.00
CG-15# 11 8 3 0 0 7 0 1 3 0 0 0 0 0 0 0 0
CG-15 % 100.00 72.73 27.27 0.00 0.00 63.64 0.00 9.09 27.27 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-01 # 23 10 13 0 0 5 6 3 4 1 2 0 0 0 0 1 1
CM-01 % 100.00 43.48 56.52 0.00 0.00 21.74 26.09 13.04 17.39 435 8.70 0.00 0.00 0.00 0.00 435 435
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CM-02 # 5 4 1 0 0 2 1 2 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 80.00 20.00 0.00 0.00 40.00 20.00 40.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 6 4 2 0 0 2 2 1 0 1 0 0 0 0 0 0 0
EM % 100.00 66.67 33.33 0.00 0.00 33.33 33.33 16.67 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0570 # 2552 1537 1015 86 48 1240 713 113 172 63 61 3 1 9 3 23 17
0570 % 100.00 60.23 39.77 337 1.88 48.59 27.94 4.43 6.74 247 2.39 0.12 0.04 0.35 0.12 0.90 0.67
Occupational CLF % 100.00 54.20 45.80 3.90 4.60 44.10 32.80 3.00 4.90 2.30 2.30 0.00 0.10 0.10 0.20 0.80 0.90
CG-07 # 281 171 110 27 13 105 54 18 31 16 12 0 0 0 0 5 0
CG-07 % 100.00 60.85 39.15 9.61 4.63 37.37 19.22 6.41 11.03 5.69 427 0.00 0.00 0.00 0.00 1.78 0.00
CG-09 # 178 115 63 5 6 85 40 12 11 9 3 0 0 1 0 3 3
CG-09 % 100.00 64.61 35.39 2.81 3.37 47.75 2247 6.74 6.18 5.06 1.69 0.00 0.00 0.56 0.00 1.69 1.69
CG-11 # 158 90 68 5 5 69 46 6 9 6 5 1 0 1 0 2 3
CG-11 % 100.00 56.96 43.04 3.16 3.16 43.67 29.11 3.80 5.70 3.80 3.16 0.63 0.00 0.63 0.00 1.27 1.90
CG-12 # 375 211 164 8 1 174 125 15 22 7 11 1 0 1 2 5 3
CG-12 % 100.00 56.27 43.73 2.13 0.27 46.40 33.33 4.00 5.87 1.87 2.93 0.27 0.00 0.27 0.53 1.33 0.80
CG-13 # 397 242 155 11 5 207 119 13 24 9 2 0 1 0 0 2 4
CG-13 % 100.00 60.96 39.04 2.77 1.26 52.14 29.97 327 6.05 227 0.50 0.00 0.25 0.00 0.00 0.50 1.01
CG-14 # 618 355 263 17 11 297 181 26 50 9 17 0 0 4 1 2 3
CG-14 % 100.00 57.44 42.56 2.75 1.78 48.06 29.29 421 8.09 1.46 2.75 0.00 0.00 0.65 0.16 0.32 0.49
CG-15 # 186 128 58 5 2 107 46 7 5 4 5 1 0 2 0 2 0
CG-15 % 100.00 68.82 31.18 2.69 1.08 57.53 24.73 3.76 2.69 215 2.69 0.54 0.00 1.08 0.00 1.08 0.00
CM-01 # 303 199 104 7 4 174 78 14 17 2 4 0 0 0 0 2 1
CM-01 % 100.00 65.68 34.32 231 1.32 57.43 25.74 4.62 5.61 0.66 1.32 0.00 0.00 0.00 0.00 0.66 0.33
CM-02 # 52 24 28 1 1 20 22 2 3 1 2 0 0 0 0 0 0
CM-02 % 100.00 46.15 53.85 1.92 1.92 38.46 4231 3.85 5.77 1.92 3.85 0.00 0.00 0.00 0.00 0.00 0.00
CX # 3 2 1 0 0 2 1 0 0 0 0 0 0 0 0 0 0
CX % 100.00 66.67 33.33 0.00 0.00 66.67 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
EM % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 443 315 128 17 5 191 47 36 35 62 34 2 1 0 3 7 3
2210 % 100.00 71.11 28.89 3.84 1.13 43.12 10.61 8.13 7.90 14.00 7.67 0.45 0.23 0.00 0.68 1.58 0.68
Occupational CLF % 100.00 70.90 29.10 4.50 1.60 54.30 21.60 3.60 2.50 7.00 2.60 0.10 0.00 0.10 0.10 1.30 0.70
CG-05 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
CG-05 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-07 # 12 11 1 2 0 6 0 1 0 2 1 0 0 0 0 0 0
CG-07 % 100.00 91.67 833 16.67 0.00 50.00 0.00 8.33 0.00 16.67 8.33 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 21 16 5 3 0 9 2 2 2 1 1 0 0 0 0 1 0
CG-09 % 100.00 76.19 23.81 14.29 0.00 42.86 9.52 9.52 9.52 4.76 4.76 0.00 0.00 0.00 0.00 4.76 0.00
CG-11 # 22 19 3 1 0 14 0 2 1 1 2 1 0 0 0 0 0
CG-11 % 100.00 86.36 13.64 4.55 0.00 63.64 0.00 9.09 455 4.55 9.09 4.55 0.00 0.00 0.00 0.00 0.00
CG-12 # 13 8 5 0 0 2 2 5 1 1 1 0 0 0 0 0 1
CG-12 % 100.00 61.54 38.46 0.00 0.00 15.38 15.38 38.46 7.69 7.69 7.69 0.00 0.00 0.00 0.00 0.00 7.69
CG-13 # 110 79 31 2 0 49 10 13 13 14 5 0 1 0 1 1 1
CG-13 % 100.00 71.82 28.18 1.82 0.00 44.55 9.09 11.82 11.82 12.73 4.55 0.00 0.91 0.00 091 091 091
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CG-14 # 164 112 52 5 3 67 17 9 15 27 15 0 0 0 1 4 1
CG-14 % 100.00 68.29 31.71 3.05 1.83 40.85 10.37 5.49 9.15 16.46 9.15 0.00 0.00 0.00 0.61 244 0.61
CG-15 # 53 38 15 2 1 26 9 1 1 8 3 1 0 0 1 0 0
CG-15 % 100.00 71.70 28.30 3.77 1.89 49.06 16.98 1.89 1.89 15.09 5.66 1.89 0.00 0.00 1.89 0.00 0.00
CM-01 # 25 16 9 0 1 9 5 2 1 4 2 0 0 0 0 1 0
CM-01 % 100.00 64.00 36.00 0.00 4.00 36.00 20.00 8.00 4.00 16.00 8.00 0.00 0.00 0.00 0.00 4.00 0.00
CM-02 # 8 5 3 2 0 0 1 1 1 2 1 0 0 0 0 0 0
CM-02 % 100.00 62.50 37.50 25.00 0.00 0.00 12.50 12.50 12.50 25.00 12.50 0.00 0.00 0.00 0.00 0.00 0.00
CX # 5 5 0 0 0 5 0 0 0 0 0 0 0 0 0 0 0
CX % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 9 6 3 0 0 4 0 0 0 2 3 0 0 0 0 0 0
EM % 100.00 66.67 33.33 0.00 0.00 44.44 0.00 0.00 0.00 2222 33.33 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A6T: Mission-Critical Occupations - Distribution by Race/Ethnicity and Sex [Temporary]
I Blackor | Blackor Native Native | rican | American
Total | Hispanicor| TlsPamicor( White |  African African ) Asian | Hawaifan o Hawaifanor oo | Indianor (o, 00 | Two or mord
Mission-Critical Occupations Series Code (four | Al | To@IMales | popanes | patino Matesl o200 | WHCMAES|  ponpates | American | American | A5 M| pomaies | O Pacti OMr Pl gy | AR o vates| 1o
digits) Males Females Males Females | NAtveMales o
1101 # 15 8 7 0 0 8 5 0 2 0 0 0 0 0 0 0 0
1101 % 100.00 53.33 46.67 0.00 0.00 53.33 33.33 0.00 13.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 100 457 543 4.4 55 325 36.4 4 7.2 35 35 0.1 0.1 0.2 0.3 0.9 13
CG-11 # 3 0 3 0 0 0 2 0 1 0 0 0 0 0 0 0 0
CG-11 % 100.00 0.00 100.00 0.00 0.00 0.00 66.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 2 1 1 0 0 1 1 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 10 7 3 0 0 7 2 0 1 0 0 0 0 0 0 0 0
CG-14 % 100.00 70.00 30.00 0.00 0.00 70.00 20.00 0.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0905 % 100.00 42.86 57.14 0.00 0.00 42.86 42.86 0.00 0.00 0.00 14.29 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 100 62.9 37.1 3.1 2.5 54.7 285 22 3 1.9 2.1 0 0 0.1 0.1 0.9 0.8
CG-12 # 5 2 3 0 0 2 2 0 0 0 1 0 0 0 0 0 0
CG-12 % 100.00 40.00 60.00 0.00 0.00 40.00 40.00 0.00 0.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
EM % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0570 # 223 146 77 6 3 122 60 4 9 10 4 0 1 1 0 3 0
0570 % 100.00 65.47 34.53 2.69 1.35 54.71 26.91 1.79 4.04 4.48 1.79 0.00 0.45 0.45 0.00 1.35 0.00
Occupational CLF % 100 54.20 45.80 3.90 4.60 44.10 32.80 3.00 4.90 2.30 230 0.00 0.10 0.10 0.20 0.80 0.90
CG-07 # 45 33 12 1 1 28 9 1 2 2 0 0 0 0 0 1 0
CG-07 % 100.00 73.33 26.67 222 222 62.22 20.00 222 4.44 4.44 0.00 0.00 0.00 0.00 0.00 222 0.00
CG-09 # 124 74 50 3 1 58 39 2 6 8 3 0 1 1 0 2 0
CG-09 % 100.00 59.68 40.32 242 0.81 46.77 31.45 1.61 4.84 645 242 0.00 0.81 0.81 0.00 1.61 0.00
CG-11 # 6 4 2 1 1 3 0 0 0 0 1 0 0 0 0 0 0
CG-11 % 100.00 66.67 33.33 16.67 16.67 50.00 0.00 0.00 0.00 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 36 25 11 1 0 24 10 0 1 0 0 0 0 0 0 0 0
CG-12 % 100.00 69.44 30.56 2.78 0.00 66.67 27.78 0.00 2.78 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 9 8 1 0 0 7 1 1 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 88.89 11.11 0.00 0.00 71.78 1111 11.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-15 # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
CG-15% 100.00 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 9 4 5 0 1 2 0 2 4 0 0 0 0 0 0 0 0
2210 % 100.00 44.44 55.56 0.00 11.11 2222 0.00 2222 44.44 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Occupational CLF % 100 70.90 29.10 4.50 1.60 54.30 21.60 3.60 2.50 7.00 2.60 0.10 0.00 0.10 0.10 1.30 0.70
CG-07 # 3 1 2 0 0 1 0 0 2 0 0 0 0 0 0 0 0
CG-07 % 100.00 33.33 66.67 0.00 0.00 33.33 0.00 0.00 66.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 1 0 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0
CG-09 % 100.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11 # 2 2 0 0 0 0 0 2 0 0 0 0 0 0 0 0 0
CG-11 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 1 0 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0
CG-12 % 100.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 2 1 1 0 1 1 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 50.00 50.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0110 # 15 5 10 0 2 4 6 0 0 1 2 0 0 0 0 0 0
0110 % 100.00 33.33 66.67 0.00 13.33 26.67 40.00 0.00 0.00 6.67 13.33 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 100 68.00 32.00 5.30 2.00 52.30 24.10 3.90 1.70 5.10 3.00 0.10 0.00 0.10 0.30 1.20 0.90
CG-07 # 8 1 7 0 2 1 4 0 0 0 1 0 0 0 0 0 0
CG-07 % 100.00 12.50 87.50 0.00 25.00 12.50 50.00 0.00 0.00 0.00 12.50 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 7 4 3 0 0 3 2 0 0 1 1 0 0 0 0 0 0
CG-09 % 100.00 57.14 42.86 0.00 0.00 42.86 28.57 0.00 0.00 14.29 14.29 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A7P: New Hires for Mission-Critical Occupations by Race/Ethnicity and Sex [Permanent]

Native

Native

American

o Hispanic or - Blac.k or Blac.kor ) o Y Amfrican ¢ Two or mord
Total | Hispanicor . . White African African . Asian awaiianor| Hawaiianor| [pdianor | Indianor | Twoormore
New Hires for Mission-Critical Occupations M foainisle Females | Latino Maleg FI;::;:s Wi Nl Females | Amerian | American | A5 M Females Ot:l:];:::riﬁc Ot:l:lznl)::rim élv'“ka [:l;:lv(: races Males F:amc:lses
Males Females Males Females Native Males| Females
Job Series: 0110
Vacancy Announcements # 3
Voluntarily Identified Applicants # 228 153 75 16 4 79 27 28 21 28 23 0 0 2 0 0 0
Voluntarily Identified Applicants % 100.00 67.11 32.89 7.02 1.75 34.65 11.84 12.28 9.21 12.28 10.09 0.00 0.00 0.88 0.00 0.00 0.00
Qualified External Applicants # 211 142 69 15 4 76 26 23 17 26 22 0 0 2 0 0 0
Qualified External Applicants % 100.00 67.30 32.70 7.11 1.90 36.02 12.32 10.90 8.06 12.32 10.43 0.00 0.00 0.95 0.00 0.00 0.00
Referred Applicants # 5 2 3 0 0 2 2 0 0 0 1 0 0 0 0 0 0
Referred Applicants % 100.00 40.00 60.00 0.00 0.00 40.00 40.00 0.00 0.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 3 3 0 0 0 3 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100 68.0 32.0 53 2.0 52.3 24.1 3.9 1.7 5.1 3.0 0.1 0.0 0.1 0.3 1.2 0.9
Job Series: 0501
Vacancy Announcements # 5
Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100 54.2 45.8 39 4.6 44.1 32.8 3.0 49 23 23 0.0 0.1 0.1 0.2 0.8 0.9
Job Series: 0570
Vacancy Announcements # 18
Voluntarily Identified Applicants # 1505 754 751 108 73 344 218 194 390 23 52 2 1 8 7 5 10
Voluntarily Identified Applicants % 100.00 50.10 49.90 7.18 4.85 22.86 14.49 12.89 25.91 6.18 3.46 0.13 0.07 0.53 0.47 0.33 0.66
Qualified External Applicants # 581 301 280 53 23 152 91 55 136 35 22 1 0 3 5 2 3
Qualified External Applicants % 100.00 51.81 48.19 9.12 3.96 26.16 15.66 9.47 23.41 6.02 3.79 0.17 0.00 0.52 0.86 0.34 0.52
Referred Applicants # 311 174 137 35 9 86 46 28 64 21 12 0 0 2 5 2 1
Referred Applicants % 100.00 55.95 44.05 11.25 2.89 27.65 14.79 9.00 20.58 6.75 3.86 0.00 0.00 0.64 1.61 0.64 0.32
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 94 50 44 8 3 30 24 5 11 5 5 0 0 1 1 1 0
External Selections % 100.00 53.19 46.81 8.51 3.19 31.91 25.53 532 11.70 5.32 5.32 0.00 0.00 1.06 1.06 1.06 0.00
CLF % 100 54.2 45.8 3.9 4.6 44.1 32.8 3.0 4.9 2.3 23 0.0 0.1 0.1 0.2 0.8 0.9
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Job Series: 0905

Qualified External Applicants # 541 324 217 44 24 218 86 19 83 35 23 0 0 4 0 4 1

Qualified External Applicants % 100.00 59.89 40.11 8.13 4.44 40.30 15.90 3.51 15.34 6.47 4.25 0.00 0.00 0.74 0.00 0.74 0.18
Referred Applicants # 518 310 208 44 24 206 81 17 79 35 23 0 0 4 0 4 1

Referred Applicants % 100.00 59.85 40.15 8.49 4.63 39.77 15.64 3.28 15.25 6.76 4.44 0.00 0.00 0.77 0.00 0.77 0.19
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 60 31 29 2 3 26 14 2 8 1 4 0 0 0 0 0 0

External Selections % 100.00 51.67 48.33 3.33 5.00 43.33 23.33 333 13.33 1.67 6.67 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100 62.9 37.1 3.1 2.5 54.7 28.5 2.2 3.0 1.9 2.1 0.0 0.0 0.1 0.1 0.9 0.8
Job Series: 1101

Vacancy Announcements # 13

Voluntarily Identified Applicants # 513 314 199 40 28 158 72 69 79 40 14 5 0 1 3 1 3

Voluntarily Identified Applicants % 100.00 61.21 38.79 7.80 5.46 30.80 14.04 13.45 15.40 7.80 2.73 0.97 0.00 0.19 0.58 0.19 0.58
Qualified External Applicants # 276 166 110 17 16 91 45 31 39 23 8 3 0 0 1 1 1

Qualified External Applicants % 100.00 60.14 39.86 6.16 5.80 3297 16.30 11.23 14.13 8.33 2.90 1.09 0.00 0.00 0.36 0.36 0.36
Referred Applicants # 85 54 31 4 6 34 15 7 7 9 3 0 0 0 0 0 0

Referred Applicants % 100.00 63.53 36.47 4.71 7.06 40.00 17.65 8.24 8.24 10.59 3.53 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 11 7 4 0 0 4 4 1 0 2 0 0 0 0 0 0 0

External Selections % 100.00 63.64 36.36 0.00 0.00 36.36 36.36 9.09 0.00 18.18 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100 45.7 54.3 4.4 5.5 32.5 36.4 4.0 72 35 35 0.1 0.1 0.2 0.3 0.9 1.3
Job Series: 2210

Vacancy Announcements # 22

Voluntarily Identified Applicants # 2119 1580 539 138 57 391 94 553 248 440 127 7 0 10 2 41 11

Voluntarily Identified Applicants % 100.00 74.56 25.44 6.51 2.69 18.45 4.44 26.10 11.70 20.76 5.99 0.33 0.00 0.47 0.09 1.93 0.52
Qualified External Applicants # 1882 1408 474 116 53 357 81 508 225 380 104 6 0 7 2 34 9

Qualified External Applicants % 100.00 74.81 25.19 6.16 2.82 18.97 4.30 26.99 11.96 20.19 5.53 0.32 0.00 0.37 0.11 1.81 0.48
Referred Applicants # 49 39 10 2 0 10 1 6 0 20 9 0 0 0 0 1 0

Referred Applicants % 100.00 79.59 20.41 4.08 0.00 20.41 2.04 12.24 0.00 40.82 18.37 0.00 0.00 0.00 0.00 2.04 0.00
Interviewed Applicants # 2 1 1 0 0 1 0 0 0 0 1 0 0 0 0 0 0

Interviewed Applicants % 100.00 50.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100 70.9 29.1 4.5 1.6 54.3 21.6 3.6 2.5 7.0 2.6 0.1 0.0 0.1 0.1 1.3 0.7
Job Series: 0000

Vacancy Announcements # 0

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A7T: New Hires for Mission-Critical Occupations by Race/Ethnicity and Sex [Temporary]
o Hispanic or ) Blackor | Black or . - Native " Native American ':';'."iw" Two or morg
A et ] e | whiewal B SO e | A0 o pacin Ot Paci] i | Alkn | aee ] "
New Hires for Mission-Critical Occupations Females Males Females Islander Islander | Native Male Native Females
Males Females Females

Job Series: 0110
Vacancy Announcements # 0
Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100.00 68.0 32.0 53 2.0 52.3 24.1 39 1.7 5.1 3.0 0.1 0.0 0.1 0.3 12 0.9
Job Series: 0501
Vacancy Announcements # 0
Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100.00 54.2 45.8 3.9 4.6 44.1 32.8 3.0 4.9 2.3 2.3 0.0 0.1 0.1 0.2 0.8 0.9
Job Series: 0570
Vacancy Announcements # 14
Voluntarily Identified Applicants # 3031 1946 1086 345 153 998 394 309 371 245 155 9 5 11 1 27 7
Voluntarily Identified Applicants % 100.00 64.20 35.83 11.38 5.05 32.93 13.00 10.19 12.24 8.08 5.11 0.30 0.16 0.36 0.03 0.89 0.23
Qualified External Applicants # 688 451 237 75 34 246 94 57 63 58 44 4 0 2 1 9 1
Qualified External Applicants % 100.00 65.55 34.45 10.90 4.94 35.76 13.66 8.28 9.16 8.43 6.40 0.58 0.00 0.29 0.15 1.31 0.15
Referred Applicants # 489 328 161 51 22 195 77 31 39 38 22 3 0 3 0 7 1
Referred Applicants % 100.00 67.08 32.92 10.43 4.50 39.88 15.75 6.34 7.98 7.77 4.50 0.61 0.00 0.61 0.00 1.43 0.20
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 176 118 58 14 6 72 26 10 18 15 8 2 0 2 0 3 0
External Selections % 100.00 67.05 32.95 7.95 3.41 40.91 14.77 5.68 10.23 8.52 4.55 1.14 0.00 1.14 0.00 1.70 0.00
CLF % 100.00 54.2 45.8 39 4.6 44.1 32.8 3.0 4.9 23 23 0.0 0.1 0.1 0.2 0.8 0.9
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Job Series: 0905

Vacancy Announcements # 3

Voluntarily Identified Applicants # 39 19 20 0 2 9 10 7 6 3 2 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 48.72 51.28 0.00 5.13 23.08 25.64 17.95 15.38 7.69 5.13 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 18 9 9 0 0 5 6 3 1 1 2 0 0 0 0 0 0
Qualified External Applicants % 100.00 50.00 50.00 0.00 0.00 27.78 33.33 16.67 5.56 5.56 11.11 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 18 9 9 0 0 5 6 3 1 1 2 0 0 0 0 0 0
Referred Applicants % 100.00 50.00 50.00 0.00 0.00 27.78 33.33 16.67 5.56 5.56 11.11 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 4 3 1 0 0 3 1 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 75.00 25.00 0.00 0.00 75.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100.00 62.9 37.1 3.1 2.5 54.7 28.5 22 3.0 1.9 2.1 0.0 0.0 0.1 0.1 0.9 0.8
Job Series: 1101

Vacancy Announcements # 3

Voluntarily Identified Applicants # 286 155 131 29 21 76 28 31 73 14 7 0 0 3 1 2 1
Voluntarily Identified Applicants % 100.00 54.20 45.80 10.14 734 26.57 9.79 10.84 25.52 4.90 245 0.00 0.00 1.05 0.35 0.70 0.35
Qualified External Applicants # 217 114 103 23 17 57 24 22 57 8 5 0 0 2 0 2 0
Qualified External Applicants % 100.00 52.53 47.47 10.60 7.83 26.27 11.06 10.14 26.27 3.69 230 0.00 0.00 0.92 0.00 0.92 0.00
Referred Applicants # 50 30 20 5 2 14 6 9 12 1 0 0 0 1 0 0 0
Referred Applicants % 100.00 60.00 40.00 10.00 4.00 28.00 12.00 18.00 24.00 2.00 0.00 0.00 0.00 2.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 11 6 5 0 0 4 2 1 3 1 0 0 0 0 0 0 0
External Selections % 100.00 54.55 45.45 0.00 0.00 36.36 18.18 9.09 27.27 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100.00 45.7 543 44 5.5 325 36.4 4.0 7.2 35 35 0.1 0.1 0.2 0.3 0.9 1.3
Job Series: 2210

Vacancy Announcements # 3

Voluntarily Identified Applicants # 84 65 19 8 2 21 4 25 7 9 6 1 0 0 0 1 0
Voluntarily Identified Applicants % 100.00 77.38 22.62 9.52 2.38 25.00 4.76 29.76 8.33 10.71 7.14 1.19 0.00 0.00 0.00 1.19 0.00
Qualified External Applicants # 52 41 11 5 2 10 2 16 3 8 4 1 0 0 0 1 0
Qualified External Applicants % 100.00 78.85 21.15 9.62 3.85 19.23 3.85 30.77 5.77 15.38 7.69 1.92 0.00 0.00 0.00 1.92 0.00
Referred Applicants # 29 23 6 3 0 3 1 12 3 4 2 1 0 0 0 0 0
Referred Applicants % 100.00 79.31 20.69 10.34 0.00 10.34 3.45 41.38 10.34 13.79 6.90 345 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 7 7 0 1 0 2 0 3 0 1 0 0 0 0 0 0 0
External Selections % 100.00 100.00 0.00 14.29 0.00 28.57 0.00 42.86 0.00 14.29 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF % 100.00 70.9 29.1 45 1.6 54.3 21.6 3.6 2.5 7.0 2.6 0.1 0.0 0.1 0.1 13 0.7
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Job Series:

Vacancy Announcements # 0

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A8: New Hires by Type of Appointment - Distribution by Race/Ethnicity and Sex
Black Black Naﬁve Naﬁve American | American
Hispanic or| Hispanic or . ) ac. or ac. or i Hawaiian or| Hawaiian or p,4iap or Indian or Two or Two or
Total . . ‘White ‘White African African . Asian Other Other
All Total Males Latino Latino . . Asian Males Alaska Alaska more races | more races
Females Males Females American American Females Pacific Pacific . .
New Hires Males Females Males Females Islander Islander Native Native Males Females
Males Females Males Females
Permanent # 618 333 285 42 25 221 145 28 87 33 22 1 0 0 1 8 5
Permanent % 100.00 53.88 46.12 6.80 4.05 35.76 23.46 4.53 14.08 5.34 3.56 0.16 0.00 0.00 0.16 1.29 0.81
Temporary # 224 133 91 16 19 92 42 19 18 6 9 0 0 0 0 0 3
Temporary % 100.00 59.38 40.63 7.14 8.48 41.07 18.75 8.48 8.04 2.68 4.02 0.00 0.00 0.00 0.00 0.00 1.34
TOTAL # 842 466 376 58 44 313 187 47 105 39 31 1 0 0 1 8 8
TOTAL % 100.00 55.34 44.66 6.89 5.23 37.17 2221 5.58 12.47 4.63 3.68 0.12 0.00 0.00 0.12 0.95 0.95
CLF 2014-2018 % 100.00 51.79 48.21 6.82 6.16 35.64 31.82 5.70 6.61 2.19 2.18 0.08 0.08 0.31 0.31 1.05 1.05
Alternative Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A9P: Internal Competitive Promotions for Mission-Critical Occupations by Race/Ethnicity and Sex [Permanent]
All Total Males Total Hispanicor | Hispanic or | White Males White Black or Black or Asian Males Asian Native Native American American | Two or more| Two or more|
Females Latino Males Latino Females African African Females Hawaiian or| Hawaiian or Indian or Indian or races Males races
Internal Competitive Promotions Females American American Other Pacific| Other Pacific| /.\laska Alafka Females
Males Females Islander Islander Native Males| Native
Males Females Females

Job Series: 0110
Vacancy Announcements # 4
Relevant Applicant Pool % 100.00 68.0 32.0 53 20 523 24.1 39 1.7 5.1 3.0 0.1 0.0 0.1 0.3 1.2 0.9
Internal Applications # 37 26 11 1 1 12 2 5 5 8 3 0 0 0 0 0 0
Internal Applications % 100.00 70.27 29.73 2.70 2.70 3243 541 13.51 13.51 21.62 8.11 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 23 16 7 0 1 9 2 2 3 5 1 0 0 0 0 0 0
Qualified Internal Applicants % 100.00 69.57 3043 0.00 435 39.13 8.70 8.70 13.04 21.74 4.35 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 23 16 7 0 1 9 2 2 3 5 1 0 0 0 0 0 0
Referred Applicants % 100.00 69.57 30.43 0.00 435 39.13 8.70 8.70 13.04 21.74 435 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 5 3 2 0 0 2 1 0 1 1 0 0 0 0 0 0 0
Internal Selections % 100.00 60.00 40.00 0.00 0.00 40.00 20.00 0.00 20.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 0501
Vacancy Announcements # 21
Relevant Applicant Pool % 100.00 54.2 45.8 39 4.6 44.1 32.8 3.0 49 23 23 0.0 0.1 0.1 0.2 0.8 0.9
Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 0570

Vacancy Announcements # 130

Relevant Applicant Pool % 100.00 54.2 45.8 39 4.6 44.1 32.8 3.0 49 23 23 0.0 0.1 0.1 0.2 0.8 0.9
Internal Applications # 1153 745 408 95 51 419 166 151 139 63 29 0 2 14 13 3 8
Internal Applications % 100.00 64.61 35.39 8.24 4.42 36.34 14.40 13.10 12.06 5.46 2.52 0.00 0.17 1.21 1.13 0.26 0.69
Qualified Internal Applicants # 632 412 220 42 25 287 113 52 51 27 19 0 0 4 12 0 0
Qualified Internal Applicants % 100.00 65.19 34.81 6.65 3.96 45.41 17.88 8.23 8.07 427 3.01 0.00 0.00 0.63 1.90 0.00 0.00
Referred Applicants # 622 407 215 42 25 285 112 49 48 28 18 0 0 3 12 0 0
Referred Applicants % 100.00 65.43 34.57 6.75 4.02 45.82 18.01 7.88 7.72 4.50 2.89 0.00 0.00 0.48 1.93 0.00 0.00
Interviewed Applicants # 2 1 1 0 0 1 1 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 240 144 96 14 9 107 55 9 19 13 11 0 0 1 2 0 0
Internal Selections % 100.00 60.00 40.00 5.83 3.75 44.58 22.92 3.75 792 542 4.58 0.00 0.00 0.42 0.83 0.00 0.00
Job Series: 0905

Vacancy Announcements # 2

Relevant Applicant Pool % 100.00 62.9 37.1 3.1 2.5 54.7 28.5 22 3.0 1.9 2.1 0.0 0.0 0.1 0.1 0.9 0.8
Internal Applications # 7 3 4 0 1 2 2 0 1 0 0 0 0 0 0 1 0
Internal Applications % 100.00 42.86 57.14 0.00 14.29 28.57 28.57 0.00 14.29 0.00 0.00 0.00 0.00 0.00 0.00 14.29 0.00
Qualified Internal Applicants # S 3 2 0 1 2 1 0 0 0 0 0 0 0 0 1 0
Qualified Internal Applicants % 100.00 60.00 40.00 0.00 20.00 40.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 20.00 0.00
Referred Applicants # 5 3 2 0 1 2 1 0 0 0 0 0 0 0 0 1 0
Referred Applicants % 100.00 60.00 40.00 0.00 20.00 40.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 20.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 2 1 1 0 1 1 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 100.00 50.00 50.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 1101

Vacancy Announcements # 47

Relevant Applicant Pool % 100.00 45.7 543 44 55 325 364 4.0 72 35 35 0.1 0.1 0.2 03 09 13
Internal Applications # 1234 771 463 103 73 367 147 167 184 110 48 4 0 12 2 8 9
Internal Applications % 100.00 62.48 37.52 835 592 29.74 11.91 13.53 14.91 891 3.89 0.32 0.00 0.97 0.16 0.65 0.73
Qualified Internal Applicants # 617 388 229 39 31 213 83 67 82 59 30 2 0 7 2 1 1
Qualified Internal Applicants % 100.00 62.88 37.12 6.32 5.02 34.52 13.45 10.86 13.29 9.56 4.86 0.32 0.00 1.13 0.32 0.16 0.16
Referred Applicants # 512 323 189 33 27 174 70 53 68 55 2 2 0 5 1 1 1
Referred Applicants % 100.00 63.09 36.91 6.45 5.27 33.98 13.67 10.35 13.28 10.74 4.30 0.39 0.00 0.98 0.20 0.20 0.20
Interviewed Applicants # 15 11 4 2 0 6 2 2 2 1 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 73.33 26.67 13.33 0.00 40.00 13.33 13.33 13.33 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 68 41 27 3 2 27 17 5 5 6 3 0 0 0 0 0 0
Internal Selections % 100.00 60.29 39.71 441 2.94 39.71 25.00 7.35 7.35 8.82 441 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 2210

Vacancy Announcements # 21

Relevant Applicant Pool % 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Applications # 631 483 148 54 12 167 38 118 60 130 35 1 0 1 1 12 2
Internal Applications % 100.00 76.55 23.45 8.56 1.90 26.47 6.02 18.70 9.51 20.60 5.55 0.16 0.00 0.16 0.16 1.90 0.32
Qualified Internal Applicants # 274 209 65 24 4 80 20 39 24 63 14 0 0 0 1 3 2
Qualified Internal Applicants % 100.00 76.28 23.72 8.76 1.46 29.20 7.30 14.23 8.76 22.99 5.11 0.00 0.00 0.00 0.36 1.09 0.73
Referred Applicants # 229 176 53 20 4 66 15 32 21 55 10 0 0 0 1 3 2
Referred Applicants % 100.00 76.86 23.14 8.73 1.75 28.82 6.55 13.97 9.17 24.02 437 0.00 0.00 0.00 0.44 1.31 0.87
Interviewed Applicants # 5 3 2 1 0 1 0 0 0 1 2 0 0 0 0 0 0
Interviewed Applicants % 100.00 60.00 40.00 20.00 0.00 20.00 0.00 0.00 0.00 20.00 40.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 26 20 6 2 0 11 1 3 1 4 3 0 0 0 0 0 1
Internal Selections % 100.00 76.92 23.08 7.69 0.00 4231 3.85 11.54 3.85 15.38 11.54 0.00 0.00 0.00 0.00 0.00 3.85
Job Series:

Vacancy Announcements # 0

Relevant Applicant Pool % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
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Worksheet A9T: Internal Competitive Promotions for Mission-Critical Occupations by Race/Ethnicity and Sex [Temporary]

Al Total Total | Hispanic of Hispanic or] _ White White | Blackor | Blackor |  Asian Asian Native | Native | American| American] Twoor | Twoor
. Males | Females | Latino | Latino Males | Females | African | African | Males | Females | Hawaiian| Hawaiian [ Indianor | Indianor | moreraces| more races
Internal Competitive Males | Females American | American orOther | orOther | Alaska | Alaska | Males | Females
Promotions Vs | Pl ot | e | e | e
Males | Females
Job Series: 0110
Relevant Applicant Pool % 100.00 68.00 32.00 5.30 2.00 52.30 24.10 3.90 1.70 5.10 3.00 0.10 0.00 0.10 0.30 1.20 0.90
Internal Applications # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 100.00 [ 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 [ 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 0501
Vacancy Announcements # . || |
Relevant Applicant Pool % 100.00 54.2 45.8 39 4.6 44.1 32.8 3.0 49 23 23 0.0 0.1 0.1 0.2 0.8 0.9
Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 0570

Vacancy Announcements # 109

Relevant Applicant Pool % 100.00 542 45.8 39 4.6 441 32.8 3.0 49 23 23 0.0 0.1 0.1 0.2 0.8 0.9
Internal Applications # 502 314 188 34 15 240 100 32 42 6 18 1 0 1 13 0 0
Internal Applications % 100.00 62.55 37.45 6.77 2.99 47.81 19.92 6.37 837 1.20 3.59 0.20 0.00 0.20 2.59 0.00 0.00
Qualified Internal Applicants # 481 302 179 34 11 234 98 26 39 6 18 1 0 1 13 0 0
Qualified Internal Applicants % 100.00 62.79 37.21 7.07 2.29 48.65 20.37 541 8.11 1.25 3.74 0.21 0.00 0.21 2.70 0.00 0.00
Referred Applicants # 475 296 179 34 10 229 100 26 39 5 17 1 0 1 13 0 0
Referred Applicants % 100.00 62.32 37.68 7.16 2.11 48.21 21.05 547 8.21 1.05 3.58 0.21 0.00 0.21 2.74 0.00 0.00
Interviewed Applicants # 3 2 1 0 1 1 0 1 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 66.67 33.33 0.00 3333 33.33 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 158 90 68 8 3 71 44 9 13 2 5 0 0 0 3 0 0
Internal Selections % 100.00 56.96 43.04 5.06 1.90 44.94 27.85 5.70 8.23 1.27 3.16 0.00 0.00 0.00 1.90 0.00 0.00
Job Series: 0905

Vacancy Announcements # 0

Relevant Applicant Pool % 100.00 62.9 37.1 3.1 2.5 54.7 28.5 22 3.0 1.9 2.1 0.0 0.0 0.1 0.1 0.9 0.8
Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 1101

Vacancy Announcements # 7

Relevant Applicant Pool % 100.00 457 543 44 5.5 325 364 4.0 72 3.5 3.5 0.1 0.1 0.2 0.3 0.9 1.3
Internal Applications # 71 47 24 2 0 24 10 16 11 4 2 0 0 1 1 0 0

Internal Applications % 100.00 66.20 33.80 2.82 0.00 33.80 14.08 22.54 15.49 5.63 2.82 0.00 0.00 1.41 1.41 0.00 0.00
Qualified Internal Applicants # 54 36 18 1 0 19 8 12 7 3 2 0 0 1 1 0 0

Qualified Internal Applicants % 100.00 66.67 33.33 1.85 0.00 35.19 14.81 2222 12.96 5.56 3.70 0.00 0.00 1.85 1.85 0.00 0.00
Referred Applicants # 54 36 18 1 0 19 8 12 7 3 2 0 0 1 1 0 0

Referred Applicants % 100.00 66.67 3333 1.85 0.00 35.19 14.81 2222 12.96 5.56 3.70 0.00 0.00 1.85 1.85 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 8 5 3 1 0 3 0 1 3 0 0 0 0 0 0 0 0

Internal Selections % 100.00 62.50 37.50 12.50 0.00 37.50 0.00 12.50 37.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 2210

Vacancy Announcements # 6

Relevant Applicant Pool % 100.00 70.9 29.1 45 1.6 543 21.6 3.6 25 7.0 26 0.1 0.0 0.1 0.1 1.3 0.7
Internal Applications # 13 12 1 2 0 5 1 1 0 4 0 0 0 0 0 0 0

Internal Applications % 100.00 9231 7.69 15.38 0.00 38.46 7.69 7.69 0.00 30.77 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 12 11 1 2 0 4 1 1 0 4 0 0 0 0 0 0 0

Qualified Internal Applicants % 100.00 91.67 8.33 16.67 0.00 3333 8.33 8.33 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 12 11 1 2 0 4 1 1 0 4 0 0 0 0 0 0 0

Referred Applicants % 100.00 91.67 833 16.67 0.00 3333 8.33 833 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
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Worksheet A11: Internal Competitive Promotions for Senior Grade Levels by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanicor | Hispanicor | White Males|  White Black or Blackor | Asian Males|  Asian Native Native American | American | Two or more| Two or mord
Internal Compettive Promotons or
Senior Grade Levels Males Females Islander Islander | Native Males]  Native
Males Females Females
GS-13 or Equivalent
Vacancy Announcements # 236
Internal Applications # 6140 2836 3304 358 292 1166 866 912 1772 326 238 4 6 38 46 32 84
Internal Applications % 100.00 46.19 53.81 5.83 4.76 18.99 14.10 14.85 28.86 531 3.88 0.07 0.10 0.62 0.75 0.52 1.37
Qualified Internal Applicants # 2766 1286 1480 130 112 608 366 390 836 130 92 2 0 16 24 10 50
Qualified Internal Applicants % 100.00 46.49 53.51 4.70 4.05 21.98 13.23 14.10 30.22 4.70 333 0.07 0.00 0.58 0.87 0.36 1.81
Referred Applicants # 2368 1122 1246 118 104 532 310 338 690 108 78 2 0 14 18 10 46
Referred Applicants % 100.00 47.38 52.62 4.98 439 22.47 13.09 14.27 29.14 4.56 3.29 0.08 0.00 0.59 0.76 0.42 1.94
Interviewed Applicants # 54 24 30 6 4 12 18 4 8 0 0 0 0 2 0 0 0
Interviewed Applicants % 100.00 44.44 55.56 11.11 741 22.22 33.33 741 14.81 0.00 0.00 0.00 0.00 3.70 0.00 0.00 0.00
Internal Selections # 344 172 172 10 20 122 74 24 62 12 16 0 0 0 0 4 0
Internal Selections % 100.00 50.00 50.00 291 5.81 35.47 2151 6.98 18.02 3.49 4.65 0.00 0.00 0.00 0.00 1.16 0.00
Relevant Applicant Pool % 100.00 56.34 43.66 3.20 2.13 4143 24.86 5.73 11.53 438 3.96 0.10 0.05 0.31 0.19 1.21 0.94
GS-14 or Equivalent
Vacancy Announcements # 194
Internal Applications # 6844 3834 3010 448 388 1544 708 1052 1428 698 394 4 6 44 22 44 64
Internal Applications % 100.00 56.02 43.98 6.55 5.67 22.56 10.34 15.37 20.86 10.20 5.76 0.06 0.09 0.64 0.32 0.64 0.94
Qualified Internal Applicants # 2766 1526 1240 168 156 736 334 336 554 258 156 2 2 14 14 12 24
Qualified Internal Applicants % 100.00 55.17 44.83 6.07 5.64 26.61 12.08 12.15 20.03 9.33 5.64 0.07 0.07 0.51 0.51 043 0.87
Referred Applicants # 2500 1376 1124 158 144 664 320 288 488 240 134 2 2 12 12 12 24
Referred Applicants % 100.00 55.04 44.96 6.32 5.76 26.56 12.80 11.52 19.52 9.60 5.36 0.08 0.08 0.48 0.48 0.48 0.96
Interviewed Applicants # 62 38 24 8 0 18 8 4 10 8 6 0 0 0 0 0 0
Interviewed Applicants % 100.00 61.29 38.71 12.90 0.00 29.03 12.90 6.45 16.13 12.90 9.68 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 356 180 176 24 6 122 90 16 46 16 30 0 0 2 2 0 2
Internal Selections % 100.00 50.56 49.44 6.74 1.69 3427 2528 4.49 12.92 4.49 843 0.00 0.00 0.56 0.56 0.00 0.56
Relevant Applicant Pool % 100.00 56.34 43.66 3.20 2.13 4143 24.86 5.73 11.53 438 3.96 0.10 0.05 0.31 0.19 1.21 0.94
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GS-15 or Equivalent

Vacancy Announcements # 170

Internal Applications # 2134 1282 852 148 149 577 235 287 348 229 93 3 3 11 6 27 18
Internal Applications % 100.00 60.07 39.93 6.94 6.98 27.04 11.01 13.45 16.31 10.73 4.36 0.14 0.14 0.52 0.28 1.27 0.84
Qualified Internal Applicants # 1101 668 433 78 63 333 151 117 154 128 51 0 0 4 4 8 10
Qualified Internal Applicants % 100.00 60.67 39.33 7.08 5.72 30.25 13.71 10.63 13.99 11.63 4.63 0.00 0.00 0.36 0.36 0.73 091
Referred Applicants # 949 581 368 61 45 303 132 98 133 111 45 0 0 1 4 7 9
Referred Applicants % 100.00 61.22 38.78 6.43 4.74 31.93 1391 10.33 14.01 11.70 4.74 0.00 0.00 0.11 0.42 0.74 0.95
Interviewed Applicants # 43 23 20 3 1 13 7 3 7 3 3 0 0 0 1 1 1
Interviewed Applicants % 100.00 53.49 46.51 6.98 2.33 30.23 16.28 6.98 16.28 6.98 6.98 0.00 0.00 0.00 233 233 2.33
Internal Selections # 143 73 70 5 6 49 35 6 17 13 10 0 0 0 1 0 1
Internal Selections % 100.00 51.05 48.95 3.50 4.20 3427 24.48 4.20 11.89 9.09 6.99 0.00 0.00 0.00 0.70 0.00 0.70
Relevant Applicant Pool % 100.00 56.34 43.66 3.20 2.13 4143 24.86 5.73 11.53 438 3.96 0.10 0.05 0.31 0.19 1.21 0.94
SES or Equivalent

Vacancy Announcements # 16

Internal Applications # 201 109 92 6 18 47 29 36 34 17 9 0 2 1 0 2 0
Internal Applications % 100.00 54.23 45.77 2.99 8.96 23.38 14.43 17.91 16.92 8.46 4.48 0.00 1.00 0.50 0.00 1.00 0.00
Qualified Internal Applicants # 88 43 45 2 9 17 17 17 15 5 4 0 0 0 0 2 0
Qualified Internal Applicants % 100.00 48.86 51.14 227 10.23 19.32 19.32 19.32 17.05 5.68 4.55 0.00 0.00 0.00 0.00 227 0.00
Referred Applicants # 88 42 46 2 9 16 17 17 16 5 4 0 0 0 0 2 0
Referred Applicants % 100.00 47.73 52.27 227 10.23 18.18 19.32 19.32 18.18 5.68 4.55 0.00 0.00 0.00 0.00 227 0.00
Interviewed Applicants # 8 5 3 0 0 2 1 1 2 0 0 0 0 0 0 2 0
Interviewed Applicants % 100.00 62.50 37.50 0.00 0.00 25.00 12.50 12.50 25.00 0.00 0.00 0.00 0.00 0.00 0.00 25.00 0.00
Internal Selections # 11 3 8 0 0 3 5 0 2 0 1 0 0 0 0 0 0
Internal Selections % 100.00 27.27 72.73 0.00 0.00 2727 4545 0.00 18.18 0.00 9.09 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 56.34 43.66 3.20 2.13 41.43 24.86 5.73 11.53 438 3.96 0.10 0.05 0.31 0.19 1.21 0.94
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Worksheet A12: Career Development in Senior Grade Levels - Distribution by Race/Ethnicity and Sex [Permanent]

Native Native . American
. . Black or Black or . . American .
Total | Hispanic or Hispanic or White African African Asian Hawaiian or| Hawaifan or Indian or Indian or Two or more] *wo or mor
All Total Males 'p Latino ‘White Males . . Asian Males Other Pacifiq Other Pacifi( Alaska races
Females | Latino Males| Females American American Females Alaska . races Males
) . . Females Males Females Islander Islander Native Males Native Females
Career Development for Senior Grade Levels Males Females Females

Career Development Programs for GS-13 or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Career Development Programs for GS-14 or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Career Development Programs for GS-15 or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Career Development Programs for SES or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A13: Employee Recognition And Awards - Distribution by Race/Ethnicity and Sex [Permanent]

All Total Males|  Total Hispanic or | Hispanic or | White Males| _ White Black or | Black or | Asian Males|  Asian Native Native American | American | Two or more| Two or mord

Females Latino Males Latino Females African African Females Hawaiian or| Hawaiianor| Indianor Indian or races Males races

Females American American Other Pacific| Other Pacific] Alaska Alaska Females
Awards Males Females Islander Islander | Native Males| Native
Males Females Females

Time-Off Awards
Total Time-Off Awards: 1 - 10 hours # 54 25 29 0 0 16 14 0 9 8 5 0 0 0 0 1 1
Total Time-Off Awards: 1 - 10 hours % 100.00 46.30 53.70 0.00 0.00 29.63 25.93 0.00 16.67 14.81 9.26 0.00 0.00 0.00 0.00 1.85 1.85
Total Hours 367 178 189 0 0 115 92 0 62 58 27 0 0 0 0 5 8
Average Hours 6.7962963 7.12 6.5172414 0 0 7.1875 | 6.5714286 0 6.8888889 7.25 54 0 0 0 0 5 8
Total Time-Off Awards: 11 - 20 hours # 9 4 8 0 0 3 2 0 2 1 1 0 0 0 0 0 0
Total Time-Off Awards: 11 - 20 hours % 100.00 44.44 55.56 0.00 0.00 33.33 2222 0.00 2222 11.11 11.11 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 142 64 78 0 0 48 30 0 32 16 16 0 0 0 0 0 0
Average Hours 15777778 16 15.6 0 0 16 15 0 16 16 16 0 0 0 0 0 0
Total Time-Off Awards: 21 - 30 hours # 2 0 2 0 1 0 1 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 21 - 30 hours % 100.00 0.00 100.00 0.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 48 0 48 0 24 0 24 0 0 0 0 0 0 0 0 0 0
Average Hours 24 0 24 0 24 0 24 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 31 - 40 hours # 13 3 10 0 1 2 6 0 2 1 1 0 0 0 0 0 0
Total Time-Off Awards: 31 - 40 hours % 100.00 23.08 76.92 0.00 7.69 15.38 46.15 0.00 15.38 7.69 7.69 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 497 112 385 0 32 72 240 0 73 40 40 0 0 0 0 0 0
Average Hours 38.230769| 37.333333 385 0 32 36 40 0 36.5 40 40 0 0 0 0 0 0
Total Time-Off Awards:41 or more hours # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards:41 or more hours % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards
Cash Awards: $500 and Under # 5860 3124 2736 177 130 2366 1692 303 629 201 200 6 2 20 21 51 62
Cash Awards: $500 and Under % 100.00 53.31 46.69 3.02 222 40.38 28.87 5.17 10.73 343 341 0.10 0.03 0.34 0.36 0.87 1.06
Total Amount 2,058,950 | 1,113,050 945,900 62,350 46,050 843,225 585,625 104,750 216,425 76,375 73,500 2,200 750 6,375 6,400 17,775 17,150
Average Amount 351.35666( 356.29001| 345.72368| 352.25989| 354.23077] 356.39265( 346.11407| 345.70957| 344.0779 | 379.97512 367.5 366.66667 375 318.75 304.7619 | 348.52941| 276.6129
Cash Awards: $501 - $999 # 357 172 185 7 5 109 90 27 66 22 21 0 0 3 0 4 3
Cash Awards: $501 - $999 % 100.00 48.18 51.82 1.96 1.40 30.53 25.21 7.56 18.49 6.16 5.88 0.00 0.00 0.84 0.00 1.12 0.84
Total Amount 276,464 132,451 144,013 5,300 3,750 83,874 70,394 20,712 51,207 17,315 16,412 0 0 2,250 0 3,000 2,250
Average Amount 774.40896( 770.06395| 778.44865| 757.14286 750 769.48624| 782.15556( 767.11111| 775.86364| 787.04545( 781.52381 0 0 750 0 750 750
Cash Awards: $1000 - $1999 # 1579 885 694 42 32 673 408 64 160 74 81 1 0 4 1 27 12
Cash Awards: $1000 - $1999 % 100.00 56.05 43.95 2.66 2.03 42.62 25.84 4.05 10.13 4.69 5.13 0.06 0.00 0.25 0.06 1.71 0.76
Total Amount 1,980,848 | 1,108,981 871,867 | 55,114 41,225 | 843,375 | 518,713 [ 80,019 196,654 | 90,000 98,025 1,500 0 5,500 1,100 33,473 16,150
Average Amount 1254.4953( 1253.0859 1256.2925| 1312.2381| 1288.2813| 1253.1575| 1271.3554| 1250.2969| 1229.0875| 1216.2162| 1210.1852 1500 0 1375 1100 1239.7407( 1345.8333
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Cash Awards: $2000 - $2999 # 382 206 176 6 3 169 110 8 39 19 21 0 0 0 0 4 3
Cash Awards: $2000 - $2999 % 100.00 53.93 46.07 1.57 0.79 44.24 28.80 2.09 10.21 4.97 5.50 0.00 0.00 0.00 0.00 1.05 0.79
Total Amount 830,700 | 446,400 | 384,300 | 14,500 7,000 364,700 | 240,000 [ 17,700 86,050 40,500 44,500 0 0 0 0 9,000 6,750
Average Amount 2174.6073| 2166.9903| 2183.5227| 2416.6667| 2333.3333| 2157.9882( 2181.8182| 2212.5 | 2206.4103| 2131.5789| 2119.0476 0 0 0 0 2250 2250
Cash Awards: $3000 - $3999 # 70 40 30 1 0 32 22 4 2 2 6 0 0 0 0 1 0
Cash Awards: $3000 - $3999 % 100.00 57.14 42.86 143 0.00 45.71 31.43 571 2.86 2.86 8.57 0.00 0.00 0.00 0.00 143 0.00
Total Amount 221,950 | 128,800 | 93,150 3,500 0 102,800 | 67,750 13,000 7,000 6,000 18,400 0 0 0 0 3,500 0
Average Amount 31707143 3220 3105 3500 0 3212.5 | 3079.5455| 3250 3500 3000 | 3066.6667 0 0 0 0 3500 0
Cash Awards: $4000 - $4999 # 20 12 8 0 0 11 5 1 1 0 2 0 0 0 0 0 0
Cash Awards: $4000 - $4999 ¢/, 100.00 60.00 40.00 0.00 0.00 55.00 25.00 5.00 5.00 0.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 82,000 | 49,500 32,500 0 0 45,500 20,500 4,000 4,000 0 8,000 0 0 0 0 0 0
Average Amount 4100 4125 4062.5 0 0 4136.3636] 4100 4000 4000 0 4000 0 0 0 0 0 0
Cash Awards: $5000 or more # 25 16 9 0 1 14 6 0 0 2 2 0 0 0 0 0 0
Cash Awards: $5000 or more % 100.00 64.00 36.00 0.00 4.00 56.00 24.00 0.00 0.00 8.00 8.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 125,000 | 80,000 | 45,000 0 5,000 70,000 30,000 0 0 10,000 10,000 0 0 0 0 0 0
Average Amount 5000 5000 5000 0 5000 5000 5000 0 0 5000 5000 0 0 0 0 0 0
Other Awards

Quality Step Increases (QSI) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Quality Step Increases (QSI) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Benefit 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Benefit 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
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Worksheet A15: New Hires for Senior Grade Levels by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanic or | Hispanic or | White Males White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more]
Females Latino Males Latino Females African African Females Hawaiian or | Hawaiian or Indian or Indian or races Males races
New Hires for Senior Grade Levels Females American American Other Pacific| Other Pacific Alaska Alaska Females
Males Females Islander Islander Native Males Native
Males Females Females
Total Senior Grades # 3935 2295 1640 96 64 1750 974 209 396 184 162 2 2 12 7 2 35
Total Senior Grades % 100.00 58.32 41.68 2.44 1.63 44.47 24.75 5.31 10.06 4.68 4.12 0.05 0.05 0.30 0.18 1.07 0.89
Upward Mobility Benchmark % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Alternative Benchmark % 100.00 56.34 43.66 3.20 2.13 41.43 24.86 5.73 11.53 438 3.96 0.10 0.05 0.31 0.19 1.21 0.94
GS-13 or Equivalent
Vacancy Announcements # 29
Voluntarily Identified Applicants # 2878 1612 1266 172 158 548 332 478 548 348 198 4 0 24 8 38 22
Voluntarily Identified Applicants % [ 100.00 56.01 43.99 5.98 5.49 19.04 11.54 16.61 19.04 12.09 6.88 0.14 0.00 0.83 0.28 1.32 0.76
Qualified External Applicants # 1630 952 678 88 70 348 188 276 300 210 108 4 0 10 6 16 6
Qualified External Applicants % 100.00 58.40 41.60 5.40 429 21.35 11.53 16.93 18.40 12.88 6.63 0.25 0.00 0.61 0.37 0.98 0.37
Referred Applicants # 314 184 130 10 18 100 30 24 58 46 22 0 0 2 0 2 2
Referred Applicants % 100.00 58.60 41.40 3.18 5.73 31.85 9.55 7.64 18.47 14.65 7.01 0.00 0.00 0.64 0.00 0.64 0.64
Interviewed Applicants # 10 4 6 2 2 2 0 0 2 0 2 0 0 0 0 0 0
Interviewed Applicants % 100.00 40.00 60.00 20.00 20.00 20.00 0.00 0.00 20.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 52 28 24 2 4 14 0 0 14 12 6 0 0 0 0 0 0
External Selections % 100.00 53.85 46.15 3.85 7.69 26.92 0.00 0.00 26.92 23.08 11.54 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 or Equivalent
Voluntarily Identified Applicants # 3398 2314 1084 260 134 918 316 626 436 446 172 12 0 18 8 34 18
Voluntarily Identified Applicants % | 100.00 68.10 31.90 7.65 3.94 27.02 9.30 18.42 12.83 13.13 5.06 0.35 0.00 0.53 0.24 1.00 0.53
Qualified External Applicants # 2690 1878 812 182 104 702 210 542 332 396 148 10 0 14 4 32 14
Qualified External Applicants % 100.00 69.81 30.19 6.77 3.87 26.10 7.81 20.15 12.34 14.72 5.50 0.37 0.00 0.52 0.15 1.19 0.52
Referred Applicants # 612 388 224 54 38 248 90 20 68 58 28 0 0 2 0 6 0
Referred Applicants % 100.00 63.40 36.60 8.82 6.21 40.52 14.71 3.27 11.11 9.48 4.58 0.00 0.00 0.33 0.00 0.98 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 96 56 40 4 2 38 20 4 6 10 12 0 0 0 0 0 0
External Selections % 100.00 58.33 41.67 4.17 2.08 39.58 20.83 4.17 6.25 10.42 12.50 0.00 0.00 0.00 0.00 0.00 0.00
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GS-15 or Equivalent

Vacancy Announcements # 46

Voluntarily Identified Applicants # 1454 976 478 111 66 399 149 217 182 219 74 4 0 7 2 19 5
Voluntarily Identified Applicants % [ 100.00 67.13 32.87 7.63 4.54 27.44 10.25 14.92 12.52 15.06 5.09 0.28 0.00 0.48 0.14 1.31 0.34
Qualified External Applicants # 1006 697 309 65 40 268 9% 167 116 177 55 2 0 3 1 15 3
Qualified External Applicants % 100.00 69.28 30.72 6.46 3.98 26.64 9.34 16.60 11.53 17.59 547 0.20 0.00 0.30 0.10 1.49 0.30
Referred Applicants # 294 173 121 24 11 101 53 14 38 28 18 0 0 2 0 4 1
Referred Applicants % 100.00 58.84 41.16 8.16 3.74 34.35 18.03 4.76 12.93 9.52 6.12 0.00 0.00 0.68 0.00 1.36 0.34
Interviewed Applicants # 1 0 1 0 0 0 0 0 0 0 1 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 38 21 17 2 1 15 8 0 4 4 4 0 0 0 0 0 0
External Selections % 100.00 55.26 44.74 5.26 2.63 39.47 21.05 0.00 10.53 10.53 10.53 0.00 0.00 0.00 0.00 0.00 0.00
SES or Equivalent

Voluntarily Identified Applicants # 6 2 4 0 0 2 1 0 1 0 2 0 0 0 0 0 0
Voluntarily Identified Applicants % | 100.00 33.33 66.67 0.00 0.00 33.33 16.67 0.00 16.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 5 2 3 0 0 2 1 0 1 0 1 0 0 0 0 0 0
Qualified External Applicants % 100.00 40.00 60.00 0.00 0.00 40.00 20.00 0.00 20.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 5 2 3 0 0 2 1 0 1 0 1 0 0 0 0 0 0
Referred Applicants % 100.00 40.00 60.00 0.00 0.00 40.00 20.00 0.00 20.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 1 0 1 0 0 0 0 0 0 0 1 0 0 0 0 0 0
External Selections % 100.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A16: Distribution by Race/Ethnicity and Sex
All Total Males | Total Hispanicor | Hispanic or | White Males]  White Black or Black or | Asian Males|  Asian Native Native American | American | Two or more | Two or more|
Females Latino Males Latino Females African African Females Hawaiian or | Hawaiian or Indian or Indian or races Males races
Males Females Females

Total Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 15 9 6 1 0 3 4 4 2 1 0 0 0 0 0 0 0
Removal % 100.00 60.00 40.00 6.67 0.00 20.00 26.67 26.67 13.33 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 261 177 84 15 6 129 42 9 24 21 12 0 0 1 0 2 0
Resignation % 100.00 67.82 32.18 5.75 2.30 4943 16.09 345 9.20 8.05 4.60 0.00 0.00 0.38 0.00 0.77 0.00
Retirement # 169 92 77 3 2 73 54 10 19 4 0 0 0 1 0 1 2
Retirement % 100.00 54.44 45.56 1.78 1.18 43.20 31.95 5.92 11.24 2.37 0.00 0.00 0.00 0.59 0.00 0.59 1.18
Other Separations # 89 45 44 1 2 33 21 5 16 4 4 0 0 0 1 2 0
Other Separations % 100.00 50.56 49.44 1.12 225 37.08 23.60 5.62 17.98 4.49 4.49 0.00 0.00 0.00 1.12 2.25 0.00
Total Separations # 534 323 211 20 10 238 121 28 61 30 16 0 0 2 1 5 2
Total Separations % 100.00 60.49 39.51 3.75 1.87 44.57 22.66 5.24 11.42 5.62 3.00 0.00 0.00 0.37 0.19 0.94 0.37
Permanent Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 14 8 6 1 0 3 4 4 2 0 0 0 0 0 0 0 0
Removal % 100.00 57.14 42.86 7.14 0.00 21.43 28.57 28.57 14.29 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 187 126 61 13 5 95 29 7 19 9 8 0 0 1 0 1 0
Resignation % 100.00 67.38 32.62 6.95 267 50.80 15.51 3.74 10.16 481 428 0.00 0.00 0.53 0.00 0.53 0.00
Retirement # 168 91 77 3 2 72 54 10 19 4 0 0 0 1 0 1 2
Retirement % 100.00 54.17 45.83 1.79 1.19 42.86 32.14 5.95 1131 238 0.00 0.00 0.00 0.60 0.00 0.60 1.19
Other Separations # 49 19 30 1 0 10 16 4 11 4 3 0 0 0 0 0 0
Other Separations % 100.00 38.78 61.22 2.04 0.00 20.41 32.65 8.16 22.45 8.16 6.12 0.00 0.00 0.00 0.00 0.00 0.00
Total Separations # 418 244 174 18 7 180 103 25 51 17 11 0 0 2 0 2 2
Total Separations % 100.00 58.37 41.63 431 1.67 43.06 24.64 5.98 12.20 4.07 2.63 0.00 0.00 0.48 0.00 0.48 0.48
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Temporary Workforce

Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 1 1 0 0 0 0 0 0 0 1 0 0 0 0 0 0 0
Removal % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 74 51 23 2 1 34 13 2 5 12 4 0 0 0 0 1 0
Resignation % 100.00 68.92 31.08 2.70 135 4595 17.57 2.70 6.76 16.22 541 0.00 0.00 0.00 0.00 135 0.00
Retirement # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Retirement % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 40 26 14 0 2 23 5 1 5 0 1 0 0 0 1 2 0
Other Separations % 100.00 65.00 35.00 0.00 5.00 57.50 12.50 2.50 12.50 0.00 2.50 0.00 0.00 0.00 2.50 5.00 0.00
Total Separations # 116 79 37 2 3 58 18 3 10 13 5 0 0 0 1 3 0
Total Separations % 100.00 68.10 31.90 1.72 2.59 50.00 15.52 2.59 8.62 11.21 431 0.00 0.00 0.00 0.86 2.59 0.00
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Worksheet A17: Grade Levels for Management Positions - Distribution by Race/Ethnicity and Sex [Permanent]
All Total Males Total Hispanicor | Hispanic or | White Males White Black or Black or | Asian Males Asian Native Native American American | Two or more| Two or more]
Females Latino Males Latino Females African African Females Hawaiian or| Hawaiian or Indian or Indian or races Males races
Grade Levels for Management Females American American Other Pacific| Other Pacific]  Alaska Alaska Females
Positions Males Females Islander Islander | Native Males|]  Native
Males Females Females

Executives
SES # 139 85 54 2 2 67 36 10 9 6 6 0 0 0 0 0 1
SES % 100.00 61.15 38.85 1.44 1.44 48.20 25.90 7.19 6.47 4.32 432 0.00 0.00 0.00 0.00 0.00 0.72
EM # 136 82 54 2 2 64 36 10 9 6 6 0 0 0 0 0 1
EM % 100.00 60.29 39.71 147 1.47 47.06 26.47 7.35 6.62 441 441 0.00 0.00 0.00 0.00 0.00 0.74
EX # 3 3 0 0 0 3 0 0 0 0 0 0 0 0 0 0 0
EX % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
IG # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
IG % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers
CM # 731 420 311 15 12 336 202 40 67 17 24 0 0 2 1 10 5
CM % 100.00 57.46 4254 2.05 1.64 45.96 27.63 547 9.17 233 328 0.00 0.00 0.27 0.14 1.37 0.68
CM-01 # 548 322 226 11 7 260 150 34 53 10 11 0 0 2 1 5 4
CM-01 % 100.00 58.76 4124 2.01 1.28 47.45 27.37 6.20 9.67 1.82 2,01 0.00 0.00 0.36 0.18 091 0.73
CM-02 # 183 98 85 4 5 76 52 6 14 7 13 0 0 0 0 5 1
CM-02 % 100.00 53.55 46.45 2.19 2.73 41.53 28.42 3.28 7.65 3.83 7.10 0.00 0.00 0.00 0.00 2.73 0.55
Supervisors
CG# 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
CG % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A18: New Hires for Management Positions by Race/Ethnicity and Sex [Permanent]

New Hires for Management Positions

All

Total Males

Total
Females

Hispanic or
Latino Males

Hispanic or
Latino
Females

‘White Males

White
Females

Black or
African
American
Males

Black or
African
American
Females

Asian Males

Asian
Females

Native

Native

Hawaiian or| Hawaiian or
Other Pacifif Other Pacific|

Islander
Males

Islander
Females

American
Indian or
Alaska
Native Males

American
Indian or
Alaska
Native
Females

Two or more
races Males

Two or more]
races
Females

Executives

Voluntarily Identified Applicants # 6 2 4 0 0 2 1 0 1 0 2 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 33.33 66.67 0.00 0.00 33.33 16.67 0.00 16.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 5 2 3 0 0 2 1 0 1 0 1 0 0 0 0 0 0
Qualified External Applicants % 100.00 40.00 60.00 0.00 0.00 40.00 20.00 0.00 20.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 5 2 3 0 0 2 1 0 1 0 1 0 0 0 0 0 0
Referred Applicants % 100.00 40.00 60.00 0.00 0.00 40.00 20.00 0.00 20.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 1 0 1 0 0 0 0 0 0 0 1 0 0 0 0 0 0
External Selections % 100.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers

Voluntarily Identified Applicants # 111 59 52 4 6 34 23 16 18 3 5 1 0 1 0 0 0
Voluntarily Identified Applicants % 100.00 53.15 46.85 3.60 541 30.63 20.72 14.41 16.22 2.70 4.50 0.90 0.00 0.90 0.00 0.00 0.00
Qualified External Applicants # 49 26 23 2 0 17 11 4 7 2 5 0 0 1 0 0 0
Qualified External Applicants % 100.00 53.06 46.94 4.08 0.00 34.69 2245 8.16 14.29 4.08 10.20 0.00 0.00 2.04 0.00 0.00 0.00
Referred Applicants # 37 20 17 2 0 13 8 2 4 2 5 0 0 1 0 0 0
Referred Applicants % 100.00 54.05 45.95 541 0.00 35.14 21.62 541 10.81 541 13.51 0.00 0.00 270 0.00 0.00 0.00
Interviewed Applicants # 1 0 1 0 0 0 0 0 0 0 1 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 7 3 4 0 0 2 2 0 0 1 2 0 0 0 0 0 0
External Selections % 100.00 42.86 57.14 0.00 0.00 28.57 28.57 0.00 0.00 14.29 28.57 0.00 0.00 0.00 0.00 0.00 0.00
Supervisors

Voluntarily Identified Applicants # 4 19 25 3 3 8 11 4 9 4 2 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 43.18 56.82 6.82 6.82 18.18 25.00 9.09 2045 9.09 4.55 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 28 11 17 1 2 6 9 2 5 2 1 0 0 0 0 0 0
Qualified External Applicants % 100.00 39.29 60.71 3.57 7.14 21.43 32.14 7.14 17.86 7.14 3.57 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 28 11 17 1 2 6 9 2 5 2 1 0 0 0 0 0 0
Referred Applicants % 100.00 39.29 60.71 3.57 7.14 21.43 32.14 7.14 17.86 7.14 3.57 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet A19: Internal Competitive Promotions for Management Positions by Race/Ethnicity and Sex [Permanent]

All Total Males Total Hispanicor | Hispanicor | White Males White Black or Black or Asian Males Asian Native Native American American | Two or more | Two or more]
Females Latino Males Latino Females African African Females Hawaiian or| Hawaiian or! Indian or Indian or races Males races
Internal Competitive Promotions for Females American | American Other Pacifi] Other Pacifi]  Alaska Alaska Females
Management Positions Males Females Islander Islander | Native Males]  Native
Males Females Females

Executives
Relevant Applicant Pool % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Applications # 218 122 96 8 20 49 31 39 34 23 9 0 2 1 0 2 0
Internal Applications % 100.00 55.96 44.04 3.67 9.17 2248 14.22 17.89 15.60 10.55 4.13 0.00 0.92 0.46 0.00 0.92 0.00
Qualified Internal Applicants # 102 53 49 3 11 19 19 19 15 10 4 0 0 0 0 2 0
Qualified Internal Applicants % 100.00 51.96 48.04 294 10.78 18.63 18.63 18.63 14.71 9.80 3.92 0.00 0.00 0.00 0.00 1.96 0.00
Referred Applicants # 102 52 50 3 11 18 19 19 16 10 4 0 0 0 0 2 0
Referred Applicants % 100.00 50.98 49.02 2.94 10.78 17.65 18.63 18.63 15.69 9.80 392 0.00 0.00 0.00 0.00 1.96 0.00
Interviewed Applicants # 8 5 3 0 0 2 1 1 2 0 0 0 0 0 0 2 0
Interviewed Applicants % 100.00 62.50 37.50 0.00 0.00 25.00 12.50 12.50 25.00 0.00 0.00 0.00 0.00 0.00 0.00 25.00 0.00
Internal Selections # 12 4 8 0 0 4 5 0 2 0 1 0 0 0 0 0 0
Internal Selections % 100.00 33.33 66.67 0.00 0.00 33.33 41.67 0.00 16.67 0.00 8.33 0.00 0.00 0.00 0.00 0.00 0.00
Managers
Vacancy Announcements # 68
Relevant Applicant Pool % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Applications # 869 525 344 66 54 232 97 111 147 101 37 1 2 3 2 11 5
Internal Applications % 100.00 60.41 39.59 7.59 621 26.70 11.16 12.77 16.92 11.62 426 0.12 023 035 023 127 058
Qualified Internal Applicants # 502 309 193 38 26 151 64 52 72 64 24 0 0 1 2 3 5
Qualified Internal Applicants % 100.00 61.55 38.45 757 5.18 30.08 12.75 10.36 14.34 12.75 478 0.00 0.00 0.20 0.40 0.60 1.00
Referred Applicants # 471 288 183 33 21 145 60 43 72 58 23 0 0 1 2 3 5
Referred Applicants % 100.00 61.15 38.85 7.01 446 30.79 12.74 10.19 1529 1231 488 0.00 0.00 021 042 0.64 1.06
Interviewed Applicants # 23 13 10 2 0 7 2 1 5 2 2 0 0 0 0 1 1
Interviewed Applicants % 100.00 56.52 43.48 8.70 0.00 30.43 8.70 435 21.74 8.70 8.70 0.00 0.00 0.00 0.00 435 435
Internal Selections # 52 26 26 3 2 20 10 0 9 3 3 0 0 0 1 0 1
Internal Selections % 100.00 50.00 50.00 5.77 385 38.46 19.23 0.00 17.31 5.77 5.77 0.00 0.00 0.00 1.92 0.00 1.92
Supervisors
Relevant Applicant Pool % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Applications # 456 241 215 29 33 107 49 70 106 23 14 1 0 2 4 9 9
Internal Applications % 100.00 52.85 47.15 636 7.24 23.46 10.75 15.35 2325 5.04 3.07 022 0.00 0.44 0.88 197 197
Qualified Internal Applicants # 268 144 124 14 20 65 32 41 58 17 7 0 0 1 3 6 4
Qualified Internal Applicants % 100.00 53.73 46.27 522 746 2425 11.94 15.30 21.64 6.34 261 0.00 0.00 037 L12 224 149
Referred Applicants # 219 116 103 11 12 57 30 32 49 11 6 0 0 0 3 5 3
Referred Applicants % 100.00 52.97 47.03 5.02 548 26.03 13.70 14.61 2237 5.02 274 0.00 0.00 0.00 137 228 137
Interviewed Applicants # 9 6 3 1 0 4 2 0 0 1 0 0 0 0 1 0 0
Interviewed Applicants % 100.00 66.67 3333 11.11 0.00 44.44 2222 0.00 0.00 11.11 0.00 0.00 0.00 0.00 11.11 0.00 0.00
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Worksheet A20: Career Development for Management Positions - Distribution by Race/Ethnicity and Sex [Permanent]

Native Native . American
Total | Hispanicor| TSPAMCOr[ White I:?:it:nr T?;l;:nr ) Asian | Hawaiian or} Hawaifan or ?:;f::z: Indianor | 1 or more| 7™ °7 ™0™
All Total Males N Latino White Males N N Asian Males Other Pacifi Other Pacific| Alaska races
Career Devel p for M. P Females | Latino Males| Females Females Alllllearll::n /:‘T::;:: Females Islander Islander o tz::s;{: s Native races Males Females
Males Females Females

Executives
Slots for Carcer Development Program # 1 T O
Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers
Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Supervisors
Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B1: Total Workforce by Disability
. - . Epilepsy or
Persons . . Deaf or Blind or .. Significant Partial or § S o
Emplovment Tenure Total No Disability Id N:),:_ d Disability (02 With Dle ‘],)e,l')p;:infd BTr:j\u;na}tu i Serious Serious El\;hss",]f Mobility Complete SO,( her I]n)t'ellleflt.ufl PS]g:{h:.a.nt Dwarfism D.m‘:gmhumt "
ploy ot 05) c':n' U1 03,0699 | Targeted 's”z ity | Prain 3"""’ Difficulty | Difficulty X r;'l'" S| Impairment |  Paralysis Df'z';'e_ '”90' ity Dsfc ;a "cgl ©2) s 'g‘;;mc"

oy Disability @ @ Hearing (19)| Secing (20) @D (0) (60) "(‘:2)"’ ©0) isorder (91) 3
TOTAL
Prior FY # # 5895 4931 149 815 143 1 11 58 18 2 5 5 12 3 25 0 3
Prior FY % % 100.00 83.65 2.53 13.83 243 0.02 0.19 0.98 031 0.03 0.08 0.08 0.20 0.05 0.42 0.00 0.05
Current FY # # 6194 5183 173 838 141 5 9 58 16 1 5 5 12 3 24 0 3
Current FY % % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Difference # # 299 252 24 23 -2 4 -2 0 -2 -1 0 0 0 0 -1 0 0
Ratio Change % % 0.00 0.03 0.27 -0.30 -0.15 0.06 -0.04 -0.05 -0.05 -0.02 0.00 0.00 -0.01 0.00 -0.04 0.00 0.00
Net Change % % 5.07 5.11 16.11 2.82 -1.40 400.00 -18.18 0.00 -11.11 -50.00 0.00 0.00 0.00 0.00 -4.00 0.00 0.00
501 Goal % % 12.00 2.00
PERMANENT
Prior FY # # 5511 4605 136 770 136 1 10 58 16 2 5 5 9 3 24 0 3
Prior FY % % 100.00 83.56 247 13.97 247 0.02 0.18 1.05 0.29 0.04 0.09 0.09 0.16 0.05 0.44 0.00 0.05
Current FY # # 5757 4807 156 794 135 4 9 56 15 1 5 5 12 3 22 0 3
Current FY % % 100.00 83.50 2.71 13.79 234 0.07 0.16 0.97 0.26 0.02 0.09 0.09 0.21 0.05 0.38 0.00 0.05
Difference # # 246 202 20 24 -1 3 -1 -2 -1 -1 0 0 3 0 2 0 0
Ratio Change % % 0.00 -0.06 0.24 -0.18 -0.12 0.05 -0.03 -0.08 -0.03 -0.02 0.00 0.00 0.05 0.00 -0.05 0.00 0.00
Net Change % % 4.46 4.39 14.71 3.12 -0.74 300.00 -10.00 -3.45 -6.25 -50.00 0.00 0.00 33.33 0.00 -8.33 0.00 0.00
TEMPORARY
Prior FY # # 384 326 13 45 7 0 1 0 2 0 0 0 3 0 1 0 0
Prior FY % % 100.00 84.90 3.39 11.72 1.82 0.00 0.26 0.00 0.52 0.00 0.00 0.00 0.78 0.00 0.26 0.00 0.00
Current FY # # 437 376 17 44 6 1 0 2 1 0 0 0 0 0 2 0 0
Current FY % % 100.00 86.04 3.89 10.07 1.37 023 0.00 0.46 0.23 0.00 0.00 0.00 0.00 0.00 0.46 0.00 0.00
Difference # # 53 50 4 -1 -1 1 -1 2 -1 0 0 0 -3 0 1 0 0
Ratio Change % % 0.00 1.15 0.50 -1.65 -0.45 0.23 -0.26 0.46 -0.29 0.00 0.00 0.00 -0.78 0.00 0.20 0.00 0.00
Net Change % % 13.80 15.34 30.77 222 -14.29 #DIV/0! -100.00 #DIV/0! -50.00 0.00 0.00 0.00 -100.00 0.00 100.00 0.00 0.00
SCHEDULE A EMPLOYEES IN PERMANENT WORKFORCE
Prior FY # # 80 8 7 65 22 0 0 11 0 0 1 0 1 3 5 0 1
Prior FY % % 100.00 10.00 8.75 81.25 27.50 0.00 0.00 13.75 0.00 0.00 1.25 0.00 1.25 3.75 6.25 0.00 1.25
Current FY # # 79 8 7 64 21 0 0 11 0 0 1 0 1 3 4 1 0
Current FY % % 100.00 10.13 8.86 81.01 26.58 0.00 0.00 13.92 0.00 0.00 1.27 0.00 1.27 3.80 5.06 1.27 0.00
Difference # # -1 0 0 -1 -1 0 0 0 0 0 0 0 0 0 -1 1 -1
Ratio Change % % 0.00 0.13 0.11 -0.24 -0.92 0.00 0.00 0.17 0.00 0.00 0.02 0.00 0.02 0.05 -1.19 1.27 -1.25
Net Change % % -1.25 0.00 0.00 -1.54 -4.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 -20.00 0.00 -100.00
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Worksheet B2: Permanent Workforce By Component — Distribution by Disability
. . . Epilepsy or
. . Not . Persons Withfl Developmental | Traumatic I?e:a.for Bl,md or Missing Slgmt‘fc‘ant P‘artlal or Other Intellectual Significant Significant
No Disability N Disability (02- o . . Serious Serious L Mobility Complete . L L Dwarfism o
Employment Tenure Total Identified Targeted Disability Brain Injury . . Extremities . . Seizure Disability | Psychiatric Disfigurement
(05) o1) 03, 06-99) Disabilit. ® @ Difficulty Difficulty @) Impairment Paralysis Disorders ©0) Disorder (91) 92) ©3)
( Y Hearing (19)| Seeing (20) (40) (60) -
Permanent Workforce # 5757 4807 156 794 135 4 9 56 15 1 5 5 12 3 22 0 3
Permanent Workforce % 100.00 83.50 2.71 13.79 234 0.07 0.16 0.97 0.26 0.02 0.09 0.09 0.21 0.05 0.38 0.00 0.05
Atlanta Regional Office # 465 400 7 58 13 1 0 3 1 0 0 1 3 0 4 0 0
Atlanta Regional Office % 100.00 86.02 1.51 12.47 2.80 0.22 0.00 0.65 0.22 0.00 0.00 0.22 0.65 0.00 0.86 0.00 0.00
Chicago Regional Office # [ 42 405 4 53 8 1 0 3 1 0 0 0 1 0 2 0 0
Chicago Regional Office % 100.00 87.66 0.87 11.47 1.73 0.22 0.00 0.65 0.22 0.00 0.00 0.00 0.22 0.00 0.43 0.00 0.00
Dallas Regional Office # | 597 487 16 94 15 1 0 6 4 0 1 1 0 0 2 0 0
Dallas Regional Office % 100.00 81.57 2.68 15.75 2.51 0.17 0.00 1.01 0.67 0.00 0.17 0.17 0.00 0.00 0.34 0.00 0.00
Kansas City Regional Office # 458 414 6 38 7 0 0 4 0 0 0 1 2 0 0 0 0
Kansas City Regional Office % 100.00 90.39 131 8.30 1.53 0.00 0.00 0.87 0.00 0.00 0.00 0.22 0.44 0.00 0.00 0.00 0.00
New York Regional Office # | 548 494 14 40 10 0 4 2 0 0 1 0 1 0 1 0 1
New York Regional Office % 100.00 90.15 2.55 7.30 1.82 0.00 0.73 0.36 0.00 0.00 0.18 0.00 0.18 0.00 0.18 0.00 0.18
San Francisco Regional Office # 497 423 14 60 11 1 1 3 0 1 0 0 1 0 4 0 0
os/an Francisco Regional Office 100.00 85.11 2.82 12.07 221 0.20 0.20 0.60 0.00 0.20 0.00 0.00 0.20 0.00 0.80 0.00 0.00
(1]
Headquarters Regional Office # 2730 2184 95 451 71 0 4 35 9 0 3 2 4 3 9 0 2
H rters Regional Offi
‘,/eadq“a ters Regional Office 0 | 5509 348 16.52 260 0.00 0.15 128 033 0.00 0.11 007 0.15 0.11 033 0.00 0.07
(]
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B3: Occupational Categories by Disability Employees [Permanent]
R Not 1 persons With| Developmental Traumatic | D" Blind or |\ ng [ Significant ] b alor Epgiiznr Intellectual | Significant Significant
Occupational Categories Total | N° D(';::’"'ty Identified D::;’b(','('f_’g;;] ? Targeted Disability | Brain Injury DS;:;‘::V f::;:‘lslq Extremities lmMp‘:i’r'::gm Complete | Scizure | Disability | Psychintric Dw(;;‘;“m Disfigurement
o1 Disability ® ©) Hearing (19)| Secing 20) an oy | Paralysis 60) Dls&rzt;ers ©0) | Disorder (91) ©3)
Total Officials and Managers # 872 740 20 112 17 0 2 8 3 0 1 0 1 0 2 0 0
Total Officials and Managers % 100.00 84.86 2.29 12.84 1.95 0.00 0.23 0.92 0.34 0.00 0.11 0.00 0.11 0.00 0.23 0.00 0.00
Officials and Managers - Executives # 139 122 5 12 3 0 0 2 0 0 0 0 0 0 1 0 0
Officials and Managers - Executives % 100.00 87.77 3.60 8.63 2.16 0.00 0.00 1.44 0.00 0.00 0.00 0.00 0.00 0.00 0.72 0.00 0.00
Officials and Managers - Managers # 731 616 15 100 14 0 2 6 3 0 1 0 1 0 1 0 0
Officials and Managers - Managers % 100.00 84.27 2.05 13.68 1.92 0.00 0.27 0.82 0.41 0.00 0.14 0.00 0.14 0.00 0.14 0.00 0.00
Officials and Managers - Supervisors # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Officials and Managers - Supervisors % | 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Professionals # 4649 3875 133 641 111 4 7 46 10 1 4 5 11 3 18 0 2
Professionals % 100.00 83.35 2.86 13.79 2.39 0.09 0.15 0.99 0.22 0.02 0.09 0.11 0.24 0.06 0.39 0.00 0.04
Technicians # 2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Technicians % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Sales Workers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Administrative Support Workers # 183 142 3 38 7 0 0 2 2 0 0 0 0 0 2 0 1
Administrative Support Workers % 100.00 77.60 1.64 20.77 3.83 0.00 0.00 1.09 1.09 0.00 0.00 0.00 0.00 0.00 1.09 0.00 0.55
Craft Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Craft Workers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Operatives # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Operatives % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborers and Helpers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Laborers and Helpers % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers # 51 49 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Service Workers % 100.00 96.08 0.00 3.92 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B4P: General Schedule Grades by Disability [Permanent]
No Disability Not Disability [ Persons With§ Developmental | Traumatic g:::;z: gz::::i or Missing Sﬁ::‘:;:“ :&:)r;i:]l:: Epl(l)et:zi " Intellectual | Significant Dwarfism Significant
GS/GM, SES, and Related Grades Total 5 7| Identified (02-03, 06- T.argefe:d Disability Brain Injury Difficulty | Difficulty Extremities lmpairm;ent Paralysis S.eizure Disability stvchiatric ©2) Disfigurement

on 99) Disability ? (©)] Hearing (19)| Secing (20) @n @) ©0) Dls&rzc)lers (€] Disorder (91) 93
GS-01# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 4 4 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 110 100 7 3 1 0 0 0 0 0 0 0 1 0 0 0 0
GS-04 % 100.00 90.91 6.36 2.73 0.91 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.91 0.00 0.00 0.00 0.00
GS-05# 11 7 0 4 2 0 0 1 1 0 0 0 0 0 0 0 0
GS-05 % 100.00 63.64 0.00 36.36 18.18 0.00 0.00 9.09 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 42 36 0 6 1 0 0 0 0 0 0 0 0 0 1 0 0
GS-06 % 100.00 85.71 0.00 14.29 2.38 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 238 0.00 0.00
GS-07 # 347 302 6 39 8 3 0 1 0 0 0 0 1 0 2 0 1
GS-07 % 100.00 87.03 1.73 11.24 231 0.86 0.00 0.29 0.00 0.00 0.00 0.00 0.29 0.00 0.58 0.00 0.29
GS-08 # 43 33 0 10 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-08 % 100.00 76.74 0.00 23.26 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 302 235 10 57 14 1 0 4 0 0 1 0 1 0 7 0 0
GS-09 % 100.00 77.81 3.31 18.87 4.64 0.33 0.00 1.32 0.00 0.00 0.33 0.00 0.33 0.00 232 0.00 0.00
GS-10# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 312 248 8 56 9 0 0 3 3 0 0 0 1 1 1 0 0
GS-11 % 100.00 79.49 2.56 17.95 2.88 0.00 0.00 0.96 0.96 0.00 0.00 0.00 0.32 0.32 0.32 0.00 0.00
GS-12 # 651 522 21 108 18 0 4 8 1 0 1 1 1 0 2 0 0
GS-12 % 100.00 80.18 3.23 16.59 2.76 0.00 0.61 1.23 0.15 0.00 0.15 0.15 0.15 0.00 0.31 0.00 0.00
GS-13# 888 719 20 149 28 0 1 13 2 0 1 2 3 1 4 0 1
GS-13 % 100.00 80.97 225 16.78 3.15 0.00 0.11 1.46 0.23 0.00 0.11 0.23 0.34 0.11 0.45 0.00 0.11
GS-14# 1430 1214 39 177 25 0 1 11 4 1 0 2 3 1 2 0 0
GS-14 % 100.00 84.90 2.73 12.38 1.75 0.00 0.07 0.77 0.28 0.07 0.00 0.14 0.21 0.07 0.14 0.00 0.00
GS-15# 698 607 24 67 11 0 1 7 1 0 1 0 0 0 1 0 0
GS-15 % 100.00 86.96 3.44 9.60 1.58 0.00 0.14 1.00 0.14 0.00 0.14 0.00 0.00 0.00 0.14 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 4838 4027 135 676 117 4 7 48 12 1 4 5 11 3 20 0 2
Total GS Employees % 100.00 83.24 2.79 13.97 2.42 0.08 0.14 0.99 0.25 0.02 0.08 0.10 0.23 0.06 0.41 0.00 0.04
Senior Executive Service # 169 147 6 16 4 0 0 2 0 0 0 0 0 0 1 0 1
Senior Executive Service % 100.00 86.98 3.55 9.47 2.37 0.00 0.00 1.18 0.00 0.00 0.00 0.00 0.00 0.00 0.59 0.00 0.59
Other Senior Pay (Non-SES) # 750 633 15 102 14 0 2 6 3 0 1 0 1 0 1 0 0
Other Senior Pay (Non-SES) % 100.00 84.40 2.00 13.60 1.87 0.00 0.27 0.80 0.40 0.00 0.13 0.00 0.13 0.00 0.13 0.00 0.00
Total Senior Pay # 3935 3320 104 511 82 0 5 39 10 1 3 4 7 2 9 0 2
Total Senior Pay % 100.00 84.37 2.64 12.99 2.08 0.00 0.13 0.99 0.25 0.03 0.08 0.10 0.18 0.05 0.23 0.00 0.05
GS-1to GS-10 # 859 717 23 119 26 4 0 6 1 0 1 0 3 0 10 0 1
GS-1to GS-10 % 100.00 83.47 2.68 13.85 3.03 0.47 0.00 0.70 0.12 0.00 0.12 0.00 0.35 0.00 1.16 0.00 0.12
GS-11to SES # 4898 4090 133 675 109 0 9 50 14 1 4 5 9 3 12 0 2
GS-11 to SES % 100.00 83.50 272 13.78 2.23 0.00 0.18 1.02 0.29 0.02 0.08 0.10 0.18 0.06 0.24 0.00 0.04
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Worksheet B4T: General Schedule Grades by Disability [Temporary]
. Not Disability JPersons Withl Developmental | Traumatic Deﬁl’or Bl-ind or Missing Signiljlcfmt P?rtial or Epl(l)et::l " Intellectual Significant Significant
GS/GM, SES, and Related Grades Tota | NODIADIY | ntified | (0203, 06 | Targeted Disability | BrainInjury| _Scrious | Serious Extremities |  OPHity [ Complete Seizure Disability | Psychiatric | D™*™™ | pisfigurement
@5 o1 99) Disability @ 3 Difficulty | Difficulty a1 Impairment | - Paralysis | pL o ers ©0) | Disorder 91) ©2) ©3)
Hearing (19)| Seeing (20) (40) (60) (82)

GS-01# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-01 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-02 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-02 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-03 # 4 4 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-03 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-04 # 102 94 2 6 1 1 0 0 0 0 0 0 0 0 0 0 0
GS-04 % 100.00 92.16 1.96 5.88 0.98 0.98 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-05 # 10 8 0 2 1 0 0 1 0 0 0 0 0 0 0 0 0
GS-05 % 100.00 80.00 0.00 20.00 10.00 0.00 0.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-06 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-06 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-07 # 69 61 4 4 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-07 % 100.00 88.41 5.80 5.80 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-08 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-08 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-09 # 138 123 4 11 1 0 0 0 0 0 0 0 0 0 1 0 0
GS-09 % 100.00 89.13 2.90 7.97 0.72 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.72 0.00 0.00
GS-10# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-10 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11# 19 15 1 3 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-11 % 100.00 78.95 5.26 15.79 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 # 59 45 3 11 3 0 0 1 1 0 0 0 0 0 1 0 0
GS-12 % 100.00 76.27 5.08 18.64 5.08 0.00 0.00 1.69 1.69 0.00 0.00 0.00 0.00 0.00 1.69 0.00 0.00
GS-13 # 7 6 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-13 % 100.00 85.71 0.00 14.29 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-14 # 23 17 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-14 % 100.00 73.91 8.70 17.39 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15# 2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
GS-15 % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All other (unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
All other (unspecified GS) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Employees # 433 374 16 43 6 1 0 2 1 0 0 0 0 0 2 0 0
Total GS Employees % 100.00 86.37 3.70 9.93 1.39 0.23 0.00 0.46 0.23 0.00 0.00 0.00 0.00 0.00 0.46 0.00 0.00
Senior Executive Service # 2 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Senior Executive Service % 100.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) # 2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Senior Pay (Non-SES) % | 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Senior Pay # 36 26 3 7 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Senior Pay % 100.00 72.22 8.33 19.44 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-1to GS-10# 323 290 10 23 3 1 0 1 0 0 0 0 0 0 1 0 0
GS-1to GS-10 % 100.00 89.78 3.10 7.12 0.93 0.31 0.00 0.31 0.00 0.00 0.00 0.00 0.00 0.00 0.31 0.00 0.00
GS-11to SES # 114 86 7 21 3 0 0 1 1 0 0 0 0 0 1 0 0
GS-11 to SES % 100.00 75.44 6.14 18.42 2.63 0.00 0.00 0.88 0.88 0.00 0.00 0.00 0.00 0.00 0.88 0.00 0.00
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Worksheet BSP: Salary by Disability [Permanent
N Not N Persons Withl Developmental | Traumatic Dea'f or Bl'ind or Missing Signiffc.ant Partial or Epl(l)etllzz * Intellectual Significant Significant
Salary Range Total No Disability Identified Disability (02 Targeted Disability Brain Injury S.elilous SE_’"? us Extremities Mol,)lllty Comple'te Seizure Disability | Psychiatric Dwarfism Disfigurement
5 on 03,06-99) ¥ pisability @ ® Difficulty | Difficulty 31 Tmpairment | - Paralysis | . 0 ders ©0 |pisorderon|  ©? ©3)
Hearing (19)| Seeing (20) 40) (60) 2

Up to $20,000 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 4 4 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$30,001-$40,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 89 78 4 7 2 0 0 0 1 0 0 0 1 0 0 0 0
$40,001-$50,000 % 100.00 87.64 4.49 7.87 225 0.00 0.00 0.00 1.12 0.00 0.00 0.00 1.12 0.00 0.00 0.00 0.00
$50,001-560,000 # 40 34 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0
$50,001-$60,000 % 100.00 85.00 5.00 10.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$60,001-$70,000 # 164 138 4 22 8 3 0 2 0 0 0 0 1 0 2 0 0
$60,001-$70,000 % 100.00 84.15 244 13.41 4.88 1.83 0.00 1.22 0.00 0.00 0.00 0.00 0.61 0.00 1.22 0.00 0.00
$70,001-$80,000 # 332 281 7 44 7 1 0 2 0 0 0 0 0 0 4 0 0
$70,001-$80,000 % 100.00 84.64 2.11 13.25 2.11 0.30 0.00 0.60 0.00 0.00 0.00 0.00 0.00 0.00 1.20 0.00 0.00
$80,001-$90,000 # 244 207 8 29 4 0 0 0 0 0 1 0 0 1 2 0 0
$80,001-$90,000 % 100.00 84.84 328 11.89 1.64 0.00 0.00 0.00 0.00 0.00 0.41 0.00 0.00 0.41 0.82 0.00 0.00
$90,001-$100,000 # 237 189 5 43 10 0 0 2 3 0 0 0 1 0 3 1
$90,001-$100,000 % 100.00 79.75 2.11 18.14 422 0.00 0.00 0.84 1.27 0.00 0.00 0.00 0.42 0.00 1.27 0.00 0.42
$100,001-$110,000 # 226 180 5 41 5 0 0 2 0 0 0 0 1 0 2 0 0
$100,001-$110,000 % 100.00 79.65 221 18.14 221 0.00 0.00 0.88 0.00 0.00 0.00 0.00 0.44 0.00 0.88 0.00 0.00
$110,001-$120,000 # 203 159 4 40 10 0 0 8 0 0 1 0 0 0 1 0 0
$110,001-$120,000 % 100.00 78.33 1.97 19.70 493 0.00 0.00 3.94 0.00 0.00 0.49 0.00 0.00 0.00 0.49 0.00 0.00
$120,001-$130,000 # 212 158 7 47 10 0 0 5 1 0 0 1 1 1 1 0 0
$120,001-$130,000 % 100.00 74.53 3.30 22.17 472 0.00 0.00 2.36 0.47 0.00 0.00 0.47 0.47 047 0.47 0.00 0.00
$130,001-$140,000 # 248 199 3 46 5 0 0 2 2 0 0 0 1 0 0 0 0
$130,001-$140,000 % 100.00 80.24 1.21 18.55 2.02 0.00 0.00 0.81 0.81 0.00 0.00 0.00 0.40 0.00 0.00 0.00 0.00
$140,001-$150,000 # 307 256 9 42 11 0 3 3 0 0 0 1 1 1 1 0 1
$140,001-$150,000 % 100.00 83.39 293 13.68 3.58 0.00 0.98 0.98 0.00 0.00 0.00 0.33 0.33 033 0.33 0.00 033
$150,001-$160,000 # 291 240 10 41 4 0 0 1 1 0 0 1 0 0 1 0 0
$150,001-$160,000 % 100.00 82.47 3.44 14.09 1.37 0.00 0.00 0.34 0.34 0.00 0.00 0.34 0.00 0.00 0.34 0.00 0.00
$160,001-$170,000 # 327 274 14 39 6 0 1 3 0 0 0 0 2 0 0 0 0
$160,001-$170,000 % 100.00 83.79 428 11.93 1.83 0.00 0.31 0.92 0.00 0.00 0.00 0.00 0.61 0.00 0.00 0.00 0.00
$170,001-$180,000 # 277 234 5 38 4 0 1 0 1 0 1 1 0 0 0 0 0
$170,001-$180,000 % 100.00 84.48 1.81 13.72 1.44 0.00 0.36 0.00 0.36 0.00 0.36 0.36 0.00 0.00 0.00 0.00 0.00
$180,001 and Greater # 2555 2175 69 311 49 0 4 26 6 1 2 1 3 0 5 0 1
$180,001 and Greater % 100.00 85.13 2.70 12.17 1.92 0.00 0.16 1.02 0.23 0.04 0.08 0.04 0.12 0.00 0.20 0.00 0.04
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Worksheet BST: Salary by Disability [Temporary]
. . N . Epilepsy or
No Disability Not Disability | Persons With] Developm Traumai g:::‘z: s:—l,::i or Missing sﬁ:::::;" ':: T);"::e‘: Other Intelectual | Significant | Significant
Salary Range Total 5 N Identified (02-03, 06- Ttargc.t?d Disability Brain Injury’ Difficulty Difficulty Extremities Impairment Paralysis %cnzurc Disability Ps'ychlatnc ©) Disfigurement

01) 99) Disability [¢)) 3) Hearing (19)| Sceing (20) [&3)) ) o) D-s&r;;ers 90) Disorder (91) 93)
Up to $20,000 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Up to $20,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$20,001-$30,000 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$20,001-$30,000 % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$30,001-$40,000 # 3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$30,001-$40,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$40,001-$50,000 # 76 67 2 7 2 1 0 1 0 0 0 0 0 0 0 0 0
$40,001-$50,000 % 100.00 88.16 2.63 9.21 2.63 1.32 0.00 1.32 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$50,001-$60,000 # 54 52 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$50,001-$60,000 % 100.00 96.30 1.85 1.85 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$60,001-$70,000 # 37 32 3 2 0 0 0 0 0 0 0 0 0 0 0 0 0
$60,001-$70,000 % 100.00 86.49 8.11 5.41 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$70,001-$80,000 # 92 79 3 10 1 0 0 0 0 0 0 0 0 0 1 0 0
$70,001-$80,000 % 100.00 85.87 3.26 10.87 1.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 1.09 0.00 0.00
$80,001-$90,000 # 53 47 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0
$80,001-$90,000 % 100.00 88.68 3.77 7.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$90,001-$100,000 # 21 20 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$90,001-$100,000 % 100.00 95.24 0.00 4.76 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$100,001-$110,000 # 9 7 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
$100,001-$110,000 % 100.00 77.78 0.00 2222 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$110,001-$120,000 # 6 6 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$110,001-$120,000 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$120,001-$130,000 # 12 9 2 1 0 0 0 0 0 0 0 0 0 0 0 0 0
$120,001-$130,000 % 100.00 75.00 16.67 8.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$130,001-$140,000 # 15 12 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0
$130,001-$140,000 % 100.00 80.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$140,001-$150,000 # 13 9 0 4 1 0 0 0 1 0 0 0 0 0 0 0 0
$140,001-$150,000 % 100.00 69.23 0.00 30.77 7.69 0.00 0.00 0.00 7.69 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$150,001-$160,000 # 11 7 0 4 2 0 0 1 0 0 0 0 0 0 1 0 0
$150,001-$160,000 % 100.00 63.64 0.00 36.36 18.18 0.00 0.00 9.09 0.00 0.00 0.00 0.00 0.00 0.00 9.09 0.00 0.00
$160,001-$170,000 # 4 3 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$160,001-$170,000 % 100.00 75.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$170,001-$180,000 # 3 2 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
$170,001-$180,000 % 100.00 66.67 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
$180,001 and Greater # 27 20 2 5 0 0 0 0 0 0 0 0 0 0 0 0 0
$180,001 and Greater % 100.00 74.07 7.41 18.52

501 Goal %

12.00
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Worksheet B6P: Mission-Critical Occupations by Disability [Permanent]
Missi . . . . Not . Persons With] Developmentl | Traumatic [ Deafor | Blind orf g | Significant | Partialor Ep;l)t;ﬁ?r " Intellectual | Significant Significant
ission-Critical Occ“!’a_tmns Series Code (four Total | NOPISAbIY - tifiea | PSPPI O eted Disability | BrainInjury| Scrious | Serious Extremities | oDty | Complete Seizure Disability |Psychiatric | D™TM | pcfisuremen
digits) (05) o1 03, 06-99) Disability @ ® Dlﬂl‘lculiy Dl"-lcllliy a1 Impairment |  Paralysis Disorders o) Disorder (91) 92) ©3)
7 Hearing (19)| Seeing (20) 40) (60) 82)

501 Goal % 12.00 2.00
1101 # 340 252 7 81 8 0 0 5 0 0 0 0 1 1 1 0 0
1101 % 100.00 74.12 2.06 23.82 235 0.00 0.00 147 0.00 0.00 0.00 0.00 029 0.29 029 0.00 0.00
CG-07# 4 2 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 17 10 1 6 2 0 0 1 0 0 0 0 0 0 1 0 0
CG-09 % 100.00 58.82 5.88 35.29 11.76 0.00 0.00 5.88 0.00 0.00 0.00 0.00 0.00 0.00 5.88 0.00 0.00
CG-11# 13 9 0 4 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-11% 100.00 69.23 0.00 30.77 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 29 19 0 10 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-12 % 100.00 65.52 0.00 34.48 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13# 28 21 0 7 1 0 0 0 0 0 0 0 0 1 0 0 0
CG-13 % 100.00 75.00 0.00 25.00 3.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.57 0.00 0.00 0.00
CG-14# 107 76 3 28 4 0 0 3 0 0 0 0 1 0 0 0 0
CG-14 % 100.00 71.03 2.80 26.17 3.74 0.00 0.00 2.80 0.00 0.00 0.00 0.00 093 0.00 0.00 0.00 0.00
CG-15# 66 53 1 12 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-15% 100.00 80.30 1.52 18.18 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-01# 30 25 0 5 1 0 0 1 0 0 0 0 0 0 0 0 0
CM-01 % 100.00 83.33 0.00 16.67 333 0.00 0.00 333 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 2 34 2 6 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 80.95 4.76 14.29 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CX # 4 3 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CX % 100.00 75.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 8 6 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 75.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14# 86 69 7 10 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 80.23 8.14 11.63 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-15# 166 138 8 20 4 0 1 1 1 0 0 0 0 0 1 0 0
CG-15% 100.00 83.13 4.82 12.05 241 0.00 0.60 0.60 0.60 0.00 0.00 0.00 0.00 0.00 0.60 0.00 0.00
CM-01# 27 22 1 4 1 0 0 1 0 0 0 0 0 0 0 0 0
CM-01 % 100.00 81.48 3.70 14.81 3.70 0.00 0.00 3.70 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 28 26 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 92.86 3.57 3.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CX # 4 4 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CX % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 27 25 1 1 1 0 0 0 0 0 0 0 0 0 1 0 0
EM % 100.00 92.59 3.70 3.70 3.70 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3.70 0.00 0.00
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0110 # 64 53 4 7 2 0 0 0 2 0 0 0 0 0 0 0 0
0110 % 100.00 82.81 6.25 10.94 3.13 0.00 0.00 0.00 3.13 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09# 2 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-09 % 100.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11# 3 2 0 1 1 0 0 0 1 0 0 0 0 0 0 0 0
CG-11% 100.00 66.67 0.00 3333 33.33 0.00 0.00 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12# 8 7 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-12% 100.00 87.50 0.00 12.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 38 31 2 5 1 0 0 0 1 0 0 0 0 0 0 0 0
CG-14 % 100.00 81.58 526 13.16 2.63 0.00 0.00 0.00 2,63 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-15# 7 7 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-15% 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-01# 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-01 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CX # 2 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CX % 100.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0501 # 131 110 2 19 2 0 0 1 1 0 0 0 0 0 0 0 0
0501 % 100.00 83.97 1.53 14.50 1.53 0.00 0.00 0.76 0.76 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-07 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 7 7 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11# 6 4 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-11% 100.00 66.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 15 11 0 4 1 0 0 1 0 0 0 0 0 0 0 0 0
CG-12% 100.00 73.33 0.00 26.67 6.67 0.00 0.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13# 15 12 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 80.00 6.67 13.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14# 41 35 1 5 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 85.37 244 12.20 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-15# 11 10 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-15% 100.00 9091 0.00 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-01 # 23 19 0 4 1 0 0 0 1 0 0 0 0 0 0 0 0
CM-01 % 100.00 82.61 0.00 17.39 435 0.00 0.00 0.00 435 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 5 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 6 5 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
EM % 100.00 8333 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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0570 # 2552 2243 4 265 49 3 4 20 3 1 1 3 5 0 9 0 0
0570 % 100.00 87.89 172 10.38 1.92 0.12 0.16 0.78 0.12 0.04 0.04 0.12 0.20 0.00 035 0.00 0.00
CG-07# 281 250 4 27 6 3 0 0 0 0 0 0 1 0 2 0 0
CG-07 % 100.00 88.97 142 9.61 2.14 1.07 0.00 0.00 0.00 0.00 0.00 0.00 036 0.00 0.71 0.00 0.00
CG-09 # 178 148 4 26 5 0 0 0 0 0 0 0 0 0 5 0 0
CG-09 % 100.00 83.15 225 14.61 2.81 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 2.81 0.00 0.00
CG-11# 158 139 5 14 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-11% 100.00 87.97 3.16 8.86 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12 # 375 311 12 52 9 0 3 2 1 0 0 0 1 0 2 0 0
CG-12% 100.00 82.93 320 13.87 2.40 0.00 0.80 0.53 0.27 0.00 0.00 0.00 027 0.00 0.53 0.00 0.00
CG-13# 397 348 5 44 9 0 0 6 0 0 1 1 1 0 0 0 0
CG-13 % 100.00 87.66 1.26 11.08 2.27 0.00 0.00 1.51 0.00 0.00 025 025 025 0.00 0.00 0.00 0.00
CG-14# 618 564 8 46 11 0 1 5 1 1 0 2 1 0 0 0 0
CG-14 % 100.00 91.26 1.29 7.44 178 0.00 0.16 0.81 0.16 0.16 0.00 032 0.16 0.00 0.00 0.00 0.00
CG-15# 186 169 2 15 5 0 0 5 0 0 0 0 0 0 0 0 0
CG-15% 100.00 90.86 1.08 8.06 2.69 0.00 0.00 2.69 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-01# 303 262 4 37 4 0 0 2 1 0 0 0 1 0 0 0 0
CM-01 % 100.00 86.47 1.32 12.21 1.32 0.00 0.00 0.66 0.33 0.00 0.00 0.00 033 0.00 0.00 0.00 0.00
CM-02 # 52 48 0 4 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 92.31 0.00 7.69 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CX # 3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CX % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
EM % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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2210 # 443 373 21 49 10 1 0 5 1 0 1 0 1 0 1 0 0
2210 % 100.00 84.20 4.74 11.06 2.26 0.23 0.00 1.13 0.23 0.00 0.23 0.00 023 0.00 0.23 0.00 0.00
CG-05# 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-05 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-07# 12 11 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 91.67 833 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 21 19 0 2 1 1 0 0 0 0 0 0 0 0 0 0 0
CG-09 % 100.00 90.48 0.00 9.52 4.76 476 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11# 22 19 0 3 1 0 0 0 0 0 0 0 1 0 0 0 0
CG-11% 100.00 86.36 0.00 13.64 455 0.00 0.00 0.00 0.00 0.00 0.00 0.00 455 0.00 0.00 0.00 0.00
CG-12# 13 10 0 3 2 0 0 2 0 0 0 0 0 0 0 0 0
CG-12% 100.00 76.92 0.00 23.08 15.38 0.00 0.00 15.38 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13# 110 90 3 17 4 0 0 2 1 0 0 0 0 0 1 0 0
CG-13 % 100.00 81.82 2.73 15.45 3.64 0.00 0.00 1.82 0.91 0.00 0.00 0.00 0.00 0.00 0.91 0.00 0.00
CG-14# 164 135 10 19 1 0 0 1 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 82.32 6.10 11.59 0.61 0.00 0.00 0.61 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-15# 53 45 5 3 1 0 0 0 0 0 1 0 0 0 0 0 0
CG-15% 100.00 84.91 9.43 5.66 1.89 0.00 0.00 0.00 0.00 0.00 1.89 0.00 0.00 0.00 0.00 0.00 0.00
CM-01 # 25 23 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-01 % 100.00 92.00 4.00 4.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CM-02 # 8 7 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CM-02 % 100.00 87.50 0.00 12.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CX # 5 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CX % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 9 8 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
EM % 100.00 88.89 1111 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B6T: Mission-Critical Occupations by Disability [Temporary]
. . ) Epilepsy or
Mission-Criical Occupations Series Code (our | | o] 1, N | ity Jeoms Wi pevompmenc. wraumatie | (0| (Gl | v | VGG ol | O | e | St | gy | Sicnt
dlglts) (05) on 03, 06-99) Disability ® ® Dlﬂ.iculty Dlﬂ.'lclll[y @1 Impairment Paralysis Disorders ©0) Disorder (91) 92) ©3)
Hearing (19)| Seeing (20) (40) (60) ®2)

501 Goal % 12.00 2.00
1101 # 15 10 0 5 0 0 0 0 0 0 0 0 0 0 0 0 0
1101 % 100.00 66.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11# 3 2 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-11 % 100.00 66.67 0.00 3333 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13# 2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 10 7 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 70.00 0.00 30.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0905 # 7 7 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0905 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12# 5 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
EM # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
EM % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0570 # 223 192 10 21 4 0 0 1 1 0 0 0 0 0 2 0 0
0570 % 100.00 86.10 4.48 9.42 1.79 0.00 0.00 0.45 0.45 0.00 0.00 0.00 0.00 0.00 0.90 0.00 0.00
CG-07 # 45 39 3 3 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 86.67 6.67 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 124 114 3 7 1 0 0 0 0 0 0 0 0 0 1 0 0
CG-09 % 100.00 91.94 242 5.65 0.81 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.81 0.00 0.00
CG-11# 6 4 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-11 % 100.00 66.67 16.67 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12# 36 25 2 9 3 0 0 1 1 0 0 0 0 0 1 0 0
CG-12 % 100.00 69.44 5.56 25.00 833 0.00 0.00 2.78 2.78 0.00 0.00 0.00 0.00 0.00 1.00 0.00 0.00
CG-13 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-14 # 9 7 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-14 % 100.00 77.78 11.11 11.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-15# 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-15% 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
2210 # 9 8 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
2210 % 100.00 88.89 0.00 11.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-07 # 3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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CG-09 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-09 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-11# 2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-11 % 100.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-12# 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-12 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13# 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
0110 # 15 12 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
0110 % 100.00 80.00 6.67 13.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-07 # 8 8 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-07 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-09 # 7 4 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-09 % 100.00 57.14 14.29 28.57 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B7P: New Hires For Mission-Critical Occupations by Disability [Permanent]
A I N . Epilepsy or
o [l 3, ooy e o) | 25| | e | S| B | e | st | | s
05) 03, 06-99) ST Difficulty | Difficulty Impairment | Paralysis ) ; 92)

1) Disability [») @) Hearing (19)| Seeing (20) @1) ) ©0) Dls(t;rzx;ers (90) Disorder (91) 93)
Job Series: 0110
Vacancy Announcements # 3
Voluntarily Identified Applicants # 5 0 0 5 3 0 0 0 1 0 0 0 0 0 2 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 60.00 0.00 0.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 40.00 0.00 0.00
Qualified External Applicants # 4 0 0 4 2 0 0 0 1 0 0 0 0 0 1 0 0
Qualified External Applicants % 100.00 0.00 0.00 100.00 50.00 0.00 0.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 25.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 0501
Vacancy Announcements # 5
Voluntarily Identified Applicants # 29 0 0 29 9 0 0 1 1 0 4 0 1 0 4 0 1
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 31.03 0.00 0.00 3.45 3.45 0.00 13.79 0.00 3.45 0.00 13.79 0.00 3.45
Qualified External Applicants # 10 0 0 10 3 0 0 1 1 0 2 0 0 0 0 0 1
Qualified External Applicants % 100.00 0.00 0.00 100.00 30.00 0.00 0.00 10.00 10.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 10.00
Referred Applicants # 2 0 0 2 1 0 0 1 0 0 1 0 0 0 0 0 1
Referred Applicants % 100.00 0.00 0.00 100.00 50.00 0.00 0.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 50.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 0570
Vacancy Announcements # 18
Voluntarily Identified Applicants # 34 0 1 33 9 3 1 1 2 0 0 1 0 0 2 0 0
Voluntarily Identified Applicants % 100.00 0.00 2.94 97.06 26.47 8.82 2.94 2.94 5.88 0.00 0.00 2.94 0.00 0.00 5.88 0.00 0.00
Qualified External Applicants # 13 0 0 13 5 1 1 1 0 0 0 1 0 0 1 0 0
Qualified External Applicants % 100.00 0.00 0.00 0.00 38.46 7.69 7.69 7.69 0.00 0.00 0.00 7.69 0.00 0.00 7.69 0.00 0.00
Referred Applicants # 3 0 0 3 2 0 1 0 0 0 0 0 0 0 1 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 66.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 33.33 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 0905

Vacancy Announcements # 50

Voluntarily Identified Applicants # 35 0 0 35 22 0 7 4 2 1 2 2 0 0 6 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 62.86 0.00 20.00 11.43 5.71 2.86 571 571 0.00 0.00 17.14 0.00 0.00
Qualified External Applicants # 13 0 0 13 7 0 2 1 1 0 2 2 0 0 1 0 0
Qualified External Applicants % 100.00 0.00 0.00 100.00 53.85 0.00 15.38 7.69 7.69 0.00 15.38 15.38 0.00 0.00 7.69 0.00 0.00
Referred Applicants # 12 0 0 12 6 0 1 1 1 0 2 2 0 0 1 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 50.00 0.00 8.33 8.33 833 0.00 16.67 16.67 0.00 0.00 8.33 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 1101

Vacancy Announcements # 13

Voluntarily Identified Applicants # 22 0 0 22 9 0 3 0 0 0 1 0 1 0 5 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 40.91 0.00 13.64 0.00 0.00 0.00 455 0.00 455 0.00 22.73 0.00 0.00
Qualified External Applicants # 14 0 0 14 7 0 3 0 0 0 1 0 1 0 3 0 0
Qualified External Applicants % 100.00 0.00 0.00 0.00 50.00 0.00 21.43 0.00 0.00 0.00 7.14 0.00 7.14 0.00 21.43 0.00 0.00
Referred Applicants # 5 0 0 5 2 0 1 0 0 0 0 0 0 0 1 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 40.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 20.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 2210

Vacancy Announcements # 22

Voluntarily Identified Applicants # 57 0 0 57 34 4 5 0 0 0 2 1 0 0 25 0 2
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 59.65 7.02 8.77 0.00 0.00 0.00 3.51 1.75 0.00 0.00 43.86 0.00 3.51
Qualified External Applicants # 49 0 0 49 28 4 3 0 0 0 1 0 0 0 22 0 2
Qualified External Applicants % 100.00 0.00 0.00 100.00 57.14 8.16 6.12 0.00 0.00 0.00 2.04 0.00 0.00 0.00 44.90 0.00 4.08
Referred Applicants # 3 0 0 3 2 0 0 0 0 0 0 0 0 0 2 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 66.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 66.67 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 0000

Vacancy Announcements # 0

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

]
FDIC/FY 2023 137



Worksheet B7T: New Hires for Mission-Critical Occupations by Disability [Temporary]
e R N - Epilepsy or
o [l 35, v oo | 22 | | S| £t | R | s | | s
05) 03, 06-99) ST Difficulty | Difficulty Impairment |  Paralysis ’ > 92)

) Disability ) €) Hearing (19)| Seeing (20) (&) )y ) Dls(nsr;;crs ©0)  [Disorder 91) ©3)
Job Series: 0110
Vacancy Announcements # 0
Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 0501
Vacancy Announcements # 0
Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 0570
Vacancy Announcements # 14
Voluntarily Identified Applicants # 54 0 0 54 31 5 4 1 3 1 0 0 1 2 18 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 57.41 9.26 7.41 1.85 5.56 1.85 0.00 0.00 1.85 3.70 33.33 0.00 0.00
Qualified External Applicants # 18 0 0 18 9 2 1 0 1 1 0 0 0 0 6 0 0
Qualified External Applicants % 100.00 0.00 0.00 0.00 50.00 11.11 5.56 0.00 5.56 5.56 0.00 0.00 0.00 0.00 33.33 0.00 0.00
Referred Applicants # 11 0 0 11 6 2 1 0 0 1 0 0 0 0 4 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 54.55 18.18 9.09 0.00 0.00 9.09 0.00 0.00 0.00 0.00 36.36 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 4 0 0 4 1 0 1 0 0 0 0 0 0 0 1 0 0
External Selections % 100.00 0.00 0.00 100.00 25.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 25.00 0.00 0.00
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Job Series: 0905

Vacancy Announcements # 3

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 1101

Vacancy Announcements # 3

Voluntarily Identified Applicants # 3 0 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 3 0 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Job Series: 2210

Vacancy Announcements # 3

Voluntarily Identified Applicants # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Job Series: 0000

Vacancy Announcements # 0

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B8: New Hires For Type Of Appointment by Disability
Persons ) Deafor Blind or . Significant [ Partial or . - -
Total New Hires roal | N0 D(i;::)ility . de:‘;:i o D:]s;::(i)lﬁiz ;;)zl T:rvgig“ed De;;ils?;?ﬁzm BTr;?: 111.1:::, DS.;;::::» ]S;;l'_l‘:‘:jt} Ely::'l::::t‘lges ln’:’:":i’ri:::'m i:;:f;:: Ofl?;:egzi‘;z:e D::;'::::‘:;:}) Pfy‘%:::ltc:::t Dwarfism (92) Dissl?;;l‘:::‘:l:rlt
on Disability @ ® Hearing (19)| Sceing (20) 6D ) (©0) Disorders (82) Disorder (91) 3
Permanent # 618 572 8 38 1 1 0 0 0 0 0 0 0 0 0 0 0
Permanent % 100.00 92.56 1.29 6.15 0.16 0.16 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Temporary # 224 203 3 18 3 1 0 2 0 0 0 0 0 0 0 0 0
Temporary % 100.00 90.63 134 8.04 1.34 0.45 0.00 0.89 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Schedule A (permanent) # 16 2 3 11 2 1 0 0 0 0 0 0 1 0 0 0 0
Schedule A (permanent) % 100.00 12.50 18.75 68.75 12.50 6.25 0.00 0.00 0.00 0.00 0.00 0.00 6.25 0.00 0.00 0.00 0.00
Total # 842 775 11 56 4 2 0 2 0 0 0 0 0 0 0 0 0
Total % 100.00 92.04 131 6.65 048 0.24 0.00 0.24 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet BIP: Internal Competitive Promotions For Mission-Critical Occupations by Disability [Permanent]

Type of Appointment

Total

No Disability
©5)

Not
Identified
1)

Disability (02-
03, 06-99)

Persons
With
Targeted
Disability

Developmenta
1Disability
@

Traumatic
Brain Injury

()]

Deafor
Serious
Difficulty
Hearing (19)

Blind or
Serious
Difficulty
Seeing (20)

Missing
Extremities
@¢n

Significant
Mobility
Impairment
(40)

Partial or

Complete

Paralysis
(60)

Epilepsy or
Other
Seizure
Disorders
(82)

Intellectual
Disability
%0)

Significant
Psychiatric
Disorder
on

Dwarfism
2)

Significant
Disfigurement
©3)

Job Series:

0110

Internal Applications # 3 0 0 3 2 0 1 0 1 0 0 0 0 0 0 0 1
Internal Applications % 100.00 0.00 0.00 100.00 66.67 0.00 33.33 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 33.33
Qualified Internal Applicants # 1 0 0 1 1 0 0 0 1 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 1 0 0 1 1 0 0 0 1 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 228 0.08 0.15 0.94 026 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 0501

Internal Applications # 131 0 0 131 68 3 10 11 3 0 7 2 5 0 34 3 6
Internal Applications % 100.00 0.00 0.00 100.00 51.91 229 7.63 8.40 229 0.00 5.34 1.53 3.82 0.00 25.95 229 4.58
Qualified Internal Applicants # 30 0 0 30 13 0 2 3 1 0 3 0 1 0 5 0 2
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 4333 0.00 6.67 10.00 333 0.00 10.00 0.00 333 0.00 16.67 0.00 6.67
Referred Applicants # 26 0 0 26 12 0 2 3 1 0 2 0 1 0 5 0 2
Referred Applicants % 100.00 0.00 0.00 100.00 46.15 0.00 7.69 11.54 3.85 0.00 7.69 0.00 3.85 0.00 19.23 0.00 7.69
Interviewed Applicants # 4 0 0 4 1 0 0 1 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 0.00 100.00 25.00 0.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 2 0 0 2 1 0 0 1 0 0 1 0 0 0 0 0 1
Internal Selections % 100.00 0.00 0.00 100.00 50.00 0.00 0.00 50.00 0.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 50.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 228 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
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Job Series: 0570 |
Internal Applications # 51 0 0 51 24 2 2 3 1 2 5 3 0 2 12 0 0
Internal Applications % 100.00 0.00 0.00 100.00 47.06 3.92 3.92 5.88 1.96 3.92 9.80 5.88 0.00 3.92 23.53 0.00 0.00
Qualified Internal Applicants # 24 0 0 24 12 1 1 1 0 2 2 2 0 1 6 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 50.00 4.17 4.17 4.17 0.00 8.33 8.33 8.33 0.00 4.17 25.00 0.00 0.00
Referred Applicants # 2 0 0 22 11 1 1 1 0 2 1 1 0 1 6 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 50.00 455 455 455 0.00 9.09 4.55 4.55 0.00 4.55 27.27 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 7 0 0 7 5 1 0 0 0 2 0 0 0 1 2 0 0
Internal Selections % 100.00 0.00 0.00 100.00 71.43 14.29 0.00 0.00 0.00 28.57 0.00 0.00 0.00 14.29 28.57 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 228 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 0905

Vacancy Announcements # 2

Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 228 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 1101

Internal Applications # 105 0 0 105 50 1 9 11 1 1 3 3 3 0 27 0 1
Internal Applications % 100.00 0.00 0.00 100.00 47.62 0.95 8.57 10.48 0.95 0.95 2.86 2.86 2.86 0.00 25.71 0.00 0.95
Qualified Internal Applicants # 2 0 0 2 10 0 0 8 0 0 0 0 0 0 2 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 23.81 0.00 0.00 19.05 0.00 0.00 0.00 0.00 0.00 0.00 476 0.00 0.00
Referred Applicants # 30 0 0 30 6 0 0 5 0 0 0 0 0 0 1 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 20.00 0.00 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00 333 0.00 0.00
Interviewed Applicants # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 7 0 0 7 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 228 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
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Job Series: 2210
Vacancy Announcements # 21

Internal Applications # 34 0 0 34 20 0 1 2 1 0 4 3 0 1 12 0 1
Internal Applications % 100.00 0.00 0.00 100.00 58.82 0.00 294 5.88 294 0.00 11.76 8.82 0.00 2.94 35.29 0.00 294
Qualified Internal Applicants # 16 0 0 16 11 0 1 1 1 0 1 0 0 1 8 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 68.75 0.00 6.25 6.25 625 0.00 6.25 0.00 0.00 6.25 50.00 0.00 0.00
Referred Applicants # 14 0 0 14 10 0 1 1 1 0 1 0 0 1 7 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 7143 0.00 7.14 7.14 7.14 0.00 7.14 0.00 0.00 7.14 50.00 0.00 0.00
Interviewed Applicants # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 2 0 0 2 2 0 1 0 0 0 0 0 0 0 1 0 0
Internal Selections % 100.00 0.00 0.00 100.00 100.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 50.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 228 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 0000

Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
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Worksheet BIT: Internal Competitive Promotions For Mission-Critical Occupations by Disability [Temporary]

) ) No Disabilite Not |y oo Persens wml Developmental| Traumatic [S)::IZZ: Sf‘;:'i or Missing 5['&';::;:“' Partial or Ep&?ﬁii ” Intellectual | Significant [ || Significant
Type of Appointment Total ©5) “| Identified 03, 0 6:99) T:‘arge.t?d Disability | Brain Injury| fculty | Difficulty Extremities lmpairm;nt Comp.lete Seizure Disability Ps.ychlatnc ) Disfiguremer
o1 Disability ) ) Hearing (19)] Sering 20) @n @) Paralysis (60) Dls(t;rzt‘;ers ©0) | Disorder (91 £(93)
Job Series: 0110
Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 0501
Vacancy Announcements # 1

i
OL
i
(=]
(=}
f=1
(=]
f=1
(=]
f=}
(=]
f=}
f=1
(=]

Internal Applications # 1

Internal Applications % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 1 0 0 1 1 0 0 0 0 0 0 0 1 0 0 0 0

Qualified Internal Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00
Referred Applicants # 1 0 0 1 1 0 0 0 0 0 0 0 1 0 0 0 0

Referred Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 0570

Internal Applications # 8 0 0 8 5 0 0 0 0 1 0 0 0 0 4 0 0

Internal Applications % 100.00 0.00 0.00 100.00 62.50 0.00 0.00 0.00 0.00 12.50 0.00 0.00 0.00 0.00 50.00 0.00 0.00
Qualified Internal Applicants # 8 0 0 8 5 0 0 0 0 1 0 0 0 0 4 0 0

Qualified Internal Applicants % 100.00 0.00 0.00 100.00 62.50 0.00 0.00 0.00 0.00 12.50 0.00 0.00 0.00 0.00 50.00 0.00 0.00
Referred Applicants # 8 0 0 8 5 0 0 0 0 1 0 0 0 0 4 0 0

Referred Applicants % 100.00 0.00 0.00 100.00 62.50 0.00 0.00 0.00 0.00 12.50 0.00 0.00 0.00 0.00 50.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Selections % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
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Job Series: 0905

Vacancy Announcements # 0

Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 1101

Internal Applications # 9 0 0 9 2 0 1 1 0 0 1 0 0 1 0 0 0

Internal Applications % 100.00 0.00 0.00 100.00 2222 0.00 11.11 11.11 0.00 0.00 11.11 0.00 0.00 11.11 0.00 0.00 0.00
Qualified Internal Applicants # 9 0 0 9 2 0 1 1 0 0 1 0 0 1 0 0 0

Qualified Internal Applicants % 100.00 0.00 0.00 100.00 2222 0.00 11.11 11.11 0.00 0.00 11.11 0.00 0.00 11.11 0.00 0.00 0.00
Referred Applicants # 9 0 0 9 2 0 1 1 0 0 1 0 0 1 0 0 0

Referred Applicants % 100.00 0.00 0.00 100.00 2222 0.00 11.11 11.11 0.00 0.00 11.11 0.00 0.00 11.11 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Selections % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Job Series: 2210

Internal Applications # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Applications % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
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Job Series: 0000

Internal Applications # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Applications % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified Internal Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified Internal Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
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Worksheet B11: Internal Competitive Promotions For Senior Grade Levels by Disabi-lity [Permanent]

) — Epilepsy or
trnal Compettve Promorionsor || omsw| | e et o | G| s 7| | vy | | 00| | S| v | S

(O)) ’ Disability @ [©) Hearing 19| Secing @) (&) oy | Paralysis (©0) Dis(()srzt;ers ©0) | Disorder (91) ©3)
GS-13 or Equivalent
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Vacancy Announcements # 236
Internal Applications # 452
Internal Applications % 100.00 0.00 0.44 99.56 46.90 221 5.75 442 1.33 0.44 531 3.98 3.10 0.88 26.55 1.33 2.65
Qualified Internal Applicants # 162 0 2 160 70 4 4 6 4 0 16 8 2 0 34 0 4
Qualified Internal Applicants % 100.00 0.00 1.23 98.77 43.21 247 2.47 3.70 247 0.00 9.88 4.94 1.23 0.00 20.99 0.00 2.47
Referred Applicants # 140 0 2 138 60 4 4 4 4 0 12 4 2 0 32 0 4
Referred Applicants % 100.00 0.00 1.43 98.57 42.86 2.86 2.86 2.86 2.86 0.00 8.57 2.86 1.43 0.00 22.86 0.00 2.86
Interviewed Applicants # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 12 0 0 12 8 0 2 4 0 0 2 0 0 0 2 0 2
Internal Selections % 100.00 0.00 0.00 100.00 66.67 0.00 16.67 33.33 0.00 0.00 16.67 0.00 0.00 0.00 16.67 0.00 16.67
GS-14 or Equivalent
Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Vacancy Announcements # 194
Internal Applications # 410 0 0 410 202 6 34 38 12 2 24 12 8 6 96 0 4
Internal Applications % 100.00 0.00 0.00 100.00 49.27 1.46 8.29 9.27 2.93 0.49 5.85 293 1.95 1.46 23.41 0.00 0.98
Qualified Internal Applicants # 144 0 0 144 66 0 6 14 2 2 8 2 4 2 36 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 45.83 0.00 4.17 9.72 1.39 1.39 5.56 1.39 2.78 1.39 25.00 0.00 0.00
Referred Applicants # 124 0 0 124 54 0 6 8 2 2 6 2 2 2 32 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 43.55 0.00 4.84 6.45 1.61 1.61 4.84 1.61 1.61 1.61 25.81 0.00 0.00
Interviewed Applicants # 6 0 0 6 2 0 0 0 0 0 0 0 0 0 2 0 0
Interviewed Applicants % 100.00 0.00 0.00 100.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 3333 0.00 0.00
Internal Selections # 18 0 0 18 4 0 0 0 0 2 0 0 0 0 2 0 0
Internal Selections % 100.00 0.00 0.00 100.00 22.22 0.00 0.00 0.00 0.00 11.11 0.00 0.00 0.00 0.00 11.11 0.00 0.00
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GS-15 or Equivalent

Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Vacancy Announcements # 170

Internal Applications # 110 0 0 110 58 3 9 9 1 1 5 2 5 2 33 0 1
Internal Applications % 100.00 0.00 0.00 100.00 52.73 2.73 8.18 8.18 0.91 0.91 4.55 1.82 4.55 1.82 30.00 0.00 091
Qualified Internal Applicants # 43 0 0 43 17 1 0 5 0 1 3 0 0 2 6 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 39.53 2.33 0.00 11.63 0.00 2.33 6.98 0.00 0.00 4.65 13.95 0.00 0.00
Referred Applicants # 35 0 0 35 16 1 0 5 0 1 3 0 0 2 5 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 45.71 2.86 0.00 14.29 0.00 2.86 8.57 0.00 0.00 5.71 14.29 0.00 0.00
Interviewed Applicants # 5 0 0 5 1 0 0 1 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 100.00 0.00 0.00 100.00 20.00 0.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 3 0 0 3 1 0 0 0 0 0 0 0 0 1 0 0 0
Internal Selections % 100.00 0.00 0.00 100.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 33.33 0.00 0.00 0.00

SES or Equivalent

Relevant Applicant Pool %

Vacancy Announcements #

Internal Applications #

Internal Applications %

Qualified Internal Applicants # 1 0 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00
Referred Applicants # 1 0 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B12: Career Development For Senior Grade Levels by Disability

Career Development for Senior Grade Levels

Total

No Disability
©05)

Not
Identified
(Y]

Disability (02}
03, 06-99)

Persons With|
Targeted
Disability

Developmental
Disability
@

Traumatic
Brain Injury

@)

Deaf or
Serious
Difficulty
Hearing (19)

Blind or
Serious
Difficulty
Seeing (20)

Missing
Extremities

(&)

Significant
Mobility
Impairment
(40

Partial or

Complete

Paralysis
(60)

Epilepsy or
Other
Seizure
Disorders
82)

Intellectual
Disability
90)

Significant
Psychiatric
Disorder (91)

Dwarfism
2)

Significant
Disfigurement
93)

Career Development Programs for GS-13 or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Career Development Programs for GS-14 or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Career Development Programs for GS-15 or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Career Development Programs for SES or Equivalent

Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B13: Employee Recognition And Awards by Disability
. Not . Persons With | D Traumatic | D¢afor Blind or [\ ing [ Significant | - Partial or Fpil)iﬁz: i Significant Significant
Awards Total | NOPISDHY ] pyifiea | PSP O etea Disability | Brain Injury| ~Scrous [ Serious Extremities | oDty | Complete Seizure Disability | Psyehiatric | P ™ | Dicfigurement
(05) o 03,0699 | ity @ P Difficulty | Difficulty o Impairment [ Paralysis [ pio o) phorderon| % ©3)
Hearing (19)[ Seeing (20) (40) (60) 82)

Time Off-Awards
Total Time-Off Awards: 1 - 10 hours # 56 47 2 7 1 0 0 1 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 1 - 10 hours % 100.00 83.93 3.57 12.50 1.79 0.00 0.00 1.79 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 380 312 16 52 8 0 0 8 0 0 0 0 0 0 0 0 0
Average Hours 6.7857143| 6.6382979 8 7.4285714 8 0 0 8 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 11 - 20 hours # 9 8 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 11 - 20 hours % 100.00 88.89 11.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 142 126 16 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 15.777778 15.75 16 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 21 - 30 hours # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 21 - 30 hours % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 48 48 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 24 24 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 31 - 40 hours # 13 9 1 3 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards: 31 - 40 hours % 100.00 69.23 7.69 23.08 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 497 345 32 120 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 38.230769| 38.333333 32 40 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards:41 or more hours # 0.00 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Time-Off Awards:41 or more hours % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Hours 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards
Cash Awards: $500 and Under # 6128 5290 193 645 134 1 12 54 14 2 7 5 9 8 20 0 2
Cash Awards: $500 and Under % 100.00 86.33 3.15 10.53 2.19 0.02 0.20 0.88 0.23 0.03 0.11 0.08 0.15 0.13 0.33 0.00 0.03
Total Amount 2133975 | 1848250 62775 222950 45950 300 2975 19800 4800 800 2950 2300 3350 3000 5175 0 500
Average Amount 348.23352| 349.38563| 325.25907| 345.65891| 342.91045 300 247.91667| 366.66667| 342.85714 400 421.42857 460 37222222 375 258.75 0 250
Cash Awards: $501 - $999 # 362 301 8 53 13 0 3 5 0 0 0 0 0 1 4 0 0
Cash Awards: $501 - $999 % 100.00 83.15 221 14.64 3.59 0.00 0.83 1.38 0.00 0.00 0.00 0.00 0.00 0.28 1.10 0.00 0.00
Total Amount 280214 232221 6362 41631 10719 0 2612 4062 0 0 0 0 0 975 3070 0 0
Average Amount 774.07182 771.49834 795.25 785.49057 | 824.53846, 0 870.66667 812.4 0 0 0 0 0 975 767.5 0 0
Cash Awards: $1000 - $1999 # 1589 1331 48 210 37 0 3 17 8 0 0 0 4 0 4 0 1
Cash Awards: $1000 - $1999 % 100.00 83.76 3.02 13.22 2.33 0.00 0.19 1.07 0.50 0.00 0.00 0.00 0.25 0.00 0.25 0.00 0.06
Total Amount 1992348 1667727 59285 265336 47650 0 3500 22400 10450 0 0 0 5800 0 4000 0 1500
Average Amount 1253.8376| 1252.988 | 1235.1042| 1263.5048 | 1287.8378 0 1166.6667| 1317.6471| 1306.25 0 0 0 1450 0 1000 0 1500
Cash Awards: $2000 - $2999 # 382 335 10 37 5 0 0 1 2 0 0 0 0 0 2 0 0
Cash Awards: $2000 - $2999 % 100.00 87.70 2.62 9.69 1.31 0.00 0.00 0.26 0.52 0.00 0.00 0.00 0.00 0.00 0.52 0.00 0.00
Total Amount 830700 729800 21500 79400 10700 0 0 2000 4200 0 0 0 0 0 4500 0 0
Average Amount 2174.6073| 2178.5075 2150 2145.9459 2140 0 0 2000 2100 0 0 0 0 0 2250 0 0
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Cash Awards: $3000 - $3999 # 72 60 1 11 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $3000 - $3999 % 100.00 83.33 1.39 1528 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 227950 189950 3000 35000 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 3165.9722| 3165.8333 3000 3181.8182 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $4000 - $4999 # 20 20 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $4000 - $4999 % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 82000 82000 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 4100 4100 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $5000 or more # 25 23 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Cash Awards: $5000 or more % 100.00 92.00 0.00 8.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Amount 125000 115000 0 10000 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Amount 5000 5000 0 5000 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Awards

Quality Step Increases (QSI) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Quality Step Increases (QSI) % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Benefit 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Average Benefit 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Performance Based Pay Increase # 7939 6782 258 899 192 2 14 75 27 3 7 7 13 3 38 0 3
Performance Based Pay Increase % 100.00 85.43 325 11.32 242 0.03 0.18 0.94 0.34 0.04 0.09 0.09 0.16 0.04 0.48 0.00 0.04
Total Benefit 57897028 | 49490478 [ 2006175 6400375 1415439 4202 142955 599524 195377 12231 79465 47125 67084 15329 195508 0 56639
Average Benefit 7292.7356| 7297.3279( 7775.8721| 7119.4383| 7372.0781 2101 10211.071| 7993.6533| 7236.1852 4077 11352.143| 6732.1429] 5160.3077| 5109.6667| 5144.9474 0 18879.6667
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Worksheet B15: New Hires For Senior Grade Levels by Disability [Permanent]
_ Not o Persons With| Developmenta| Traumatic | D¢ Blind ‘or |\, ing [ Significant | Partialor Ep(i;i:?; - Intellectual | Significant Significant
New Hires for Senior Grade Levels Totar | VDI | g ntifiea | DISAPUIY Q2 ted I Disability | Brain Injury| _crious [ Serious Extremities | VOPHitY | Complete Seizure Disability | Psychiatric | DM | fgurement
9 o1 03,06-99) | 1y cability @ 3) Difficulty | Difficulty a1 Impairment | Paralysis |y 0 jor ©0) pisorderon| 2 ©3)
) Hearing (19)| Seeing (20) (0) (60) )

Total Senior Grades # 3935 3320 104 511 82 0 5 39 10 1 3 4 7 2 9 0 2
Total Senior Grades % 100.00 84.37 2.64 12.99 2.08 0.00 0.13 0.99 0.25 0.03 0.08 0.10 0.18 0.05 0.23 0.00 0.05
501 Goal % 12.00 2.00
GS-13 or Equivalent
Vacancy Announcements # 29
Voluntarily Identified Applicants # 134 0 0 134 64 4 6 2 4 0 10 2 6 0 36 0 2
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 47.76 2.99 4.48 1.49 299 0.00 7.46 1.49 4.48 0.00 26.87 0.00 1.49
Qualified External Applicants # 78 0 0 78 40 4 2 2 4 0 4 0 4 0 22 0 2
Qualified External Applicants % 100.00 0.00 0.00 100.00 51.28 5.13 2.56 2.56 5.13 0.00 5.13 0.00 5.13 0.00 28.21 0.00 2.56
Referred Applicants # 20 0 0 20 12 0 0 2 2 0 2 0 2 0 6 0 2
Referred Applicants % 100.00 0.00 0.00 100.00 60.00 0.00 0.00 10.00 10.00 0.00 10.00 0.00 10.00 0.00 30.00 0.00 10.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 2 0 0 2 2 0 0 0 0 0 0 0 2 0 0 0 0
External Selections % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00

GS-14 or Equivalent

Voluntarily Identified Applicants # 108 0 0 108 56 2 16 6 4 2 4 2 2 0 22 0 2
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 51.85 1.85 14.81 5.56 3.70 1.85 3.70 1.85 1.85 0.00 20.37 0.00 1.85
Qualified External Applicants # 64 0 0 64 32 2 8 2 2 0 4 2 2 0 14 0 2
Qualified External Applicants % 100.00 0.00 0.00 100.00 50.00 3.13 12.50 3.13 3.13 0.00 6.25 3.13 3.13 0.00 21.88 0.00 3.13
Referred Applicants # 18 0 0 18 10 0 4 2 0 0 2 2 0 0 2 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 55.56 0.00 2222 11.11 0.00 0.00 11.11 11.11 0.00 0.00 11.11 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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GS-15 or Equivalent
Vacancy Announcements # 46

Voluntarily Identified Applicants # 41 0 0 41 25 4 5 1 1 0 2 1 0 0 15 0 1
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 60.98 9.76 12.20 244 244 0.00 4.88 244 0.00 0.00 36.59 0.00 244
Qualified External Applicants # 28 0 0 28 18 2 4 0 0 0 2 1 0 0 12 0 1
Qualified External Applicants % 100.00 0.00 0.00 100.00 64.29 7.14 14.29 0.00 0.00 0.00 7.14 3.57 0.00 0.00 42.86 0.00 3.57
Referred Applicants # 7 0 0 7 4 0 1 0 0 0 1 1 0 0 2 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 57.14 0.00 14.29 0.00 0.00 0.00 14.29 14.29 0.00 0.00 28.57 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
SES or Equivalent

Vacancy Announcements # 3

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B16: Separations by Disability
Epilepsy or
. Persons - " Deaf or Blind or Missi Significant Partial or Other Intellectual Sionificant Sionificant
Type of Separation Total No Disability| ot —— With Developmental| Traumatic Serious Serious issing Mobility Complete Seiz ntellectua ignifican Significan
P p ! o (05) Identified D‘;gh“::.‘");‘;z' Targeted Disability | Brain Injury|  pifficulty Difficulty | Extremities | yppairment|  Paralysis Dise:):l::rs Disability l.’sychiatric DW“:;‘;;" Disfigurement

(LY > 0 Disability &) 3 Hearing (19)| Seeing (20) @Gy (40) (60) 2) 90) Disorder (91)) ®3)
Total Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 15 10 2 3 1 0 0 0 0 0 0 0 0 0 1 0 0
Removal % 100.00 66.67 13.33 20.00 6.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 6.67 0.00 0.00
Resignation # 261 233 14 14 4 0 0 0 1 1 1 0 0 0 1 0 0
Resignation % 100.00 89.27 5.36 536 1.53 0.00 0.00 0.00 0.38 0.38 0.38 0.00 0.00 0.00 0.38 0.00 0.00
Retirement # 169 138 3 28 7 0 1 4 2 0 0 0 0 0 0 0 0
Retirement % 100.00 81.66 1.78 16.57 4.14 0.00 0.59 237 1.18 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 89 72 2 15 2 0 1 0 0 0 0 0 1 0 0 0 0
Other Separations % 100.00 80.90 225 16.85 225 0.00 1.12 0.00 0.00 0.00 0.00 0.00 1.12 0.00 0.00 0.00 0.00
Total Separations # 534 453 21 60 14 0 2 4 3 1 1 0 1 0 2 0 0
Total Separations % 100.00 84.83 393 11.24 2.62 0.00 0.37 0.75 0.56 0.19 0.19 0.00 0.19 0.00 0.37 0.00 0.00
Permanent Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 14 9 2 3 1 0 0 0 0 0 0 0 0 0 1 0 0
Removal % 100.00 64.29 14.29 21.43 7.14 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 7.14 0.00 0.00
Resignation # 187 165 10 12 4 0 0 0 1 1 1 0 0 0 1 0 0
Resignation % 100.00 88.24 535 6.42 2.14 0.00 0.00 0.00 0.53 0.53 0.53 0.00 0.00 0.00 0.53 0.00 0.00
Retirement # 168 137 3 28 7 0 1 4 2 0 0 0 0 0 0 0 0
Retirement % 100.00 81.55 1.79 16.67 4.17 0.00 0.60 238 1.19 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 49 41 1 7 0 0 0 0 0 0 0 0 0 0 0 0 0
Other Separations % 100.00 83.67 2.04 14.29 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total Separations # 418 352 16 50 12 0 1 4 3 1 1 0 0 0 2 0 0
Total Separations % 100.00 84.21 3.83 11.96 2.87 0.00 0.24 0.96 0.72 0.24 0.24 0.00 0.00 0.00 0.48 0.00 0.00
Temporary Workforce
Reduction in Force # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Reduction in Force % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Removal # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
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Removal % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Resignation # 74 68 4 2 0 0 0 0 0 0 0 0 0 0 0 0 0
Resignation % 100.00 91.89 541 2.70 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Retirement # 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Retirement % 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Separations # 40 31 1 8 2 0 1 0 0 0 0 0 1 0 0 0 0
Other Separations % 100.00 77.50 2.50 20.00 5.00 0.00 2.50 0.00 0.00 0.00 0.00 0.00 2.50 0.00 0.00 0.00 0.00
Total Separations # 116 101 5 10 2 0 1 0 0 0 0 0 1 0 0 0 0
Total Separations % 100.00 87.07 431 8.62 1.72 0.00 0.86 0.00 0.00 0.00 0.00 0.00 0.86 0.00 0.00 0.00 0.00
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Worksheet B17: Grade Levels For Management Positions by Disability [Permanent]
. - . Epilepsy or
Grade Levels for Management | | xovisaiiy| % | vy anf v | Pl trawmatie | L i | v | O | | Ot | | S| g | st
Positions (05) o1) 03, 06-99) T:arge.t.ed ® ) Dlﬁ.'lculty lef.iculty a1 Impairment Paralysis Disorders ©0) Disorder (91) 92) ©3)
Disability Hearing (19)| Seeing (20) (40) (60) @

Executives
SES # 139 122 5 12 3 0 0 2 0 0 0 0 0 0 1 0 0
SES % 100.00 | 87.77 3.60 8.63 2.16 0.00 0.00 1.4 0.00 0.00 0.00 0.00 0.00 0.00 0.72 0.00 0.00
EM # 136 119 5 12 3 0 0 2 0 0 0 0 0 0 1 0 0
EM % 100.00 | 87.50 3.68 8.82 221 0.00 0.00 147 0.00 0.00 0.00 0.00 0.00 0.00 0.74 0.00 0.00
EX # 3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
EX % 100.00 | 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
IG # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
IG % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers
CM # 731 616 15 100 14 0 2 6 3 0 1 0 1 0 1 0 0
CM % 100.00 | 8427 2.05 13.68 1.92 0.00 027 0.82 041 0.00 0.14 0.00 0.14 0.00 0.14 0.00 0.00
CM-01 # 548 455 9 84 12 0 1 6 3 0 1 0 1 0 0 0 0
CM-01 % 100.00 | 83.03 1.64 1533 2.19 0.00 0.18 1.09 0.55 0.00 0.18 0.00 0.18 0.00 0.00 0.00 0.00
CM-02 # 183 161 6 16 2 0 1 0 0 0 0 0 0 0 1 0 0
CM-02 % 100.00 | 87.98 328 8.74 1.09 0.00 0.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.55 0.00 0.00
Supervisors
CG # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG % 100.00 | 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CG-13 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
CG-13 % 100.00 | 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B18: New Hires For Management Positions by Disability [Permanent]

New Hires for Management Positions

Total

No Disability
©5)

Not
Identified
(Y]

Disability (02-
03, 06-99)

Persons With
Targeted
Disability

Developmental
Disability
@

Traumatic
Brain Injury|
(&)

Deaf or
Serious
Difficulty
Hearing (19)

Blind or
Serious
Difficulty
Seeing (20)

Missing
Extremities

(&)

Significant
Mobility
Impairment
(40)

Partial or

Complete

Paralysis
(60)

Epilepsy or
Other
Seizure
Disorders
®2)

Intellectual
Disability
0

Significant
Psychiatric
Disorder (91))

Dwarfism
©2)

Significant
Disfigurement]
©3)

Executives

Voluntarily Identified Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers

Voluntarily Identified Applicants # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
External Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
External Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Supervisors

Voluntarily Identified Applicants # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Voluntarily Identified Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified External Applicants # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Qualified External Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Referred Applicants # 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B19: Internal Competitive Promotions For Management Positions by Disability [Permanent]

Occupational Categories

Total

No
Disability
©05)

Not
Identified
o1

Disability
(02-03, 06-
99

Persons
With
Targeted
Disability

Developmental
Disability
@

Traumatic
Brain Injuryj

(&)

Deaf or
Serious
Difficulty
Hearing (19)

Blind or
Serious
Difficulty
Seeing (20)

Missing
Extremities
@1

Significant
Mobility
Impairment
@0

Partial or

Complete

Paralysis
(60)

Epilepsy or
Other
Seizure
Disorders
®2)

Intellectual
Disability
0)

Significant
Psychiatric
Disorder
on

Dwarfism
2

Significant
Disfigurement]
93)

Executives

Vacancy Announcements # 19

Relevant Applicant Pool % 100.00 83.68 279 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Internal Applications # 8 0 0 8 7 1 0 1 0 0 1 0 0 0 5 0 0
Internal Applications % 100.00 0.00 0.00 100.00 87.50 12.50 0.00 12.50 0.00 0.00 12.50 0.00 0.00 0.00 62.50 0.00 0.00
Qualified Internal Applicants # 1 0 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00
Referred Applicants # 1 0 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 100.00 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers

Vacancy Announcements # 68

Relevant Applicant Pool % 100.00 83.68 2.79 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Internal Applications # 18 0 0 18 10 0 0 1 0 0 2 0 0 0 8 0 0
Internal Applications % 100.00 0.00 0.00 100.00 55.56 0.00 0.00 5.56 0.00 0.00 11.11 0.00 0.00 0.00 44.44 0.00 0.00
Qualified Internal Applicants # 9 0 0 9 5 0 0 1 0 0 2 0 0 0 3 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 55.56 0.00 0.00 11.11 0.00 0.00 2222 0.00 0.00 0.00 33.33 0.00 0.00
Referred Applicants # 7 0 0 7 4 0 0 1 0 0 2 0 0 0 2 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 57.14 0.00 0.00 14.29 0.00 0.00 28.57 0.00 0.00 0.00 28.57 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Internal Selections # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Internal Selections % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Supervisors

Relevant Applicant Pool % 100.00 83.68 279 13.53 2.28 0.08 0.15 0.94 0.26 0.02 0.08 0.08 0.19 0.05 0.39 0.00 0.05
Internal Applications # 52 0 0 52 24 2 4 2 0 1 2 0 2 2 13 0 0
Internal Applications % 100.00 0.00 0.00 100.00 46.15 3.85 7.69 3.85 0.00 1.92 3.85 0.00 3.85 3.85 25.00 0.00 0.00
Qualified Internal Applicants # 19 0 0 19 7 1 0 0 0 1 1 0 0 2 2 0 0
Qualified Internal Applicants % 100.00 0.00 0.00 100.00 36.84 5.26 0.00 0.00 0.00 5.26 5.26 0.00 0.00 10.53 10.53 0.00 0.00
Referred Applicants # 15 0 0 15 7 1 0 0 0 1 1 0 0 2 2 0 0
Referred Applicants % 100.00 0.00 0.00 100.00 46.67 6.67 0.00 0.00 0.00 6.67 6.67 0.00 0.00 13.33 13.33 0.00 0.00
Interviewed Applicants # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Interviewed Applicants % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Worksheet B20: Career Development For Management Positions by Disability [Permanent]

" . Deaf or Blind or L. Significant Partial or Epilepsy or . .
Carcer Development for M er ot | NP g | Dt 0 iy | o o S| Sows | | Moy | Compite | GG | G | peic | P | bt

" (01) . Disability @2 (©)) Hearing (1}9) Seeing (2‘0) @n p(40) (6{;) i Dis(osl;:ers (90) Disorder (91) 93)
Executives
Slots for Career Development Program # 0
Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Managers
Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Supervisors
Eligible for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Eligible for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Applicants for Career Development Program # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Applicants for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selections for Career Development Program # 0 0 0 0 ] 0 0 0 0 0 0 0 0 0 0 0 0
Selections for Career Development Program % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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From: Chairman Gruenberg"s Office

To: FDIC EMPLOYEES CORPORATE
Subject: Equal Employment Opportunity (EEO) Policy Statement
Date: Friday, June 2, 2023 9:15:44 AM

NONPUBLIC//FDIC INTERNAL ONLY

In the 2022 FDIC Annual Report, | stated that diversity, equity, inclusion, and accessibility (DEIA)
are fundamental aspects of the FDIC’s work and recognized the role DEIA plays in the FDIC’s
ability to fulfill its mission. Consistent with that message, | am pleased to reaffirm the FDIC’s
commitment to equal employment opportunity and non-discrimination in the workplace and
to fostering DEIA to the benefit of us all.

Discriminatory behavior is strictly prohibited at the FDIC and will not be tolerated.
Antidiscrimination laws and related FDIC policies prohibit discrimination against any employee,
applicant for employment, former employee, or contractor based on race, religion, color, sex
(including pregnancy, gender identity/transgender status, and sexual orientation), national
origin, age, genetic information, disability, status as a parent, and prior protected EEO activity
(reprisal/retaliation). These laws and policies apply to all of our personnel/employment
programs, management practices, decisions, business activities, and personnel operations
including, but not limited to, recruitment and hiring, merit promotion, transfer, reassignments,
performance appraisals, training and career development, benefits, separation, and retention
efforts. The FDIC is committed to effective implementation of these laws, policies, and
practices to ensure employees have the freedom to compete for opportunities equally on a fair
and level playing field.

Workplace harassment or reprisal (retaliation) against anyone who engages in protected EEO
activity, such as reporting discrimination or harassment or participating in the EEO process, as
well as whistleblowing or the exercise of any appeal or grievance right provided by law, is strictly
prohibited and will not be tolerated. Managers and supervisors are expected to address
discrimination and harassment allegations promptly and appropriately. The FDIC will correct
any harassing conduct before it becomes severe or pervasive, continue to support the right of
employees to exercise their rights under the civil rights statutes, and take prompt action when a
FDIC employee, agent of the FDIC, or non-employee is found to have engaged in discrimination,
retaliation, or harassment (including sexual harassment). For more information about the
FDIC’'s EEO and Anti-Harassment programs, including information on freedom from reprisal for
those who engage in protected activity, please take the time to read Circular 2710.1 and Circular
2710.03. Bargaining unit employees may wish to review the grievance procedures included in
the EDIC-NTEU Collective Bargaining Agreement related to equal employment opportunity.

The FDIC will continue to take proactive measures to support a diverse and inclusive
workplace. We are committed to ensuring that all employees feel respected, valued, and
supported because we know that our differences are what make us strong, allow us to connect
with the communities we serve, and keep the Agency moving forward.

Martin J. Gruenberg
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FDIC DIRECTIVE 2710.03

Anti-Harassment Program

Approval Authority: Nikita Pearson, Director
Originating Division/Office: Office of Minority and Women Inclusion
Approval Date: 03/29/2021 Pedestrian Change Date: 06/13/2021

The Anti-Harassment Program is implemented in accordance with the legal requirements of the
applicable laws, regulations, and guidance provided by the Equal Employment Opportunity
Commission (EEOC).

PURPOSE

This revised Directive establishes the policies regarding anti-harassment in the workplace or at
FDIC-sanctioned activities and events, including those outside of the workplace. This Directive
supports the FDIC’s commitment to maintaining a workplace free from harassment.

SCOPE

This Directive applies to all FDIC Divisions/Offices.

AUTHORITIES

e See Appendix A - Authorities.

FORMS

None.

SUMMARY OF CHANGES

This Directive supersedes FDIC 2710.3, Anti-Harassment Program, dated December 8, 2015.
REVISION, dated March 29, 2021

This Directive had been revised to:

¢ Include terminology related to sexual harassment in the examples provided in the
definition of harassment;
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e Include Labor and Employee Relations Section (LERS) HR Specialists as points of
contact to report harassment;

e Correct contact information for the Anti-Harassment Program Coordinator;

e Clearly identify the Anti-Harassment Program Coordinator roles and responsibilities;

¢ Include Legal Division responsibilities;

e Provide for notification to the person reporting the harassment and alleged harasser that
the investigation has been completed;

e Take preventive/corrective action, as appropriate, no later than 60 days of receiving
notice of a report of harassment;

¢ |nitiate an investigation within ten calendar days of receiving the report of harassment;
and

e Upon approval, renumber this Directive to 2710.03.

PEDESTRIAN CHANGE, dated June 13, 2021
This Directive had been revised to:

e Update “gender” to “sex” in the Policy Section; and
e Update “prompt” to “immediate” in Policy Section B.3.
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BACKGROUND

The FDIC is committed to providing its employees with a workplace that is free of harassment.
The Office of Minority and Women Inclusion (OMWI) Director has the delegated responsibility
for the FDIC diversity and inclusion, civil rights, and minority and women outreach programs.
These programs ensure the FDIC workplace is inclusive, free from unlawful discrimination and
harassment, and provides equal opportunity and access to all employment and business
activities.

The goal of this Directive is to provide employees with an internal process to report harassment.
Employees need not assert that the harassment rises to a level prohibited by Title VIl of the Civil
Rights Act or other civil rights statutes, or that the harassment is based on membership in a
protected class. This Directive provides examples of conduct that could constitute harassment
prohibited by this Directive, and explains the rights and responsibilities of all employees and the
FDIC’s system of accountability for violations of this Directive.
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POLICY
A. General Policy

It is the policy of the FDIC to maintain a workplace free from all forms of harassment,
including but not limited to harassment based on race, color, religion, sex (including sexual
or nonsexual, pregnancy, gender identity, or sexual orientation), national origin, disability
(physical and mental), age (40 years or older), genetic information (information about an
individual’s genetic tests, or the manifestation of a disease or disorder in the individual's
family members), status as a parent, and retaliation (for participating in the EEO complaint
process or opposing discriminatory practices). The FDIC will not tolerate harassment by or
against any applicant, employee, or contractor. Similarly, the FDIC will not tolerate
retaliation against any applicant, employee, or contractor for opposing harassment, reporting
harassment, or participating or assisting in any inquiry, investigation, lawsuit, or other
proceeding concerning harassment. The FDIC expects anyone who witnesses or is the
alleged victim of harassment to report it immediately, consistent with the Reporting Process
provided.

Harassment is any verbal or non-verbal conduct that is unwelcome to the individual and
objectively offensive. For workplace harassment to be illegal, it must be either severe or
pervasive, and based on a characteristic protected by a law enforced by the EEOC (e.g.,
Title VII of the Civil Rights Act). However, conduct need not rise to the level of illegal
harassment to be prohibited by this Directive. For purposes of this Directive, this conduct
will be referred to as “harassment.”

The following are some examples of harassment prohibited by this Directive:

e Offensive jokes, comments, objects, or pictures.

e Unwelcome questions about a person’s identity (e.g., disability status, gender identity,
sexual orientation, national origin, religion).

e Undue and unwelcome attention.

e Ridicule or mockery.

¢ Displaying offensive objects or pictures.

e Insults or put-downs.

¢ Unwelcome touching or contact.

e Unwelcome sexual advances.

¢ Requests for sexual favors.

e Other verbal or physical harassment of a sexual nature.

e Slurs, epithets, or name-calling.

e Threats or other forms of intimidation.

e Physical or sexual assault.
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e Engaging in bullying, intimidating, or threatening behavior.

To maintain a workplace free from harassment, FDIC management will take appropriate
actions to address allegations of harassment made against non-employees such as staff at
examination sites, contract workers, security guards, and delivery or maintenance staff.

Any FDIC employee who engages in conduct prohibited by this Directive is subject to
disciplinary action, up to and including removal from Federal service.

In most cases, harassment does not include ordinary supervisory actions, such as telling an
employee that they are not performing a job adequately. Generally, allegations concerning
performance issues, impolite behavior, or personality conflicts will not fall under this
Directive. Also, occasional and innocuous compliments generally will not constitute
harassment, but rather reflect the reality of human experience and common courtesy.

This Directive is not intended to stand in isolation of other policies and tools available to
remedy workplace disputes. FDIC employees involved in a workplace dispute may raise
such issues through alternative means, such as the Internal Ombudsman’s Office, FDIC’s
Alternative Dispute Resolution program, or the negotiated or administrative grievance
procedures.

B. Reporting Process
1. Reporting Alleged Harassment

a. Individuals who observe, experience, or otherwise learn about harassment covered
under this Directive are expected to promptly report the conduct to any of the
following:

1) The alleged victim’s immediate supervisor;

2) The supervisor of the person responsible for the alleged conduct;
3) Any management official with supervisory responsibility;

4) Anti-Harassment Program Coordinator (AHPC);

5) LERS Assistant Director; or

6) Any LERS Specialist.

When allegations of harassment are received, notify AHPC immediately.
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b. To fulfill the objectives of this Directive, an individual who has alleged harassment in
connection with an EEO complaint, a negotiated or administrative grievance, a
complaint filed with the Office of Special Counsel, or an appeal filed with the Merit
Systems Protection Board, will be deemed to have reported alleged harassment
under this Directive.

If employees raise allegations of harassment to the Internal Ombudsman’s Office
(100), they will be provided with a safe place to explore their concerns, advised to
review this Directive, and referred to the AHPC, as appropriate. However, because
of the unique role of the 100, raising allegations of harassment with the IOO does
not constitute notice to the FDIC under this policy.

2. Processing/Investigation of Allegations
a. When the AHPC receives a report of harassment, the AHPC.:

1) Contacts the individual making the report to explain the investigative process and
schedule an intake call to gather preliminary information about the allegations.

2) Once the intake process is completed and the allegations are received, refers the
matter to LERS.

3) Reports allegations related to the Office of Inspector General (OIG) to OIG’s
Director, Office of Human Resources for appropriate action pursuant to OIG
procedure.

4) Notifies the appropriate contracting officer of allegations of harassment involving
contract workers.

b. LERS and Labor, Employment, and Administration Section (LEAS) review the
allegations to determine whether they are covered by this Directive. If so, LERS and
LEAS, in consultation with the appropriate management official(s), must determine
whether immediate corrective action is necessary to address the allegations. If such
action is necessary, it will be effectuated as promptly as possible.

In consultation with the appropriate management official(s), LERS and LEAS
determines whether additional investigation of the allegations is appropriate. If so,
they initiate an investigation no later than 10 calendar days of receiving the report of
harassment. All parties—including the reporting party (and the alleged victim of the
alleged harassing conduct, if different from the reporting party), the alleged harasser,
and any others involved—are required to cooperate with an investigation so it can be
conducted in a prompt, thorough, and fair manner. A witness who fails to cooperate
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may be subject to disciplinary action, up to and including removal from Federal
service.

The identity of the person reporting the harassment, the alleged harasser, and other
witnesses interviewed in connection with an investigation under this Directive, as well
as the information they provide during the investigation, are kept confidential to the
extent possible. However, confidentiality cannot be guaranteed in light of the
Agency’s obligations to conduct a thorough and comprehensive investigation and
maintain a harassment-free workplace.

An individual who reports harassment under this Directive may still pursue statutory,
administrative, or collective bargaining remedies regarding an alleged act of
harassment (e.g., EEO complaint). Such other remedial processes use different
procedures, have different rules, requirements, and timeframes, and may provide
different remedies than are available under this Directive. Reporting harassment
under this Directive does not satisfy the requirements or delay the time limits or
deadlines applicable for initiating or pursuing redress through other processes. For
more information on filing an EEO complaint, employees should visit the OMWI
website. Individuals can find contact information for the FDIC’s Equal Opportunity
Compliance and Training Branch in OMWI at
https://fdicnet.fdic.gov/content/omwi/home/eeo/anti-harassment.html.

Within five business days of the conclusion of an investigation, the Fact Finder
notifies the person reporting the harassment and the alleged harasser that the
investigation has been completed. Such notifications are retained in the official
investigative file. Consistent with the Privacy Act, information about decisions to take
or not take disciplinary action generally are not disclosed.

3. Preventive/Corrective Action

The Fact Finder provides the investigative findings to the appropriate management
official. In most cases, this will be the alleged harasser’s immediate supervisor.
However, the matter may be referred to a manager outside of the alleged harasser’s
chain of command. FDIC management, in consultation with LERS and LEAS,
determines what, if any, action to take as a result of the findings. If harassment has
occurred, the FDIC takes immediate, appropriate action. The FDIC takes action no later
than 60 calendar days of receiving notice of a report of harassment, as appropriate.
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RESPONSIBILITIES

A. Managers/Supervisors:

1. Do not engage in harassment or retaliatory conduct;
2. Immediately report allegations of harassment to the AHPC;
3. Participate and cooperate in the investigation process;
4. Take immediate action to stop/correct any harassment or retaliatory conduct;
5. Attend mandatory anti-harassment training;
6. Fully cooperate in an inquiry or fact-finding concerning an allegation of harassment; and
7. Comply with all applicable guidance and procedures referenced in this Directive.
B. Employees:
1. Do not engage in harassment;
2. Immediately report allegations of harassment to a management official, the AHPC, or a
LERS Human Resources (HR) Specialist; and
3. Fully cooperate in an inquiry or fact-finding concerning an allegation of harassment.

C. Anti-Harassment Program Coordinator (AHPC):

1.

2.

Oversees the FDIC’s Anti-Harassment Program;
Serves as a subject matter expert about issues related to this Directive;

Provides mandatory training for all managers and supervisors on how to identify and
respond to incidents of harassment in the workplace;

Provides training for all employees about the anti-harassment policy and reporting
procedures;

Coordinates program implementation with LERS, LEAS, and other Divisions/Offices, as
appropriate;

Advises and provides technical assistance to managers and supervisors in preventing
and addressing allegations of harassment;
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10.

11.

12.

Monitors program effectiveness by maintaining a system to track allegations and actions
taken;

Recommends program changes for enhancement;

Works with other FDIC program officials to effectively prevent and eliminate harassment
in the workplace through a continuing education program;

Develops preventive strategies based on any identified trends, and maintains relevant
documents collected in the fact finding inquiry in accordance with FDIC Directive
1210.01, Records and Information Management Program;

Receives, gathers, and provides data required for reporting on allegations of harassment
to the EEOC, other oversight agencies, or Congress; and

Ensures the Anti-Harassment Program policies and procedures are posted on the FDIC
internal website and publicized throughout FDIC, including providing the policy and
procedures to employees.

D. Labor and Employee Relations Section (LERS):

1.

In collaboration with LEAS, serves as Fact Finder to conduct investigations of allegations
of harassment, where appropriate;

In collaboration with LEAS, provides advice and guidance to management on
appropriate preventive or corrective action(s) to take in connection with allegations of
harassment;

In collaboration with LEAS, notifies the AHPC when an investigation has been concluded
within five business days after its completion, provides the AHPC with a summary of the
findings, and identifies what, if any, corrective action was taken; and

Notifies the individual reporting the harassment and the alleged harasser when an
investigation has been concluded within five business days after its completion.

E. Labor, Employment, and Administration Section (LEAS):

1.

In collaboration with LERS, serves as Fact Finder to conduct investigations of
allegations of harassment, where appropriate;

In collaboration with LERS, provides advice and guidance to management on
appropriate preventive or corrective action(s) to take in connection with allegations of
harassment; and
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3. In collaboration with LERS, notifies the AHPC when the investigation of an allegation of
harassment is completed, a summary of the findings, and what, if any, corrective action
was taken in connection with EEO conflict cases.

F. Contracting Officers:

Consult with the AHPC, LERS, and LEAS upon receiving an allegation of harassment from a
contractor.
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APPENDIX A - AUTHORITIES

e Equal Employment Opportunity Commission (EEOC) Management Directive (MD) 715

e Section 717, of Title VII of the Civil Rights Act of 1964, as amended, 42 United States Code
(U.S.C.) Section 2000e-16

e Section 501, of the Rehabilitation Act of 1973, as amended, 29 U.S.C. Section 791

e The Age Discrimination in Employment Act of 1967, as amended, 29 U.S.C. Sections 621-
634

¢ Genetic Information Nondiscrimination Act of 2008

e The Federal Labor-Management Relations Statute; 5 U.S.C. Sections 7101-7135

¢ Uniformed Services Employment and Reemployment Act of 1994; 38 U.S.C. Sections 4301-
4335

e Executive Order (E.O.) 11478, Equal Employment Opportunity in the Federal Government

e E.O. 13087, Further Amendment to Executive Order 11478, Equal Employment Opportunity
in the Federal Government

e E.O. 13145, To Prohibit Discrimination in Federal Employment Based on Genetic
Information

e E.O. 13152, Further Amendment to Executive Order 11478, Equal Employment Opportunity
in Federal Government

e E.O. 13672, Prohibiting Discrimination Based on Sexual Orientation and Gender Identity by
Contractors and Subcontractors
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APPENDIX B - CONTACT INFORMATION

Employees can contact the AHPC at Anti-Harassment@fdic.gov and can find additional contact
information on the FDIC internal website at https://fdicnet.fdic.gov/content/omwi/home/eeo/anti-
harassment.html.

FDIC’s Equal Opportunity Compliance and Training Branch in OMWI is available on the FDIC
internal website at https://fdicnet.fdic.gov/content/omwi/home/eeo/anti-harassment.html.

For information on filing an EEO complaint, employees should visit the OMWI website at
https://fdicnet.fdic.gov/content/omwi/home/eeo/anti-harassment.htm! (FDIC internal website) or
https://www.fdic.gov/about/diversity/eo/formalpro.html (FDIC.gov — FDIC external website).
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GLOSSARY OF TERMS

Anti-Harassment Program Coordinator (AHPC): The designated employee responsible for
overseeing the implementation of the Anti-Harassment Program.

Conduct Prohibited by this Directive (“Harassment”): Verbal or non-verbal conduct which is
unwelcome to the individual and objectively offensive. For workplace harassment to be illegal, it
must be either severe or pervasive, and based on a characteristic protected by a law enforced
by the EEOC (e.g., Title VII of the Civil Rights Act). However, conduct need not rise to the level
of illegal harassment to be prohibited by this Directive. For purposes of this Directive, this
conduct will be referred to as “harassment.”

The following are some examples of harassment prohibited by this Directive:

¢ Offensive jokes, comments, objects, or pictures.

¢ Unwelcome questions about a person’s identity (e.g., disability status, gender identity,
sexual orientation, national origin, religion).

e Undue and unwelcome attention.

¢ Ridicule or mockery.

¢ Displaying offensive objects or pictures.

e Insults or put-downs.

e Unwelcome touching or contact.

e Unwelcome sexual advances.

e Requests for sexual favors.

e Other verbal or physical harassment of a sexual nature.

e Slurs, epithets, or name-calling.

e Threats or other forms of intimidation.

e Physical or sexual assault.

e Engaging in bullying, intimidating, or threatening behavior.

Fact Finder. An individual assigned to conduct a prompt, independent, thorough, and impartial
investigation into alleged harassment. The Fact Finder generally will be a Human Resources
Specialist in LERS, but a Fact Finder may also be another appropriate official depending on the
circumstances, e.g., conflict of interest situations.
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GLOSSARY OF ACRONYMS

AHPC: Anti-Harassment Program Coordinator

EEOC: Equal Employment Opportunity Commission

LEAS: Labor, Employment and Administration Section (Legal Division)
LERS: Labor and Employee Relations Section (Division of Administration)
OIG: Office of Inspector General

OMWI. Office of Minority and Women Inclusion

FDIC Directive 2710.03
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CHAIRMAN’S MESSAGE

The Federal Deposit Insurance Corporation’s 2022-2026 Strategic Plan will guide our efforts to carry
out the agency’s mission, including maintaining stability and public confidence in the nation’s
financial system by insuring deposits, examining and supervising financial institutions for safety and
soundness and consumer protection, making large and complex financial institutions resolvable, and
managing receiverships. This plan was approved by the Board of Directors on December 14, 2021.

This strategic plan comes at a moment of inflection for the agency and for our country as we move
into our “new normal” amidst the ever-evolving pandemic. Since FDIC insurance began in 1934, we
have protected bank depositors and buttressed trust in our banking system as our nation faced
challenges large and small.

In this 2022-2026 Strategic Plan, we outline our strategic goals and objectives, and the means and
strategies we will use to achieve them. We also identify challenges associated with a post-pandemic
economy in the years to come. In turn, this strategic plan will be implemented through annual
performance plans with goals, indicators, and targets for each strategic objective. Our goals are
ambitious and our success is crucial to individuals, households, businesses, and communities across
the country.

I want to thank the FDIC workforce for their continued dedication and resilience during the pandemic.
Their hard work has allowed the agency to achieve its mission during these unprecedented times and
to move forward on important new initiatives, including encouraging innovation, supporting
community and mission-driven banks, and fostering a banking system that can meet the needs of
business and consumers across our nation.

Jelena McWilliams
Chairman
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MISSION, VISION, AND VALUES

Mission

The Federal Deposit Insurance Corporation
(FDIC) is an independent agency created by the
Congress to maintain stability and public
confidence in the nation’s financial system by:

e Insuring deposits,

e Examining and supervising financial
institutions for safety and soundness and
consumer protection,

e Making large, complex financial
institutions resolvable, and

e Managing receiverships.

Vision

The FDIC is a recognized leader in promoting
sound public policies; addressing risks in the
nation’s financial system; and carrying out its
insurance, supervisory, consumer protection,
resolution planning, and receivership
management responsibilities.

Values

The FDIC and its employees have a tradition of
distinguished public service. Six core values
guide us in accomplishing our mission:
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Integrity. We adhere to the highest
ethical and professional standards.
Competence. We are a highly skilled,
dedicated, and diverse workforce that
is empowered to achieve outstanding
results.

Teamwork. We communicate and
collaborate effectively with one
another and with other regulatory
agencies.

Effectiveness. We respond quickly
and successfully to risks in insured
depository institutions and the
financial system.

Accountability. We are accountable
to each other and to our stakeholders
to operate in a financially responsible
and operationally effective manner.
Fairness. We respect individual
viewpoints and treat one another and
our stakeholders with impartiality,
dignity, and trust.
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THE FDIC AND THE BANKING INDUSTRY:
PERSPECTIVE AND OUTLOOK

Introduction

Congress created the FDIC in the Banking Act
of 1933 to maintain stability and public
confidence in the nation’s banking system.
The statute provided a federal government
guarantee of deposits in U.S. depository
institutions so that depositors’ funds, within
certain limits, would be safe and available to
them in the event of a failure of an insured
depository institution (IDI). The FDIC acts as
receiver for IDIs that fail, and has resolution
planning responsibilities for large, complex
financial institutions. In addition toits role as
insurer, the FDIC is the primary federal
regulator of federally insured state-chartered
banks that are not members of the Federal
Reserve System.

The FDIC carries out its mission through three
major programs: insurance, supervision, and
receivership management.

PRIMARY FEDERAL

REGULATOR

FDIC 3,171

TOTAL 4,914

Source: . Data as of 9/30/2021.

NUMBER OF
INSTITUTIONS

The Insurance Program encompasses the
activities undertaken by the FDIC to administer
the Deposit Insurance Fund (DIF), which is
funded through assessments on IDIs as well as
investment income, to resolve failed IDIs in the
manner least costly to the DIF, and to provide
depositors with timely access to their insured
funds when an IDI fails.

The Supervision Program encompasses the
activities undertaken by the FDIC to promote
safe and sound operations and compliance
with fair lending, consumer protection, and
other applicable statutes and regulations by
IDIs for which the FDIC is the primary federal
regulator (in cooperation with state banking
agencies). The FDIC also has backup
supervisory responsibility for other IDIs for
which the Board of Governors of the Federal
Reserve System (FRB) and the Office of the
Comptroller of the Currency (OCC) are the
primary federal regulators.

TOTAL ASSETS (DOLLARS IN
MILLIONS)

$4,206,831
$15,082,333
$3,962,496
$23,251,660
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The FDIC is responsible for monitoring and
assessing risks posed by, and planning for the
resolution of, large, complex financial
institutions (LCFIs) under authority derived
from the Federal Deposit Insurance Act (FDI
Act) and the Wall Street Reform and Consumer
Protection Act (Dodd-Frank Act). As part of this
work, the FDIC and the FRB have joint
responsibility for reviewing resolution plans
submitted by large bank holding companies
and designated nonbank financial companies
that demonstrate how they would be resolved
in a rapid and orderly manner in the event of
financial distress; and, under specified
circumstances, administer the orderly
liquidations of covered financial companies.

The Receivership Management Program
encompasses activities undertaken by the
FDIC, in its capacity as receiver, to maximize
net recoveries to the creditors of receiverships.

Over the next four years, the FDIC will face
numerous issues and challenges in each of
these major programs associated with a post-
pandemic economy and related impacts to the
financial services industry and consumer and
business preferences. Some of the major
issues and challenges are addressed in more
detail below.

The Impact of the Economy

The performance of the economy directly
affects the performance of individual financial
institutions and the overall banking industry.
Interest rates, inflation, unemployment, the
business cycle, and shocks to specific sectors
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like agriculture, energy, housing, or
commercial real estate all influence lending
and funding strategies of IDIs. Economic and
financial conditions abroad also have an
impact on the U.S. economy and on the
performance of banks.

As of third quarter 2021, the United States had
regained the output lost from a deep recession
that occurred in early 2020 caused by the
Coronavirus Disease 2019 (COVID-19)
pandemic. Significant government stimulus
for individuals and small businesses in 2020
and 2021 helped support the economy, with
most programs ending in third quarter 2021.
Restrictions on economic activity eased and
vaccination rates improved in 2021, which
further contributed to stronger economic
growth. Consumer spending remains strong.
In aggregate, household balance sheets
remained resilient and household wealth
increased from rising home prices and stock
market valuations. Business investment
continued to recover and returned to pre-
pandemic levels. However, business and
economic activity were constrained by supply
chain bottlenecks and shortages. These factors
along with stronger consumer demand
contributed to higher inflation in 2021. Overall,
the economic outlook is for continued
moderate growth, although uncertainty
remains, as lingering supply chain issues feed
into inflationary pressures and businesses and
individuals adjust to changes as the pandemic
evolves.

Banks generally entered this period of
disruption with strong asset quality and capital
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and liquidity ratios, and were able to serve as a
source of strength for the economy,
individuals and small businesses throughout
the global health epidemic.

Although loan balances contracted between
the first quarter 2020 and the first quarter
2021, the first such annual contraction since
the third quarter 2011, financial institutions
supported the economic recovery with lending
through the first and second rounds of the
Paycheck Protection Program and by working
with impacted borrowers. The decline in loan
volume and the persistent low interest rate
environment caused contraction in the
average net interest margin, which set three
record lows over the past year. In contrast,
deposits grew at unprecedented rates over the
same period. In third quarter 2021, banks
reported modest improvement in the average
net interest margin supported by loan growth.

Despite these challenges, the banking industry
remains resilient. Strong capital and liquidity
levels support lending and help protect against
potential losses. Industry-wide profitability (as
measured by return on assets) remains strong.
The number of problem institutions has fallen
dramatically from the post-crisis high and is at
its lowest level since 2008.

While the banking industry continues to
perform well, the interest-rate environment
and economic uncertainty continue to pose
challenges for many institutions.
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Overall, the industry must manage interest-
rate risk, liquidity risk, and credit risk carefully
to remain on a long-term, sustainable growth
path.

The United States experienced the sharpest
economic contraction in the post-WWII period
in early 2020 with the sudden onset of the
COVID-19 pandemic, and the unemployment
rate reached double-digit levels. The resulting
recession ended a period of subdued but
sustained economic growth since the last
recession ended in mid-2009. The subsequent
labor market weakness, business closures, and
lower interest rates all posed challenges to
banks. Conditions improved considerably in
2021, helped by expansive fiscal and monetary
policy implemented in 2020 and 2021 to
support businesses and consumers, the rollout
of vaccines, and reduced pandemic-related
restrictions in economic activity. However,
this economic environment has posed several
key challenges for the banking industry. The
economic outlook remains uncertain and
depends on the path of the pandemic as well
as the outlook for fiscal and monetary policy in
their effects on economic activity and interest
rates.

As of third quarter 2021, banks generally
maintained strong asset quality, capital, and
liquidity positions. Annual loan growth slowed
in recent quarters; however, remains positive.
Industry-wide profitability (as measured by the
return on assets ratio) has been trending up,
and the majority of banks report year-over-
year growth in quarterly netincome. The
growth in net income is due to reductions in
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provisions for credit losses. The number of
problem institutions remains near the lowest
level since 2008.

Other Major Strategic
Challenges

In addition to the challenges posed by the
economy, the FDIC expects to face other
challenges that will shape its priorities over the
next four years.

Future of Community Banking. The FDIC is
the primary federal regulator for most
community banks, which make up 91 percent
of FDIC-insured bank and thrift charters (up
from 87 percent in 1984); hold a majority of
deposits in rural and “micropolitan” counties
(those with populations up to 50,000 people),
including more than 600 U.S. counties where
community banks hold 100 percent of all bank
deposits; and account for 39 percent of the
industry’s small loans to farms and
businesses.! Despite their long-term resilience
and continuing importance as a source of
credit to the vital small business sector,
community banks continue to face
competitive challenges from non-community
banks and non-bank financial technology
competitors.

Regional Banks

Regional banks have continued to grow in
number, assets, and complexity. FDIC
supervises a growing percentage of the
regional bank universe, as community banks
continue to merge and grow organically. FDIC
also has both insurance risk monitoring and
back-up supervisory responsibilities for the
remaining regional banks. Similar to
community bankers, regional banks face
competitive challenges from large, complex
financial institutions and non-bank technology
competitors. Anincreasing number of regional
banks have less traditional business models,
including for example monoline operations,
concentrated lending or funding operations,
nationwide lending platforms, and other niche
activities.

Large, Complex Financial Institutions
(LCFls). Although the FDIC is not the primary
federal regulator for most large, complex IDls,
it has both insurance and back-up supervisory
responsibilities for those institutions and acts
as receiver for those that fail. The assets
within the banking industry are concentrated
today in a small number of large, complex
banks that have highly diverse business
strategies and complex legal and business
structures that necessitate ongoing
monitoring of their risks. These risks are
intertwined among both their insured and

1 Based on the definition of community banks in the FDIC Community Banking Study, 2012.
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uninsured subsidiaries, and the largest and
most complex of these companies have
significant international operations and
interdependent counterparty relationships
with one another that increase their
complexity and risk.

Innovation, Information Technology, and
Cybersecurity. Some banks have responded
to the previously discussed economic
challenges by investing in innovative
technologies to boost profitability through
reduced overhead expenses. Others are
offering new services to their customers by
partnering with technology companies on the
front lines of innovation, or by adopting new
technologies themselves. Cybersecurity
threats continue to pose risks to banks,
businesses, consumers, financial markets, and
the FDIC. Some institutions are leveraging
innovative technology solutions to enhance
their resilience to a cybersecurity attack. In
addition to addressing cybersecurity threats
internally, the FDIC works collaboratively with
other federal and state agencies to help ensure
that FDIC-insured institutions also take
appropriate steps to address this risk.

Economic Inclusion. Based on a 2019 FDIC
survey, 5.4 percent of U.S. households did not
have an account at an IDI.2

The FDIC recognizes that public confidence in
the banking system is strengthened when

households effectively use the mainstream
banking system to deposit funds securely,
conduct basic financial transactions,
accumulate savings, and access credit on safe
and affordable terms. The FDIC will continue
to promote greater economic inclusion and
financial well-being by helping more
underserved households and communities
benefit from the products and services of FDIC-
insured institutions. The FDIC’s #GetBanked
initiative encourages consumers to start a
banking relationship. The FDIC also
communicates directly with banks to promote
the importance of offering safe and affordable
bank accounts, such as checkless checking
accounts. FDIC’s Money Smart program
provides people with practical knowledge,
skills-building opportunities, and resources to
manage finances with confidence.

This work requires engagement with banks of
all sizes, as well as with local governments and
community leaders. FDIC facilitates business
and partnership opportunities and promotes
financial education. By helping to connect
banks and communities in new ways, and
increasing awareness and use of affordable
banking services, the FDIC strengthens the
banking system and communities nationwide.

22015 National Survey of Unbanked and Underbanked Households, October 2016, October 2020. The survey found that 5.4
percent of U.S. households (7.1 million households) did not have a bank or credit union account in 2019.
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Workforce Management and

Development. The FDIC depends upon the
talents and skills of its employees to
accomplish its mission. Much of the FDIC’s
current workforce is eligible to retire over the
next decade, creating an opportunity to
transform both the workforce and the manner
in which the FDIC meets its mission. To
address this workplace reality, the FDIC will
continue to enhance its data collection and
analysis efforts to inform development and
implementation of succession management
strategies over the next several years. These
efforts will include specific recruitment and
development strategies to support a high
performing workforce that reflects the
communities we serve by optimizing
experiences throughout an employee’s
career. These actions will ensure that the FDIC
workplace is inclusive, free from unlawful
discrimination, and provides equal
opportunity and accessibility in all its
employment and business activities. The FDIC
has issued a 2021-2023 Diversity, Equity, and
Inclusion Strategic Plan that guides its

efforts. Strategies also include the
modernization of learning and development
by transforming the FDIC’s use of virtual

learning, enhancing learning technology, and
modernizing the training center.
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THE FDIC’S MAJOR PROGRAMS

The FDIC has three major program areas or
lines of business. The agency’s strategic goals
for each of these programs are presented in
the diagram below.

Program Areas Strategic Goals

FDIC-insured deposits are protected from loss

Insurance . .
without recourse to taxpayer funding.
FDIC-insured institutions are safe and sound.
FDIC-supervised institutions comply with federal
consumer protection laws, including fair lending
Supervision laws, and the Community Reinvestment Act

(CRA).

Large, complex financial institutions are
resolvable in an orderly manner.

Resolutions are orderly and receiverships are

Receivership Management
P e managed effectively.

10|Page




2022-2026 STRATEGIC PLAN

Insurance Program

Program Description

Depositinsurance is a fundamental
component of the FDIC’s role in maintaining
stability and public confidence in the U.S.
financial system. By promoting industry and
consumer awareness of deposit insurance, the
FDIC protects deposits at banks and savings
associations of all sizes. When IDIs fail, the
FDIC ensures that customers have timely
access to their insured deposits and other
services. The basic limit of federal deposit
insurance coverage is currently $250,000 per
depositor. To keep pace with the evolving
banking industry and maintain its readiness to
protect insured depositors, the FDIC prepares
and maintains contingency plans to promptly
address a variety of types of IDI failures and
conducts large scale simulations to test its
plans.

The DIF must remain viable so that adequate
funds are available to protect insured deposits
in the event of an institution’s failure. The
FDIC maintains a sufficient DIF balance by
collecting risk-based insurance premiums from
IDIs and through prudent fund investment
strategies. The FDIC continually evaluates the
adequacy of the DIF. It identifies risks to the
insurance fund by analyzing regional, national,
and global economic, financial, and financial
institution developments, and by collecting
and evaluating information through the
supervisory process.

11|Page

Strategic Goal 1
FDIC-insured deposits are protected from loss
without recourse to taxpayer funding.

Strategic Objectives

1.1 The FDIC provides customers of failed
insured depository institutions (IDIs) timely
access to insured funds and financial
services.

Means and Strategies: When an institution
fails, the FDIC facilitates the transfer of the
institution’s insured deposits to an assuming
institution or pays insured depositors directly.
The FDIC’s goal is to provide customers with
access to their insured deposits within one to
two business days.

The FDIC continually monitors changes in
financial institution operations and innovation
within products and delivery channels to
ensure the FDIC’s ability to handle potential
financial institution failures. The FDIC
develops, tests, and maintains contingency
plans to ensure it is prepared to handle a wide
range of potential failure scenarios, including
the failure of a large financial institution;
simultaneous, multiple failures; the failure of
an institution with large international
holdings; and the failure of an insured
institution that operates primarily through
digital channels. The FDIC also looks for ways
to clarify deposit insurance regulations to
meet industry changes and to expedite the
insurance determination process.
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External Factors: The goal of providing
customers of failed institutions with access to
their insured deposits within one to two
business days is well established, but might be
difficult to achieve in the case of an extremely
large or complex institution or a sudden and
unexpected failure. Regardless of timing to
complete all depositinsurance
determinations, no depositor would ultimately
lose any portion of an insured deposit.

1.2 The FDIC promptly identifies and
responds to potential risks to the Deposit
Insurance Fund (DIF).

Means and Strategies: The FDIC, in
cooperation with the other primary federal
regulators, proactively identifies and evaluates
the risk and financial condition of individual
IDIs. It also identifies broader economic and
financial risk factors, including the evolving
technological landscape, that affect all insured
institutions. It accomplishes these objectives
through a wide variety of activities including
the following:

e Arisk-based depositinsurance assessment
system, whereby institutions that pose
greater risk to the DIF pay higher
premiums;

e Astrong examination and enforcement
program;

e Collection and publication of detailed
banking data and statistics;

e Avigorous research program;

¢ An off-site monitoring system that employs
sophisticated predictive tools to analyze
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and assess changes in banking profiles,
activities, and risk factors;

e Acomprehensive ongoing analysis of the
risks in financial institutions with more
than $10 billion in assets through the Large
IDI Program and Institution Monitoring
Program for LCFls, including IDIs with
assets above $100 billion for which the
FDIC is not the primary federal regulator;

e Thorough and timely review of deposit
insurance applications and other
applications from IDIs; and

e Acomprehensive framework for
continually assessing risks to the banking
industry.

External Factors: In spite of the
comprehensive efforts undertaken by the FDIC
to identify and respond to potential risks to the
DIF, natural disasters, public policy changes,
and sudden economic or financial market
crises could cause broad losses within the
financial services industry and the DIF. In
addition, a fraud perpetrated on a financial
institution could result in a sudden and
unforeseen loss to the DIF.

1.3 The FDIC maintains a strong and
adequately financed DIF.

Means and Strategies: The FDIC maintains
the viability of the DIF by investing the fund,
monitoring and responding to changes in the
reserve ratio, collecting risk-based premiums,
and evaluating the depositinsurance system in
light of an evolving financial services industry.
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It regularly analyzes the growth or shrinkage of
estimated insured deposits, the current
assessment base, loss expectations, interest
income earned on the fund, and operating
expenses. This information is used to develop
a schedule of risk-based assessment rates.

The banking industry remained resilient
through 2021, despite the extraordinary
challenges of the pandemic. As of September
30, 2021, banks held a higher amount and
quality of capital than just prior to the 2008-
2013 banking crisis.

The DIF balance has risen every quarter since
the end of 2009, and stood at a record $121.9
billion on September 30, 2021, up from $117.9
billion at the end of 2020. The reserve ratio
stood at 1.27 percent at September 30, 2021,
down from 1.29 percent at the end of 2020.

Extraordinary growth in insured deposits
during the first and second quarters of 2020
caused the reserve ratio to decline below the
statutory minimum. As of June 30, 2020, the
reserve ratio stood at 1.30 percent. On
September 15, 2020, the Board adopted a
Restoration Plan, as required by the FDI Act, to
restore the DIF to at least 1.35 percent within
eight years. Under the Restoration Plan, the
FDIC maintained the schedule of assessment
rates in place at the time for all IDIs and is
monitoring deposit balance trends, potential
losses, and other factors that affect the reserve
ratio. Staff must update the Board at least
semiannually. The most recent update was
provided on June 15, 2021.
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The FDIC Board of Directors is statutorily
required to establish a Designated Reserve
Ratio (DRR) for the DIF that is not less than 1.35
percent. Butit may also establish a higher DRR
and has set the DRR at 2.0 percent for every
year since 2011. The FDIC views the 2.0
percent DRR as a long-term goal and the
minimum level needed to withstand future
crises of the magnitude of past crises.

External Factors: Projections for the DIF are
subject to considerable uncertainty. The FDIC
will monitor deposit balance trends, potential
losses, and other factors that affect the reserve
ratio. The economic outlook has
strengthened, and the banking system appears
better positioned to withstand losses
compared to prior periods of stress. Several
factors, such as slower than expected
economic growth, market volatility, or
additional fiscal and monetary stimulus could
result in increased insured deposit growth or
losses to the fund.

1.4 The FDIC resolves failed IDIs in the
manner least costly to the DIF.

Means and Strategies: When an institution
fails, the FDIC facilitates an orderly, least-cost
resolution. Using an estimated value of the
failing institution’s assets and liabilities, the
FDIC markets the institution to potential
bidders. After analyzing the bids received, the
FDIC conducts a least-cost test determination
and selects the least-cost strategy to pursue.
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External Factors: In accordance with law, if a
failure threatens serious adverse systemic
effects on economic conditions or financial
stability, resolution strategies other than the
least-cost resolution may be employed.

1.5 The FDIC provides the public and IDIs
access to clear and accurate information
about federal deposit insurance coverage.

Means and Strategies: To inform consumers
and FDIC-insured institutions about federal
deposit insurance coverage, the FDIC provides
financial institutions with a variety of
educational tools and materials designed to
help customers understand their deposit
insurance coverage.

In addition, the FDIC uses several other
approaches to disseminate information on
depositinsurance coverage, including the
following:

e Operation of a National Center for
Consumer and Depositor Assistance
staffed by specialists who respond to
questions from depositors and bankers?,

e Training and other educational
opportunities to help bank employees
better understand the FDIC’s deposit
insurance rules,

e Anarray of web-based educational
resources for consumers and bankers, and

e Awide range of publications and videos
explaining how FDIC deposit insurance
works.

External Factors: Asignificantrise in the
volume of bank failures, or publicity that raises
public concerns about the possibility of
significant bank failures, could result in bank
runs by misinformed depositors or public
avoidance of IDIs. Timely, accurate, and
understandable information is essential to
mitigating these risks. Anincreased volume of
bank failures and public concern about the
possibility of additional failures could also
result in substantial increases in the demand
for information about FDIC insurance coverage
that could temporarily exceed the FDIC’s
capacity to provide such information. In such
cases, the FDIC would augment staff resources
for this function as quickly as possible.

3 877-ASK-FDIC (877-275-3342); 800-925-4618 (TDD-for hearing impaired).
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Supervision Program

Program Description

The FDIC is the insurer for all IDIs in the United
States, and the primary federal supervisor for
state-chartered banks and savings institutions
that are not members of the Federal Reserve
System.* The FDIC’s roles as an insurer and
primary supervisor are complementary, and
many activities undertaken by the FDIC
support both the insurance and supervision
programs. Through conducting examinations,
review of examination reports, use of off-site
monitoring tools, and participation in
examinations conducted by other federal
regulators (either through agreements with
these regulators or, in limited circumstances,
under the exercise of the FDIC’s authority to
conduct special (backup) examination
activities), the FDIC regularly monitors the
potential risks at all insured institutions,
including those for which itis not the primary
federal supervisor. The FDIC also takes into
account supervisory considerations in the
exercise of its authority to review and approve
applications for deposit insurance from new
institutions and other applications from IDIs,
regardless of the chartering authority.

In addition, the FDIC has statutory
responsibilities for certain bank holding
companies and nonbank financial companies
that are designated as systemically important.

The FDIC and FRB have joint responsibility for
reviewing and assessing resolution plans
developed by these companies that
demonstrate how they would be resolved in a
rapid and orderly manner in the event of
financial distress.

The FDIC pursues the following three strategic
goals in fulfilling its supervisory
responsibilities as the primary federal
supervisor for state non-member banks and
savings institutions, the backup supervisor for
other FDIC-insured institutions, and the
reviewer of resolution plans:

e FDIC-insured institutions are safe and
sound.

e FDIC-supervised institutions are compliant
with applicable laws, including federal
consumer protection laws, fair lending
laws, and the Community Reinvestment
Act (CRA).

e Large, complex financial institutions are
resolvable in an orderly manner.

The FDIC promotes safe and sound financial
institution practices through regular risk
management examinations; publication of
regulations, guidance and policy; ongoing
communication with industry officials; and the
review of applications submitted by FDIC-
supervised institutions, and in certain cases,
non FDIC-supervised institutions, to expand

4 This includes state-licensed insured branches of foreign banks. As of 3/31/21, the FDIC had primary supervisory
responsibility for 3,209 FDIC-insured, state-chartered commercial banks and savings institutions that are not members of the
Federal Reserve System (generally referred to as “state non-member” institutions).
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their activities or locations. The FDIC also
evaluates deposit insurance applications for
de novo institutions, regardless of charter
type. When appropriate, the FDIC has a range
of informal and formal options available to
require management to resolve safety-and-
soundness problems identified at troubled
institutions. The FDIC also has staff dedicated
to administering off-site monitoring programs
and to enhancing the agency’s ability to timely
identify emerging safety-and-soundness
issues.

The FDIC promotes compliance by FDIC-
supervised institutions with federal consumer
protection laws, fair lending statutes, and
community reinvestment laws through a
variety of activities, including ongoing
communication with industry officials, regular
compliance and Community Reinvestment Act
(CRA) examinations, dissemination of
information to consumers about their rights
and required disclosures, and investigation
and resolution of consumer complaints
regarding FDIC-supervised institutions. The
FDIC also has a range of informal and formal
enforcement options available to resolve
compliance problems identified at these
institutions and their institution-affiliated
parties.

The FDIC’s assessment of the resolution plans
submitted by bank holding companies, other
covered companies, and IDIs helps develop
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and improve its capabilities to administer large
resolutions under any of the available
authorities. For example, the actions firms
take to address the shortcomings identified by
the FDIC and the Federal Reserve Board in
their resolution plans are intended to address
potential impediments to resolvability under
the Bankruptcy Code. That work in turn
informs the FDIC’s strategic planning to
conduct an orderly liquidation under the FDI
Act or the Orderly Liquidation Authority (OLA),
if necessary, to protect U.S. financial stability.

The FDIC may be called upon to resolve the
failure of a large, systemically important
financial company if failure under the
Bankruptcy Code would threaten U.S. financial
stability. In such circumstances, the authority
exists to place the failed or failing financial
company into an FDIC receivership process if
no viable private-sector alternative is available
to prevent the default of the company. The
OLAis intended to ensure the rapid and
orderly resolution of the failure of such a
financial company in accordance with
statutory mandates. The FDIC actively
engages in, and will continue to refine,
resolution plans and strategies and
operational readiness initiatives to ensure that
itis prepared, if necessary, to fulfill this
responsibility.
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Supervision Program - Risk
Management

Strategic Goal 2
FDIC-insured institutions are safe and sound.

Strategic Objective

2.1 The FDIC exercises its statutory
authority, in cooperation with other
primary federal regulators and state
agencies, to promote safe and sound
practices at FDIC-insured institutions,
including appropriate risk management.

Means and Strategies: As noted above, the
FDIC is the primary federal supervisor for all
state non-member banks and state-chartered
savings institutions. For those institutions, the
FDIC performs risk management (safety and
soundness), trust, Bank Secrecy Act/Anti-
Money Laundering, and Information
Technology (IT) examinations in cooperation
with state banking regulators. Most state
banking agencies participate in an
examination program under which certain
community bank examinations are performed
on an alternating basis by the state agency and
the FDIC. The FDIC supervises regional banks
jointly with the applicable states under a
continuous examination model.

In addition, the FDIC, OCC, and FRB conduct IT
examinations of third-party technology service
providers that provide a range of services to
IDIs. As the threat of cyberattacks continues to
be prominent, the FDIC engages with other
regulators and the private sector to encourage
IDIs and service providers to implement strong
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preventive programs and to exercise and refine
protocols for addressing cyber events when
preventive programs are overcome.

Risk management examinations are conducted
according to statutorily established
timeframes. Regional bank examinations are
conducted on a continuous basis throughout
the calendar year. Both community bank and
regional bank examinations assess an
institution’s overall financial condition,
management practices and policies,
compliance with applicable laws and
regulations, and the adequacy of management
and internal control systems to identify,
measure, and control risks. Examination
procedures may also detect the presence of
fraud or insider abuse. In addition, the FDIC
reviews the risk management capabilities of
those FDIC-supervised institutions that apply
for permission to engage in new or expanded
business activities, including those associated
with innovative technologies.

Communication and corrective action are
important components of the FDIC’s strategy
for promoting the safety and soundness of the
institutions it supervises. Risks identified
during an examination are discussed with the
institution’s management and board of
directors. If an examination reveals serious
weaknesses in the operations of the institution
or indicates that the institution is operating in
a weakened financial condition, the FDIC may
issue formal or informal enforcement actions
that remain in effect until corrective actions
are taken and the identified weaknesses are
addressed.
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In the case of severe problems, the institution
may be instructed to seek additional capital,
merge with another institution, or liquidate.

The FDIC monitors individual institutions it
supervises between examinations, and
emerging trends across institutions, by
analyzing Call Report data and examination
findings relative to the emerging trends. To
perform this analysis, the FDIC uses a
combination of traditional analytical tools, and
machine learning techniques. The FDIC’s
statutory authority also gives it a degree of
supervisory responsibility in its role as insurer
for IDIs for which it is not the primary federal
supervisor. The agency has staff in each of its
regional offices that regularly review
examination reports and other available
information from the primary federal
regulators for those institutions.

The FDIC also performs off-site monitoring of
those institutions on an ongoing basis. In
addition, certain larger, more complex
institutions are subject to more frequent
onsite reviews and more robust off-site and
ongoing monitoring. The FDIC also has the
authority to conduct special (backup)
examination activities for institutions for
which is not the primary federal regulator.
Under this authority, the FDIC participates in
examinations of certain IDIs that present
heightened risk to the DIF and designated
large, complex IDls.

Ensuring the safety and soundness of FDIC-
insured institutions over the next four years
will require an effective supervisory program
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that incorporates the lessons learned from
past financial crises and the recent health
pandemic, identifies potential new risks that
emerge, and responds quickly to such issues in
an effective manner that maximizes the use of
technology. The economic impact of the
pandemic and potential longer-term shifts in
demand for various property types, products
and services create significant uncertainty for
the coming period. Government stimulus
programs have helped prevent asset quality
deterioration, thus far, and have led to
significant deposit inflows at institutions of all
sizes. The low interest rate environment has
negatively impacted institutions’ earnings,
with net interest margins falling to historic
lows. These factors combine to create a
challenging operating environment for
institutions. The pandemic-related shift to
working from home also led to an increase in
cybersecurity threats and attacks across all
industries. Innovation creates opportunities
for managing through these changes,
including in creating more resilient
information technology infrastructures.

Through regular on-site examinations and
interim contacts with state non-member
institutions, FDIC staff will actively engage in a
constructive dialogue with banks to ensure
that their policies to manage financial and
operational risks are effective, and, where
appropriate, FDIC staff will work closely with
institutions that have significant exposure to
these risks and encourage them to take
appropriate steps to mitigate risks.
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The FDIC will use off-site monitoring to help
identify institutions with outsized risk
exposures and follow up with individual
institutions to better understand their risk
profiles.

Additionally, the FDIC will continue its efforts
to promote offsite examination work where
possible, by leveraging technologies used and
lessons learned while examining through the
pandemic. Cybersecurity is a risk area that will
continue to receive particular attention.
During this period, the FDIC will refine its IT
examination program for insured institutions
and major technology service providers, and
increase its already robust collaboration with
other regulators, law enforcement, and
security agencies. In addition, in light of the
risks posed to the DIF by large and complex
banks and the FDIC’s responsibilities for
systemically important financial institutions
(SIFIs), the agency will continue to enhance its
supervisory monitoring program for large and
complex banks.

The FDIC dedicates significant resources to the
continuing identification of emerging issues. It
regularly reviews supervisory information from
the thousands of examinations that are
conducted annually as well as information
from a variety of external data sources to
identify and, where appropriate, initiate
supervisory responses to newly identified
areas of risk. For example, the FDIC is
currently monitoring trends, opportunities,
and risks in innovative technologies;
evaluating the impact of innovation on
banking, deposit insurance, oversight,
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inclusion, and consumer protection; and
formulating strategy to respond to
opportunities and challenges presented by
technological innovation to supervised
institutions.

The FDIC also dedicates significant resources
to developing and implementing supervisory
technology (SupTech). Examples of SupTech
that will be expanded over the coming years
are a machine learning tool that identifies
trends across examinations and pertinent
weaknesses at individual institutions, an off-
site monitoring tool that analyzes Call Report
data to identify institutions vulnerable to
financial deterioration, and analytical tools
derived from a rapid prototyping competition
that will allow analysis of more granular bank
data on a more regular basis between
examinations, supporting earlier identification
of any problems at the institutions, across the
financial sector, or in particular economic
areas.

The FDIC promotes safety and soundness
through the development of or modification to
regulatory policy. Identification of new or
emerging risks may lead to a variety of policy
responses depending on the nature and
severity of the risk. The FDIC devotes
significant resources to both domestic and
international policy development and works
collaboratively with other regulatory bodies in
an effort to bolster the financial resilience of
the banking system.
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While banks generally performed well through
the global health crisis, the period of
disruption offers an opportunity to evaluate
policy effectiveness while also addressing any
identified weaknesses.

The FDIC actively works to fulfill five statutory
goals to support the preservation of minority
depository institutions (MDIs). In addition to its
outreach, technical assistance, and training
and education programs, the FDIC facilitates
engagement with MDIs and other mission-
driven institutions; highlights the role they
play in community development; promotes
public and private partnerships to provide
tools and resources to support these
institutions; and explores ways to remove
barriers to adoption of innovative technologies
by these banks.

The FDIC has established and consults
regularly with the Advisory Committee on
Community Banking (CBAC), which advises the
FDIC on the impact of FDIC supervisory policies
and practices on community banks. Members
of the Advisory Committee have a wide range
of knowledge and experience related to
community banks. The FDIC also engages
regularly with the MDI Subcommittee of the
CBAC.

External Factors: Several factors outside of
the FDIC’s control could affect the successful
achievement of this strategic objective. In
accordance with statutorily established time
frames, most risk management examinations
of well-capitalized and well-managed state
non-member institutions are point-in-time

examinations that occur at 18-month intervals.
Between examinations, institutions may enter
new lines of business, extend their lending
programs into riskier areas, orimplement new
technologies without the knowledge of the
FDIC or state regulatory agencies. Major
changes in economic conditions could also
affect institutions between examinations. The
FDIC will continue to improve off-site tools to
analyze potential risks that may develop
between examinations at individual
institutions or across the financial sector.
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Supervision Program -
Consumer Protection and
Economic Inclusion

Strategic Goal 3

FDIC-supervised institutions are compliant
with federal consumer protection laws,
including fair lending laws, and the
Community Reinvestment Act (CRA).

Strategic Objectives

3.1 The FDIC supervises institutions for
compliance with applicable federal
consumer protection laws, including fair
lending laws; the law against unfair and
deceptive practices; and the CRA.

3.2 The FDIC provides clear and accessible
information to consumers about their rights
under federal consumer protection and fair
lending laws and regulations, including
applicable disclosures.

3.3 The FDIC encourages IDIs to offer
affordable checking and savings accounts
and loan products that meet the needs of
consumers.

The means and strategies used to achieve
these strategic objectives and the external
factors that could impact their achievement
are described below.

3.1 The FDIC supervises institutions for
compliance with applicable federal
consumer protection laws, including fair
lending laws; the law against unfair and
deceptive practices; and the CRA.
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Means and Strategies: The FDIC pursues this
strategic objective primarily through
compliance and CRA examinations of all FDIC-
supervised institutions. CRA examinations are
subject to statutory timelines, while
compliance examinations are conducted
according to timeframes established by FDIC
policy. These examinations evaluate
institutions’ compliance with consumer
protection laws, unfair and deceptive acts or
practices, CRA, and fair lending laws and
regulations.

If an examination reveals violations, the FDIC
may implement either formal or informal
enforcement actions to correct the identified
violations. In unusual cases, non-compliance
with consumer laws may subject the
institution to significant legal risk, and could
result in administrative enforcement actions or
private litigation. In addition, when the FDIC
has reason to believe that a “pattern or
practice” of violations of fair lending laws has
occurred at an institution, the FDIC is required
by statute to refer the matter to the
Department of Justice. An institution’s failure
to comply with consumer protection, CRA, or
fair lending laws and regulations might also
affect the application of an FDIC-supervised
institution seeking to engage in new or
expanded business activities.

The FDIC sponsors or participates in numerous
outreach and technical assistance activities
designed to facilitate better understanding of
and compliance with CRA, consumer
protection, and fair lending laws and
regulations by FDIC-supervised institutions.
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In addition, it actively participatesin
interagency policy development efforts and
issues policy guidance. The FDIC focuses its
examinations and other supervisory activities
on those industry products, services, and
practices that have the highest potential risk
for violations of law that may result in
potential harm to consumers.

External Factors: Most compliance and CRA
examinations are point-in-time examinations
that occur at scheduled intervals in
accordance with FDIC policy. Between
examinations, institutions may implement new
products, services, or practices that hold
significant potential risk for consumer harm
without the knowledge of the FDIC. In
addition, major changes in economic
conditions could also affect institutions
between examinations. During economic
downturns, institutions sometimes elect to
reduce costs by decreasing their internal
resources dedicated to compliance.

3.2 The FDIC provides clear and accessible
information to consumers about their rights
under applicable federal consumer
protection and fair lending laws and
regulations, including applicable
disclosures.

Means and Strategies: The FDIC provides
information about consumer protection and
fair lending laws and regulations to help
consumers understand their rights. This
information is disseminated through
brochures and other venues including social
media, and the FDIC’s website
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(https://www.fdic.gov). The FDIC Consumer
News is a monthly online newsletter for
consumers, providing practical guidance on
becoming a smarter, safer user of financial
services. In addition, the FDIC frequently
conducts or participates in educational
seminars and conferences on consumer
protection and fair lending issues to help both
consumers and insured institutions better
understand consumer protection, CRA, and fair
lending laws and regulations.

The FDIC maintains a National Center for
Consumer and Depositor Assistance for
investigating and responding to consumer
complaints about FDIC-supervised institutions
and deposit insurance inquiries under
established target timeframes. FDIC also
promotes greater financial education and well-
being, primarily through its award-winning
Money Smart curriculum. The FDIC will
continue to keep the Money Smart content
relevant and research-based, while expanding
collaborative relationships that result in its
use.

External Factors: Although the FDIC makes
information available to a broad array of
consumers, individual consumers may not
always use it. In addition, increasing
complexity and aggressive and targeted
marketing increase the challenges consumers
face in evaluating alternatives in the
marketplace.
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3.3 The FDIC encourages IDIs to offer
affordable checking and savings accounts
and loan products that meet the needs of
consumers.

Means and Strategies: The FDIC has played a
leadership role in recent years in promoting
broader economic inclusion of underserved
households within the nation’s banking system
through the availability of safe and affordable
transaction and saving accounts, as well as the
opportunity to build credit profiles and borrow
money to meet their needs. Most recently,
FDIC Launched #GetBanked, a public
awareness campaign encouraging consumers
to open an account, harnessing the
opportunity for millions of unbanked
Americans to receive COVID-19 relief
government payments safely and securely.
Also, the FDIC’s Money Smart financial
education curriculum is a key tool for pursuing
this objective by helping target populations
gain practical knowledge, skills-building
opportunities, and resources they can use to
manage their finances with confidence. The
FDIC also sponsors or conducts research and
demonstration projects, develops policy
proposals, facilitates partnerships, and
participates in targeted outreach and technical
assistance activities with both the institutions
it supervises and various community-based
organizations to further this objective.

The FDIC established and supports the
Advisory Committee on Economic Inclusion to
inform and support its economic inclusion
strategies and to promote sound supervisory
and public policies to help ensure that

23|Page

underserved households have access to
mainstream financial products and services
that are affordable, easy to understand, and
not subject to unfair or unforeseen fees. In
addition, on a biennial basis, the FDIC
conducts jointly with the U.S. Census Bureau
the only comprehensive, nationwide research
survey called “How America Banks” regarding
the number of banked and unbanked
householdsin the U.S. The FDIC also engages
banks; other federal, state and local
government agencies; and non-profit
organizations serving a broad spectrum of
consumers and small businesses in building
locally based coalitions to participate in
financial education and information sharing.
These coalitions promote local economic
inclusion opportunities in communities where
financial health and well-being has lagged the
rest of the country. In each state and territory
in the US, at least one FDIC Community Affairs
specialist has responsibilities to promote
economic inclusion. Some markets also have
an Alliance for Economic Inclusion.

The FDIC will continue to pursue multi-year
initiatives to support broader economic
inclusion such as promoting account opening,
strategies to improve financial well-being,
build savings and improve credit records, and
evaluate new technologies that can be
responsibly used to expand banking services
to underserved populations. The FDIC also will
continue to work with federal and local
partners to facilitate community development
through affordable housing, small business
development, and related initiatives.
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External Factors: The access to credit of
underserved households from mainstream
financial institutions could be
disproportionately affected during economic
downturns or periods of economic stress.
Changing technological and market conditions
could also positively or negatively affect
opportunities to expand economic inclusion in
the nation’s banking system.

Supervision Program -
Resolution Planning

Strategic Goal 4
Large, complex financial institutions are
resolvable in an orderly manner.

Strategic Objective

4.1 Large, complex financial institutions are
resolvable under the bankruptcy code or,
for covered IDIs, the Federal Deposit
Insurance (FDI) Act, as applicable.

4.2 In the event of the failure of a large,
complex financial institution, the FDIC
carries out the resolution in an orderly
manner in accordance with statutory
mandates.

The means and strategies used to achieve
these strategic objectives and the external
factors that could impact their achievement
are described below.

4.1 Large, complex financial institutions are
resolvable under the bankruptcy code or,
for covered IDIs, the Federal Deposit
Insurance (FDI) Act, as applicable.
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Means and Strategies: Certain large financial
companies are required to prepare and submit
annually to the FDIC and FRB resolution plans,
or “living wills,” demonstrating that they could
be resolved in a rapid and orderly manner
under the Bankruptcy Code (or other
applicable insolvency regime) in the event of
material financial distress or failure. Among
other things, the resolution plans must identify
each firm’s critical operations, core business
lines, and the key obstacles to a rapid and
orderly resolution. The FDIC and FRB share
responsibility for reviewing the plans,
assessing informational completeness and
resolvability under the Bankruptcy Code,
identifying and requiring firms to address any
shortcomings, and providing firms with
guidance on the submission of future plans.
The FDIC has a complementary rule that
requires certain IDIs to periodically submit
resolution plans that would enable the FDIC,
as receiver, to resolve their failure in an
orderly, least-costly manner.

The FDIC’s review of resolution plans is
intended to improve the resolvability of bank
holding companies (and other designated
financial companies) through the bankruptcy
process and their subsidiary IDIs through the
FDIC’s traditional resolution processes as
depositinsurer. These reviews enhance the
FDIC’s ability to prepare for possible large
resolutions and its understanding of how the
FDIC’s resolution authorities could be best
used. The FDIC has established on- and off-site
monitoring and risk assessment programs that
support the FDIC’s review of the resolution
plans submitted by these companies.
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In addition, the FDIC employs multidisciplinary
teams that include both supervisory and
receivership management expertise in the
review of these plans. The FDIC also
collaborates closely with the primary federal
supervisors for the affected IDIs in the review
of these plans.

External Factors: The rapid and orderly
resolution of a large, complex financial
institution under either bankruptcy or Orderly
Liquidation Authority may be complicated by
legal and operational concerns that stem from
the cross-border operations of many large,
complex financial institutions. The FDIC
actively works with foreign authorities to
address these issues.

In addition, the sheer size and complexity of
these firms pose legal and operational
challenges to their resolution. Preplanning
and structural and operational reforms by
these companies are essential to achieving a
rapid and orderly resolution under any legal
framework.

4.2 In the event of the failure of a large,
complex financial institution, the FDIC
carries out the resolution in an orderly
manner in accordance with statutory
mandates.

Means and Strategies: Large, complex
financial institutions in the United States
historically have been organized under a
holding company structure, with a top-tier
parent and operating subsidiaries that
comprise hundreds, or even thousands, of
interconnected entities that share funding and
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support services and span legal and regulatory
jurisdictions across international borders.
Functions and core business lines often are not
aligned with individual legal entity structures,
and critical operations cross legal entities and
jurisdictions, with funding dispersed among
affiliates as needs arise. These integrated legal
structures present obstacles to the orderly
resolution of one part of the company without
triggering a costly collapse of the entire
company and potentially transmitting adverse
effects throughout the financial system.

To improve the ability of firms to be resolved in
bankruptcy, the FDIC and FRB have worked
closely with firms, and provided detailed
feedback regarding key issues and obstacles to
orderly resolution in bankruptcy. In response,
firms have made significant changes to their
operations and legal structure. The agencies
also have fostered significant public
transparency surrounding the resolution
planning process to improve the public’s
understanding of the progress that has been
made. In addition to taking steps to improve
resolvability under bankruptcy (the statutorily
preferred option), the FDIC has been preparing
contingency plans for firms to be resolved
under the OLA, should that be necessary to
protect U.S. financial stability.

To ensure the FDIC’s operational readiness to
conduct the resolution of a large, complex
financial institution, the FDIC continues to
update and refine its firm-specific contingency
plans. In addition, the FDIC is developing
operational procedures for administration of a
receivership, if necessary.
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The FDIC conducts simulations and tabletop interconnected nature and global reach of
exercises and undertakes joint contingency these firms. As part of its contingency
planning with other U.S. and foreign regulatory planning efforts, the FDIC will seek to mitigate
authorities to enhance communications and this risk by collecting and maintaining
operational readiness, and it is exploring other comprehensive, up-to-date information on
opportunities to collaborate with U.S. and these institutions that will support a rapid and
foreign authorities to ensure effective orderly resolution, if that becomes necessary.

coordination and cooperation in a resolution.

In addition, the FDIC, together with other U.S.
financial regulatory agencies, continues to
develop its relationships with key regulatory
authorities in other countries to facilitate
closer coordination and cooperation in the
event of the failure of a global SIFI. The FDIC
also analyzes emerging issues and is
enhancing its understanding of the legal and
policy structures in other countries that might
affect a rapid and orderly resolution.

The FDIC established the Systemic Resolution
Advisory Committee to advise on the potential
effects the failure of a large, complex financial

institution would have on financial stability
and economic conditions. Members of the
Advisory Committee bring a wide range of
knowledge and experience to resolution-
related issues, including expertise in managing
complex firms, administering bankruptcies,
working within different legal jurisdictions,
and understanding the application of
accounting rules and practices.

External Factors: The specific facts
surrounding the failure of a large, complex
financial institution may affect the FDIC’s
ability to execute a resolution as planned,
especially considering the complex and
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Receivership Management
Program

Program Description

When an IDI fails, the FDIC is ordinarily
appointed receiver. In that capacity, it
assumes responsibility for efficiently
recovering the maximum amount possible
from the disposition of assets and the pursuit
of claims in the receivership. Funds that are
collected from the sale of assets and the
disposition of valid claims are distributed to
the creditors of the receivership according to
priorities set by law.

The FDIC seeks to terminate receiverships in
an orderly and expeditious manner. Once the
FDIC has completed the disposition of the
receivership’s assets and has resolved all
obligations, claims, and other legal
impediments, the receivership is terminated,
and a final distribution is made to its creditors.
Receivership creditors may include secured
creditors, unsecured creditors (including
general trade creditors), subordinate debt
holders, shareholders, uninsured depositors,
and the DIF (as subrogee). The FDIC, inits
corporate capacity, is often the largest creditor
of the receivership.
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Strategic Goal 5
Resolutions are orderly and receiverships are
managed effectively.

Strategic Objectives

5.1 The FDIC manages receiverships to
maximize net return and terminates them in
an orderly and timely manner.

5.2 The FDIC investigates potential
recoveries, including claims against
professionals, and pursues them if deemed
to be meritorious and expected to be cost-
effective.

The means and strategies used to achieve
these strategic objectives and the external
factors that could impact their achievement
are described below.

5.1 The FDIC manages receiverships to
maximize net return and terminates them in
an orderly and timely manner.

Means and Strategies: Under the FDIC Act,
the FDIC, in its receivership capacity, manages
the assets of failed IDI receiverships to
preserve their value and to dispose of them as
quickly as possible, consistent with the
objective of maximizing the net return on
those assets. The oversight and prompt
termination of receiverships preserves value
for the uninsured depositors and other
receivership claimants by reducing overhead
and other holding costs. By quickly returning
the assets of a failed institution to the private
sector, the FDIC maximizes net recoveries and
minimizes disruption to the local community.
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In fulfilling its responsibilities to creditors of
failed institutions, the FDIC, as receiver,
manages and sells the receivership assets
using a variety of strategies. Given adequate
time to prepare for a resolution, the FDIC
develops a virtual data room and an asset
valuation review to solicit bidders and sell as
many of the IDI’s assets as possible at closing
or shortly thereafter. The FDIC manages the
remaining assets in a cost-effective manner to
preserve value until they can be marketed and
sold. Most of the remaining assets are
marketed within 120 days after an IDlI fails
unless they are identified for an alternative
disposition strategy (i.e., joint venture or
securitization).

External Factors: A severe economic
downturn could lead to more IDI failures and
could affect the pace at which the FDIC
markets assets and terminates receiverships.
Other factors, such as extended litigation and
problems resolving environmentally tainted
receivership properties, might also delay the
termination of a receivership.

5.2 The FDIC investigates potential
recoveries, including claims against
professionals, and pursues them if deemed
to be meritorious and expected to be cost-
effective.

Means and Strategies: When an IDI fails, the
FDIC, as receiver, acquires a group of legal
rights, titles, and privileges generally known as
professional liability claims. The FDIC’s
attorneys and investigators work together to
identify and pursue claims arising from the
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failure of an IDI that are deemed to be
meritorious and expected to be cost-effective.
The team conducts a factual investigation of
the events that contributed to losses at the IDI
as well as legal research and analysis of the
facts and potential claims. Innovative data
capture and analytics techniques are used to
gain efficiencies throughout the investigative
process. For each potential claim, the team
recommends whether the claim should be
pursued based on an assessment of its merits
and the likelihood of a recovery exceeding the
estimated cost of pursuing the claim. The
timely investigation and evaluation of
potential claims enables the FDIC to identify
opportunities to maximize recoveries to each
receivership and to hold accountable
directors, officers, and professionals who
cause losses to IDIs. This process also
enhances industry awareness of sound
corporate governance standards.

External Factors: Potential claims are
generally subject to statutes of limitations that
establish time limits for the claim to be filed. A
substantial increase in the number of failures
could make it difficult to complete
investigations of all potential claims and
determine within the established time limit
whether to pursue claims. The same situation
could occur with very complex investigations
or claims. Other obstacles to timely
investigation and evaluation of claims include
difficulty accessing critical information or
witnesses. In such cases, the FDIC may seek to
enter into tolling agreements with the
potential defendants to extend the allowable
timeframe for the claims to be filed.
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OFFICE OF INSPECTOR GENERAL

The Office of Inspector General e Administer resources prudently, safely,
securely, and efficiently;

The FDIC’s Office of Inspector General (OIG) is e Exercise leadership skills at all levels

an independent organizational unit within the organization; and

established under the Inspector General Act of e Promote teamwork within the Office.

1978, as amended, that conducts audits . N
T ) o N Has, ) The OIG also has developed internal objectives
evaluations, investigations, and other reviews

) to accomplish these goals.
of FDIC programs and operations. The OIG’s

mission is to promote the economy, efficiency, Additional information about the OIG,
and effectiveness Of FD|C programs and including a COpy Ofthe OIG’S Strategic Plan,

waste, fraud, abuse, and misconduct in FDIC
programs and operations.

The OIG aims to drive change and make a
difference by prompting and encouraging
improvements and efficiencies at the FDIC,
help preserve the integrity of the agency and
the banking system, and protect depositors
and financial consumers. To accomplish its
mission and achieve its vision, the OIG has
established the following six goals:

e Conduct superior, high-quality audits,
evaluations, and reviews;

e Investigate significant matters of
wrongdoing and misconduct relating
to FDIC employees, contractors, and
institutions;

e Strengthen relations with partners and
stakeholders;
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APPENDICES

Appendix A: The FDIC’s
Strategic Planning Process

Introduction

The FDIC is subject to the requirements of the
Government Performance and Results Act
(GPRA) as modified by the GPRA Modernization
Act of 2010 and certain provisions of Title I,
Federal Evidence-Building Activities of the
Foundations for Evidence-Based Policymaking
Act 0of 2018. In accordance with the
requirements of these statutes, the FDIC
reviews and updates its Strategic Plan every
four years, publishes Annual Performance
Plans and Performance Reports, and conducts
program evaluations to assess whether the
agency’s programs are achieving their stated
purposes.

Annual Performance Plan and Report

The FDIC Strategic Plan is implemented
through annual performance plans. The
annual plans identify annual performance
goals, indicators, and targets for each strategic
objective. The FDIC submits an Annual Report
to Congress in February of each year that
compares actual performance to the annual
performance goals for the prior year. This
report is also made available to FDIC
stakeholders and the public through
https://www.fdic.gov.

Long-term strategic goals and objectives are
expressed in outcome terms, and selected
outcome measures are included in the
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agency’s annual performance plans. However,
many of the performance indicators in these
annual plans are process measures (for
example, completing required examinations).
It is often difficult to establish a direct causal
relationship between the agency’s activities
and the outcomes experienced by insured
institutions. The FDIC continues to work with
the other regulatory agencies to improve its
performance measures.

Corporate Planning and Performance
Management Process

The FDIC establishes performance goals
annually through an integrated planning and
budgeting process. In formulating these
performance goals, the agency considers the
external economic environment, the condition
of the banking and financial services industry
(including potential risks), projected workload
requirements, and other corporate priorities.
Agency plans also may be influenced by the
results of program evaluations and
management studies, prior year performance
results, and other factors. Based on this
information, planning guidance is established
by senior management with input from
program personnel.

After annual performance goals are
established, a proposed annual corporate
operating budget is developed, taking into
account the financial, human capital,
technological, and other resources required to
accomplish core mission responsibilities and
other annual performance goals.
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The budget is typically approved by the Board
of Directors in December.

Annual performance goals are communicated
to employees through established supervisory
channels, the internal FDIC website, and other
means. Staff prepares progress reports, and
senior management conducts performance
reviews quarterly.

Stakeholder Consultation

The FDIC requested comment from
stakeholders and the public on a draft of this
strategic plan through a posting on the FDIC
website for a 14-day period in August 2021. All
comments and suggestions were carefully
reviewed and changes made to the plan where
appropriate.
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Appendix B: Enterprise Risk
Management

Enterprise Risk Management

Enterprise Risk Management (ERM) is a way to
better anticipate, prioritize, and manage risks
across an agency. The FDIC’s ERM program
aims to address the full spectrum of significant
internal and external risks facing the agency
and the combined impact of those risks as an
interrelated portfolio.

The FDIC integrates ERM into its strategic
planning and budgeting processes to inform
decision-making and resource

deployment. Each year, the FDIC develops
funding requests and corporate-wide goals
that consider identified risks. Higher rated
risks may warrant increases to financial or
personnel resources.

Key ERM program components include the
Risk Appetite Statement, Risk Profile, and Risk
Inventory. The Risk Appetite Statement serves
as a guide for setting strategic goals and
objectives and communicates the
Corporation’s views about the level of risk
taking that is acceptable across various agency
programs and operations. The Risk Appetite
Statement considers the following eight risk
categories: strategic, compliance, reporting,
operational, reputational, financial,
technological, and external risks.

FDIC’s Risk Inventory is a comprehensive,
detailed list of risks that could hamper the
FDIC’s ability to achieve its goals and
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objectives. Divisions and offices identify risks
through risk assessments, internal reviews,
audits and evaluations, risk committees, and
ORMIC research and reviews. Divisions and
offices assign residual risk level ratings based
on the impact and likelihood of the risk
occurring, identify risk mitigations for higher-
rated risks, and track mitigation activities to
completion.

The Risk Profile is a prioritized inventory of the
most significant risks identified and assessed
through the risk assessment process. ORMIC
maps underlying Risk Inventory items to
higher-level Risk Profile items then assigns a
mitigation coverage level, risk trend, and
residual risk level to each Risk Profile

item. ORMIC vets this information with the
divisions and offices and deputies to the
Chairman. The Risk Inventory and Risk Profile
are living documents that are updated as
needed and formally validated each

summer. The CRO presents the Risk Profile to
the FDIC Operating Committee—the FDIC’s
ERM oversight body—for review, discussion,
and annual confirmation. The CRO also
provides quarterly ERM briefings to the
Chairman and Operating Committee and
semiannual briefings to the FDIC Audit
Committee, a standing committee of the FDIC
Board of Directors.
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Appendix C: The FDIC’s Use of
Research, Data, and Analysis
to Support Evidence-Based
Policy Making and Program
Management

The Foundations for Evidence-Based
Policymaking Act of 2018 requires the FDIC to
assess as part of its strategic plan the
coverage, quality, methods, effectiveness, and
independence of the statistics, evaluation,
research, and analysis efforts of the FDIC. The
FDIC has long recognized that data is one of its
most important resources for accomplishing
its mission responsibilities, both for internal
use and for dissemination to the financial
industry and other stakeholders. The FDIC
collects and utilizes data from individual
financial institutions and other sources to
assess risks and establish risk-based insurance
premiums for insured depository institutions
(IDIs), conduct bank examination and other
supervisory activities for FDIC-supervised IDls,
evaluate the resolution plans of large and
systemically important IDIs, and resolve IDI
failures at the least cost to the Deposit
Insurance Fund. Itis essential that this
information on which the FDIC relies in
performing these functions be complete and
accurate.

Statistics, Data Collection, and Analysis

The FDIC relies on the collection and analysis
of data from FDIC-insured institutions and
other sources to carry out virtually all of its
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core business processes. These data are
aggregated and maintained in multiple
systems and databases used by employees
throughout the agency to perform their day-to-
day duties and responsibilities. The major
systems/databases include the following:

e Central Data Repository (CDR), which
maintains core financial information
collected quarterly from all FDIC-
insured institutions for use by all
federal bank regulatory agencies.

e Institution Directory (ID), which
contains comprehensive, up-to-date
financial and demographic data for
every FDIC-insured institution.

e Structure Information Management
System (SIMS), which holds detailed
location and demographic information
on offices and branches of FDIC-
insured institutions.

e Statistics on Depository Institutions
(SDI), which maintains the latest
comprehensive financial and
demographic data for every FDIC-
insured institution.

e Summary of Deposits (SOD), which
collects and maintains annually
information on branch office deposits
for all FDIC-insured institutions,
including insured U.S. branches of
foreign banks.

e Survey of Household Use of Banking
and Financial Services, which collects
information biennially from U.S.
households (in partnership with the
U.S. Bureau of the Census) on bank
account ownership, the primary
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methods banked households use to
access their bank accounts, bank
branch visits, use of prepaid cards and
nonbank financial transaction services,
and use of bank and nonbank credit.

e Small Business Lending Survey, a

nationally representative survey of U.S.

banks and their small business lending
practices.

e Failed Bank Data, a unique research
database that contains detailed
financial and other information
collected by the FDIC during the
resolution of FDIC-insured institution
failures.

e Enterprise Data Warehouse, which
provides FDIC employees a centrally
managed, high-quality, and highly
secure data platform for corporate and
divisional data analysis, reporting, and
decision-making.

The FDIC makes its data and risk analysis
available to the public through a variety of
regular publications, including the Quarterly
Bank Profile, FDIC Quarterly, Supervisory
Insights Journal, Consumer Compliance
Supervisory Highlights, and How America
Banks. It also makes this data available to the
public for research and other purposes on its
website through Bank Find Suite, a database
that identifies whether an institution is FDIC-
insured and provides detailed historical
information on the institution, including past
mergers and acquisitions. The FDIC is
modernizing its public-facing data and
analytical tools to improve functionality and
ease of user access.
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Research and Evaluation Activities

As a preeminent banking research
organization, the FDIC maintains a vigorous
research and publications program, managed
by its Division of Insurance and Research (DIR),
on an array of issues and topics of importance
to the banking industry. This includes
extensive and ongoing analysis of the
economy and potential risks to the banking
industry, sectors of that industry, or individual
financial institutions. Sound economic
analysis is critical to prudently managing the
Deposit Insurance Fund and fulfilling the
FDIC’s deposit insurance mission. Italso
permits the FDIC to focus its supervisory
efforts on the areas of greatest risk and to
resolve IDI failures at the least cost to the
Deposit Insurance Fund. The FDIC’s economic
analyses are evaluated and discussed on an
ongoing basis through the interdivisional Risk
Analysis Center in Washington and
interdivisional Regional Risk Committees in
each of the FDIC’s regional offices.

Much of DIR’s formal research program is
conducted in collaboration with the academic
community through the Center for Financial
Research (CFR), which was established in 2004.
The purpose of the CFR’s research program is
to expand knowledge and understanding and
to prompt discussion among the FDIC’s many
stakeholders on issues affecting the banking
system. The research focuses on banking
industry developments, risk measurement and
management methods, regulatory policy, and
related topics. Research findings are
disseminated through meetings of the




2022-2026 STRATEGIC PLAN

Advisory Committee on Community Banking
and the Advisory Committee on Economic
Inclusion, CFR Working Papers, FDIC Staff
Studies, survey reports, articles in
independent, peer-reviewed professional
journals, and presentations at professional
and academic conferences and other events.
Completed studies can be found on fdic.gov.

Other FDIC divisions and offices also
continually perform research, program
analysis, and evaluation activities both to
assess their organizational performance and to
identify program and process improvements
that would enhance their effectivenessin
meeting strategic and annual goals and
objectives, and employee perspectives are
collected and analyzed through the annual
Federal Employee Viewpoint Survey. Research
and analysis are often shared across divisions
and offices in a consultative process and are
used operationally to inform organizational
learning, program management, and
performance management. In addition, the
Office of Program Audits and Evaluations, in
the FDIC’s independent Office of Inspector
General, conducts program evaluations and
performance audits to assess the effectiveness
and efficiency of FDIC programs and
operations. The Office of Risk Management
and Internal Controls also performs
independent audits and evaluations of FDIC
programs and operations to ensure that they
are operating efficiently and effectively and
accomplishing their intended objectives.
Program evaluations are collaborative efforts
that may involve management and staff from
multiple divisions and offices.
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Data Management and Governance

The FDIC seeks to manage its data as a
corporate resource. This is fundamental to
empowering FDIC staff at all levels of the
organization to perform their responsibilities.
In 2020, the FDIC appointed a new Chief Data
Officer (CDO) and launched the Enterprise Data
Governance Group to develop an enterprise
data management strategy and implement a
new enterprise data governance framework.
In conjunction with that initiative, the CDO is
leading a corporate-wide effort to establish a
target data architecture for a new cloud data
platform, implement a data literacy program,
and create an enterprise data catalog. The
CDOis also collaborating with the FDIC’s
Corporate University (CU) to develop training
for employees on the use of these new tools.
CU provides employees in all disciplines with
career-long learning and development
opportunities to equip them to meet the
Corporation’s current and future skills needs,
including data analysis skills that are central to
each of the FDIC’s major business programs.

The FDIC is also pursuing data security
initiatives to protect confidential and sensitive
data from unauthorized access or misuse. The
FDIC’s multi-year IT Modernization Program
initiated in 2020 includes initiatives intended
to mature the Corporation’s cybersecurity
capabilities to ensure the continued
confidentiality, availability, and integrity of
FDIC systems and data. The FDIC will continue
to implement current and emerging federal
information security regulations, policies, and
practices, including those governing the
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collection, access, and use of data generated
by the FDIC in the execution of its mission.

Technology and Innovation

The FDIC established the FDIC Tech Lab
(FDITECH) in 2019 to promote experimentation
with innovative emerging technologies and,
where appropriate, accelerate their adoption
by both FDIC-insured and supervised
institutions and by the FDIC. Many initiatives
being pursued by FDITECH in partnership with
FDIC business divisions hold the promise of
increasing the FDIC’s analytical capabilities.
For example, the FDIC is experimenting with
the application of artificial intelligence and
machine learning technologies to its bank
examination reports to identify cross-cutting
risks. Itis also planning to pilot a number of
third-party proposals that emerged from a
Rapid Phased Prototyping competition
completed in 2021 that would provide the FDIC
access to supplemental bank information (e.g.,
loan information) that could facilitate
continuous offsite monitoring and analysis of
risk in individual institutions.
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Equal Employment Opportunity Alternative Dispute Resolution
Program

To establish and define guidelines and procedures for the administration
of and participation in the Federal Deposit Insurance Corporation’s
(FDIC or Agency) Equal Employment Opportunity (EEO) Alternative
Dispute Resolution (ADR) program.

It is the policy of the FDIC to use mediation, a form of ADR, as
appropriate, to resolve informal and formal EEO complaints at the
earliest opportunity within the EEO complaint process.

The U.S. Equal Employment Opportunity Commission’s (EEOC)
revised regulation at 29 C.F.R. §1614.102(b)(2) requires Federal
agencies to establish or make available an ADR program in conjunction
with the processing of complaints of employment discrimination.

This internal policy was developed to: (1) provide an informal
alternative to the EEO process; and (2) provide employees with an
opportunity for a confidential and informal attempt to resolve their
concerns at the lowest possible level, while allowing the parties to
participate actively in the resolution of the dispute.

The Office of Minority and Women Inclusion (OMWI), Complaints
Processing Branch (CPB) manages the EEO ADR program.

Section 3 of Public Law 101-552, as amended by the Administrative
Dispute Resolution Act of 1996 (Public Law 104-320, 5 U.S.C. §§571-
584) (ADR Act).

CPB 2000.1

1 March 28, 2018




5. Complaints
Processing
Branch ADR
Program

EEOC regulations at 29 C.F.R. §1614.102(b)(2).

The FDIC is dedicated to diversity and inclusion and equal opportunity
in all its employment policies, practices, and programs.

ADR has proven to be an effective tool for resolving workplace disputes
faster, more economically, and in a non-adversarial forum. Mediation is
one form of ADR, and is a problem solving technique which uses
neutral third parties to resolve disputes. The use of mediation
encourages and facilitates early resolution of workplace disputes by the
good faith participation of management and aggrieved employees.

Mediation promotes principles and practices that facilitate open
communication and improve working relationships. Using mediation to
resolve workplace disputes demonstrates the agency’s commitment to
providing a confidential non-adversarial approach to problem solving,
while promoting joint ownership of solutions.

Mediation is available throughout the EEO complaint process. OMWI
uses certified contract mediators who are trained in various ADR

techniques.

a. Mediation is Voluntary, Neutral and Confidential

EEO mediation is voluntary for an aggrieved party/complainant and the
mediation discussions are confidential.

The mediator is a contract neutral who will not take sides with either
party, but will assist in facilitating a resolution of the claims at issue in
the EEO complaint, as well as other issues that may come up during the
mediation session.

The FDIC requires managers and supervisors to make every effort to
resolve workplace disputes with their employees. Thus, if an aggrieved
party/complainant elects to use mediation in lieu of EEO Counseling,
or during the formal EEO complaint stage to resolve an EEO complaint,
management is required to participate in the mediation session, the
appropriate management official is required to participate in the process
and attempt to resolve the dispute in good faith.

Confidentiality is essential to the success of all ADR proceedings. All
ADR processes will assure information is not disclosed consistent with
the provisions of the ADR Act. This will enable parties to be
forthcoming and candid, without fear that their statements may later be
used against them. The parties will not discuss confidential
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communications outside the mediation process. Neutrals will not reveal
to the Agency staff or management, confidential communications
disclosed during the mediation session.

b. Stages of the EEO Complaint Process when EEO Mediation
is Available

Mediation is available during informal counseling stage; during the
processing at the formal complaint stage; and during the hearing stage
of the EEO complaint. The EEOC oversees mediations during the
hearing stage. Most mediations occur during the informal counseling
stage.

OMWTI has discretion to determine whether a given dispute is
appropriate for EEO mediation. At the informal stage, an aggrieved
person may elect mediation instead of EEO counseling. At the formal
stage, OMWI may offer mediation at any time, up until the final agency
decision is issued.

c. Timeframes of the EEOQ Administrative Process and the
EEO ADR Process

The informal EEO counseling stage takes place within 30 calendar days
from an aggrieved individual’s first contact with OMWI or the EEO
Counselor. If mediation is deemed to be appropriate, the aggrieved
individual will be afforded the opportunity to elect EEO mediation.
Examples of matters that may be appropriate for mediation include, but
are not limited to, denial of promotion, harassment, unfavorable
performance rating, and disciplinary action.

If mediation is elected, the timeframe for the informal EEO process is
extended an additional 60 calendar days; however, OMWI will attempt
to schedule mediation within 30-60 calendar days from the aggrieved
person’s initial contact with OMWTI or the EEO Counselor. The total
timeframe of the informal EEO stage, if mediation is elected, should not
exceed 90 calendar days.

During the formal stage, if mediation is deemed appropriate and offered
by OMW]I, and accepted by the complainant, attempts will be made to
schedule mediation within 30 calendar days from the date it is accepted.
OMWI may initiate mediation at complainant’s and/or the Agency’s
request.
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A mediation session may take four to six hours and is normally
conducted face-to-face when possible. If not possible or feasible, the
mediation session may be conducted via VTC or conference call.

At any point in the process after the aggrieved party/complainant has
decided to enter mediation, the aggrieved party/complainant may

terminate the mediation process and resume the EEO complaint process.

d. Right to Representation during Mediation

Each party is entitled to a representative during the EEO complaint
process. In general, representation is not required for mediation and
either party may decide not to have a representative present during a
mediation session. Since the purpose of the mediation is to facilitate
open and meaningful communication between the aggrieved party and
the designated management official, the role of the representative in the
mediation session is to encourage dialogue between the parties, and not
to promote an adversarial process.

It is inconsistent with their neutral roles for EEO counselors, EEO
investigators, EEO officers, and EEO program managers to serve as
representatives for agencies or complainants. Therefore, persons in
these positions cannot serve as representatives for complainants or for
agencies in connection with the processing of discrimination
complaints.

If an aggrieved party/complainant elects to be represented by an
attorney, management may elect to request an Agency attorney to
accompany management at the mediation. Due to confidentiality
requirements and conflicts of interest, both the aggrieved
party/complainant and the management official must designate their
representative in writing before the start of the mediation. If it is
determined that a conflict of interest exists, the aggrieved
party/complainant and/or the management representative must re-
designate the representative. The Agency attorney should not be the
same attorney representing the Agency at hearing before the EEOC.

If an aggrieved party/complainant does not elect to be represented by an
attorney at the mediation, management may not have an Agency
attorney at the mediation.
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6. Training

e. FDIC Resolving Official Attending Mediation

The appropriate resolving official should have settlement authority to
bind the Agency at mediation. The manager who is directly involved
with the EEO claim should not act as the manager with settlement
authority at the mediation.

f. Settlements and Enforceability

Any settlement of an EEO complaint must be entered into voluntarily.

If a settlement is reached through the ADR process, the parties will draft
a settlement agreement that is acceptable to all parties and their
representative(s), if any. A settlement agreement becomes binding,
final, and effective upon the review, concurrence, approval, and
signature of the FDIC Legal Division. The Director, OMWI provides
concurrence only. Signed settlement agreements are binding on both
parties. The terms of the settlement agreement are enforceable and any
breach of the agreement should be reported to the Director, OMWI
pursuant to 29 CFR §1614.504.

If a settlement is not reached, the employee can continue the pursuit of
his/her matter through the EEO formal complaint process.

g. Exceptions to ADR Program

The majority of matters are appropriate for EEO ADR. However, the
EEOC recognizes that there are instances in which EEO ADR may not
be appropriate or feasible; and therefore, Agencies may decline to offer
EEO ADR for particular issues.

The FDIC has determined that certain situations (i.e., claims growing
out of a reduction-in-force, claims involving non-selection of non-FDIC
employees (applicants), or where the same, similar or related claims
filed by the same individual have been mediated in previous informal or
formal complaints) are not appropriate for mediation. Other specific
reasons are determined on a case-by-case basis.

Training will be provided for employees and managers on the EEO
ADR program, their roles and responsibilities in the mediation process,
and the benefit of using mediation to resolve workplace disputes.

Training and an ongoing review and evaluation of the EEO ADR
program will be essential in order to determine whether the program has
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achieved its goals and how the program might be improved to be more
efficient and achieve better results.

7. Recordkeeping Records shall be maintained in accordance with FDIC Circular 1210.1,
Requirements  FDIC Records and Information Management (RIM) Policy Manual.

Records shall be maintained for annual reporting (Form 462) to the
EEOC.

8. Effective Date  This internal policy is effective immediately.
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FDIC DIRECTIVE 2710.05

Reasonable Accommodation Program

Approval Authority: Daniel Bendler, Deputy to the Chairperson and Chief Operating Officer
Originating Division/Office: Chief Operating Officer Organization
Approval Date: 03/23/2023

PURPOSE

This revised Directive provides policy on providing reasonable accommodations to qualified
employees and applicants for employment with disabilities.

SCOPE

This Directive applies to all Divisions/Offices, including all employees and applicants for
employment with the FDIC.

AUTHORITIES

e Title 10, United States Code (U.S.C.), Section 701, The Rehabilitation Act of 1973, as
amended

o Title 42, U.S.C., Section 12101, The Americans with Disabilities Act (ADA) of 1990, as
amended

o Title 29, Code of Federal Regulations (CFR), Part 1614, Federal Sector Equal Employment
Opportunity

o Title 29, CFR, Part 1630, Regulations to Implement the Equal Employment Provisions of the
Americans with Disabilities Act

FORMS

e FDIC Form 2710/02, Request for Reasonable Accommodation or Barrier Removal
e Standard Form (SF) 256, Self-ldentification of Disability
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SUMMARY OF CHANGES

This Directive supersedes Directive 2710.5, Reasonable Accommodation Program, dated
March 29, 2019.

REVISION, dated March 23, 2023

This Directive had been revised to:

FDIC Directive 2710.05

Reformat into the new template;

Transfer from the Office of Minority and Women Inclusion (OMWI) to the Division of
Administration (DOA) in May 2022;

Reflect updated Reasonable Accommodation processes in the Policy, including the
transfer of decision-making authority from the requestor’s supervisor/manager to the
Reasonable Accommodation Program Manager (RAPM);

Change to transfer responsibilities from the Disability Program Manager to the RAPM,;
Change to transfer responsibilities from the Deciding Official and Reviewing Official to
the Chief Human Capital Officer (CHCO), First-Line Supervisor, Human Resources (HR)
Specialist, and Office of Inspector General (OIG);

Update to include the CHCO, Legal Division, OIG, RAPM, First Line Supervisor, HR
Specialist, Labor and Employee Relations Section (LERS), and Division of Information
Technology (DIT) in the Responsibilities Section per the substantially revised
Reasonable Accommodation process; and

Change to include Reasonable Accommodation procedures in Appendix A.
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BACKGROUND

The FDIC is committed to the principles of equal opportunity in all of its programs, policies, and
practices, and to promoting diversity, equity, inclusion, and accessibility in its workforce,
programs, and activities. These programs ensure that the FDIC’s workplace is inclusive, free
from unlawful discrimination and retaliation, and provides equal opportunity and access to all.

In accordance with Title 29 CFR 1614 and 1630, the FDIC provides reasonable
accommodations to qualified employees or applicants with disabilities. These accommodations
are changes or modifications in the work environment, equipment or instruments used, or the
way things are customarily done, that enable individuals with disabilities to enjoy the same
opportunities and benefits of employment as employees without disabilities. DOA oversees the
Reasonable Accommodation Program, which offers assistance to individuals with disabilities
seeking accommodations and supervisors/managers providing accommodations.

For more information on reasonable accommodation, see Appendix B — Reasonable
Accommodation Resources.
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POLICY

The FDIC has a longstanding commitment to ensuring equal opportunity for all persons
regardless of race, color, national origin, sex (including pregnancy, equal pay, gender identity,
and sexual orientation), religion, age, disability, genetic information, or status as a parent and to
preventing prohibited retaliation against individuals for participating in the Equal Employment
Opportunity (EEQO) complaint process or opposing discriminatory practices. In line with this
commitment, the FDIC meets its obligation to provide reasonable accommodation for known
physical and mental disabilities of qualified employees and applicants for employment, unless
the FDIC can show that a particular accommodation would impose an undue hardship on the
operation of its programs and activities.

It is FDIC policy to comply with all the reasonable accommodation requirements of the
Rehabilitation Act of 1973 and all other applicable federal laws, statutes, regulations, and
guidance. The FDIC is committed to providing reasonable accommodations to its employees
and applicants to ensure that individuals with disabilities have full access to equal employment
opportunities.

A. Overview
1. The FDIC provides reasonable accommodations to:

a. Enable a job applicant with a disability to have an equal opportunity to participate in
the application process and/or be considered for a job;

b. Enable an employee with a disability to perform the essential functions of a position
or access the workplace;

c. Allow an employee with a disability to enjoy equal benefits and privileges of
employment similar to employees without disabilities; and

d. Allow employees, whose religious beliefs conflict with work requirements, the ability
of religious observance or practice.

2. The FDIC must provide reasonable accommodations to employees or applicants with
disabilities or religious beliefs, and is entitled to choose the accommodation, as long as it
is effective. Employees may not receive the exact accommodation sought, or their
preferred accommodation.

3. When appropriate, the FDIC may grant an accommodation to an employee or an
applicant for employment, even though the FDIC may not be legally required to do so.
Therefore, the FDIC’s approval of an accommodation request does not necessarily
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constitute a determination by the Corporation that an employee or applicant for
employment is legally entitled to the accommodation granted.

B. Requests for Reasonable Accommodation

1.

Requests for a reasonable accommodation are processed at any time, even without
prior disclosure to the existence of a disability. Disclosing a medical condition or
medication may also indicate the potential need for reasonable accommodation, whether
or not the medical condition or medication affects the individual's ability to perform a job
or apply for a position.

The Reasonable Accommodation Program Manager (RAPM) must be contacted for the
purpose of processing reasonable accommodation requests.

Those receiving requests for reasonable accommodation should take all necessary
precautions to maintain the confidentiality of employees with disabilities. As discussed
in the Interactive Process section, a supervisor/manager or Human Resources (HR)
Specialist is required to discuss the employee or applicant’s disability with the RAPM in
order to provide a reasonable accommodation.

An employee or applicant making a request:

a. May make the request orally or in writing and does not have to include any special
words such as “reasonable accommodation,” “disability,” or “Rehabilitation Act;”

b. Is not required to complete a specific form for the interactive process to begin, and
the individual is not required to have a particular accommodation in mind before
making the request; and

c. May have the request made on their behalf by a family member, friend, health care
provider, or other representative. If possible, the employee or applicant is contacted
to confirm the request for an accommodation.

An employee with intellectual or targeted disabilities may receive assistance in making a
reasonable accommodation request from a Support Coordinator from OMW!I. The need
for a Support Coordinator is part of the interactive process, and may be recommended
by the RAPM, the employee, the employee’s supervisor/manager, or other persons
referenced in this section.

C. Interactive Process

1.

As soon as practicable following a request for a reasonable accommodation, the
individual making the request and the RAPM engages in the interactive process. The
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interactive process is especially important when an impairment is not obvious, an
effective accommodation is not clear, and/or different forms of reasonable
accommodation are being considered. The RAPM communicates with the individual
making the request early in, and periodically throughout, the process and the individual
may contact the RAPM concerning the status of their request.

. All individuals seeking a reasonable accommodation must participate in the interactive

process in good faith. An employee or applicant who fails to engage in the interactive
process may risk receiving an ineffective accommodation or having an accommodation
request denied due to lack of information.

During the interactive process, the RAPM consults with the employee’s first-line
supervisor, or any other supervisor/manager in the employee’s chain of command,
regarding the essential functions of the position.

In the case of a reasonable accommodation request made by an applicant, the RAPM
consults with the HR Specialist listed in the Job Opportunity Announcement (JOA).

Where appropriate, the RAPM also may consult with the Legal Division, Labor,
Employment, and Administration Section (LEAS); the DOA, Labor and Employee
Relations Section (LERS); the Division of Information Technology (DIT); or the Office of
the Chief Information Security Officer (OCISO).

The interactive process may include, but is not limited to, discussing:
a. The employee’s disability or medical condition and the limitations experienced by the

employee as a result;

b. The effect of the disability on the employee’s ability to perform the essential functions
of the job or enjoy a privilege or benefit of employment, or the applicant’s ability to
apply for the position;

c. The process for determining whether an accommodation will be provided; and

d. Potential accommodations.

D. Medical Documentation

1.

In order to provide an effective accommodation, the FDIC may need medical
documentation from the requesting employee or applicant. A request for medical
documentation is part of the interactive process.

The RAPM may ask for supporting medical documentation from a healthcare provider
when:
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a. The functional limitations caused by the disability and the need for an
accommodation is not obvious or has not been disclosed previously;

b. The information submitted is insufficient to document the disability, the functional
limitation caused by the disability, or the need for a reasonable accommodation;

c. The effectiveness of a requested accommodation is unclear;

d. The medical condition may have changed substantially since the most recent
documentation was received; or

e. Other circumstances warrant, provided they are in accordance with the Rehabilitation
Act of 1973.

3. For more information on the reasonable accommodation request process, see Appendix
A — Reasonable Accommodation Procedures.

E. Confidentiality and Privacy

1. The FDIC is obligated to keep medical information confidential in accordance with the
confidentiality requirements under the Americans with Disabilities Act, the Rehabilitation
Act, and other applicable laws and regulations and the limited circumstances under
which such information may be disclosed.

2. Medical documentation relating to requests for reasonable accommodation are kept in
files separate from the employee’s official personnel file, or any other files kept by
supervisors/managers or the FDIC. This medical documentation is confidential and is to
be shared only with those who have a valid need to know."! Individuals who obtain or
receive medical documentation are strictly bound by these confidentiality requirements.

F. Freedom from Retaliation

The FDIC prohibits retaliation or taking an adverse action against individuals based on
requests, or perceived need, for a reasonable accommodation.
G. Creation and Maintenance of Records for the Reasonable Accommodation Program

1. When requesting a reasonable accommodation, the following sections are completed in
FDIC Form 2710/02, Request for Reasonable Accommodation or Barrier Removal:

" Individuals with a valid need to know include: decision makers who make employment decisions
consistent with the ADA for necessary accommodation of the individual; first aid, medical, and safety
personnel during an emergency; FDIC attorneys advising on legal issues; and government and other
authorized officials investigating compliance with laws and regulations, including the FDIC’s Office of
Inspector General.
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a. Section | (Requester Information) should be completed by the employee or applicant
requesting a reasonable accommodation. This section may also be completed by
the RAPM upon receipt of oral and written requests for reasonable accommodation
and requests for accommodations needed on a repeated basis;

b. Section Il (Deciding Official Information) for requested and alternative
accommodations; and

c. Section lll (Reviewing Official Information) if a final decision on reconsideration of
denial is requested.

2. In the records management system, the RAPM enters all written decisions, reports, and
other information relevant to reasonable accommodation requests, with the exception of
medical records.

3. An employee or applicant also may be asked to voluntarily complete the Office of
Personnel Management (OPM) Standard Form (SF) 256, Self-ldentification of Disability.
While self-identification of a disability is voluntary and is not required to request or
receive an accommodation, cooperation in providing accurate information is critical for
effective data collection and analysis of the FDIC’s Disability Employment Program and
Equal Employment Opportunity Commission (EEOC) reporting purposes.

4. FDIC Form 2710/02, Request for Reasonable Accommodation or Barrier Removal, and
SF 256, Self-Identification of Disability, are available in formats accessible to individuals
with disabilities, and are submitted to the RAPM.

5. A Reasonable Accommodation Database is maintained by the RAPM for EEOC
reporting purposes, pursuant to 29 CFR Section 1614.203(8).

6. The RAPM collects and oversees the custody of all records (including medical
documentation; FDIC Form 2710/02, Request for Reasonable Accommodation or Barrier
Removal; and SF 256, Self-ldentification of Disability) upon completion of the processing
of requests for reasonable accommodation.

7. All records generated as part of the Reasonable Accommodation Program will be
maintained per FDIC Directive 1210.01, Records and Information Management
Program.
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RESPONSIBILITIES

A.

Deputy Director and Chief Human Capital Officer (CHCO), Human Resources Branch
(HRB):

1. Oversees the Reasonable Accommodation Program Manager (RAPM); and

2. Has the authority to uphold, modify, or reverse the decision to deny reasonable
accommodation requests

Labor, Employment, and Administration Section, Legal Division:

Consults with, and provides legal advice to, the RAPM during the evaluation of requests for
reasonable accommodation, as necessary.

Office of Inspector General:

Reviews requests for reasonable accommodation of employees and applicants for
employment with the FDIC’s Office of Inspector General (OIG). OIG’s Director of Human

Resources (or designee) serves as OIG’s Reasonable Accommodation Program Manager
(RAPM).

Reasonable Accommodation Program Manager:

1. Implements, administers, and monitors the Reasonable Accommodation Program in
accordance with applicable federal laws, regulations, policies, and guidelines;

2. Ensures consistency in the handling of requests for reasonable accommodation;

3. Serves as the Deciding Official on reasonable accommodation requests, and collects,
stores, and reviews documentation for reasonable accommodation requests from
employees and applicants;

4. Provides guidance on reasonable accommodation matters, including researching and
identifying possible accommodations;

5. Notifies requestors of their rights and responsibilities with respect to reasonable
accommodation;

6. Decides whether an employee or applicant is provided a reasonable accommodation in
consultation with the employee’s first-line supervisor, LERS, and/or the Section 508
Program Manager, as appropriate;
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10.

Approves effective reasonable accommodations that do not impose an undue hardship
to the FDIC, but is not required to approve the specific accommodation(s) requested by
an applicant, an employee, or their health care provider;

Works with the CHCO to provide direction, training, and guidance on the implementation
of this Directive;

Tracks reasonable accommodation requests or decisions and the maintenance of
records; and

Tracks the FDIC’s processing of requests for reasonable accommodations for the
purposes of reporting to the EEOC.

E. First-Line Supervisor or Supervisors/Managers:

1.

Consult with the RAPM, as appropriate, about the decision whether an employee is
provided a reasonable accommodation;

. Analyze the particular job involved, including reviewing the relevant position description

and determining its purpose and essential functions, when necessary;

Consult with the employee requesting an accommodation, in conjunction with the RAPM,
to ascertain the precise job-related limitations imposed by the individual's disability and
how those limitations could be overcome with a reasonable accommodation; and

Consider the preference of the individual requesting an accommodation as well as the
needs of the FDIC, and consult with the RAPM regarding an appropriate
accommodation; and

Validate with the employee that the accommodation is effective as implemented in
conjunction with the RAPM.

F. Human Resources (HR) Specialist or Designee, DOA:

1.

2.

Consults with an applicant requesting an accommodation to ascertain the precise
limitation(s) imposed by the applicant’s disability and how those limitations could be
overcome with a reasonable accommodation; and

Assists with the implementation of any reasonable accommodations provided to
applicants.
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G. Labor and Employee Relations Specialist, DOA:

Consults with and provides advice to the RAPM during the evaluation of requests for
reasonable accommodation, as necessary.

H. Section 508 Program Manager, DIT:

Consults with and provides advice on accommodations for information technology-based
assistive technology.

I. Support Coordinator (For Employees with Targeted or Intellectual Disabilities):
Assists employees or applicants for employment in participating in the reasonable
accommodation process, as necessary.

J. Divisions/Offices or Implementing Offices:

1. Implement reasonable accommodations once approval of the reasonable
accommodation is received;

2. Inform the RAPM and the employee’s first-line supervisor of the actions taken after full
implementation of the approved reasonable accommodation; and

3. Complete Section IV of FDICC Form 2710/02, Request for Reasonable Accommodation
or Barrier Removal.

K. Employee or Applicant:
1. Communicates and/or submits a request for reasonable accommodation;
2. Provides sufficient medical documentation, upon request from the RAPM; and

3. Engages in the interactive communication process with the RAPM, first-line supervisor
or any other supervisor/manager in the employee’s chain of command, as appropriate,
or the HR Specialist identified in the JOA (or designee).
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APPENDIX A - REASONABLE ACCOMMODATION PROCEDURES

A. Initial Considerations for Reasonable Accommodation Requests

1. An employee or applicant’s request for reasonable accommodation may include a
request for a change in policy, practice, work modification, or other assistance that
relates to the employment or application for employment because of their medical
condition.

2. Supervisors/managers are often the first people employees contact when making
requests for accommodation. To assist in recognizing a request for an accommodation,
the employee’s first-line supervisor, another supervisor/manager in the employee’s chain
of command, or the RAPM should consider the following questions:

a.

Does the employee have a medical condition or physical/intellectual/psychiatric
challenge that is impacting their work?

Is the employee requesting an adjustment or change to the workplace?
Has the employee openly disclosed a disability, medical condition, or medication?
Has the employee stated that they need assistance performing a job function?

Is the employee known to have a disability and a family member, friend, coworker,
healthcare provider, or other representative has requested an accommodation on
their behalf?

B. Requesting a Reasonable Accommodation

1. Job Applicants

a.

In the case of an applicant for employment, the applicant’s request for a reasonable
accommodation is made or submitted to the HR Specialist identified in the JOA or
designated designee.

The HR Specialist (or designee) in receipt of an applicant’s reasonable
accommodation request, is responsible for submitting the request to the RAPM as
soon as possible, but no later than two business days after receipt.

Applicants should submit requests for reasonable accommodation as early in the
hiring process as possible to afford the FDIC reasonable time to process the
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requests.? All JOAs include instructions for requesting reasonable accommodations
as well as a link to FDIC Form 2710/02, Request for Reasonable Accommodation or
Barrier Removal.

2. Employees

a. Once an employee or applicant has identified a need for a reasonable
accommodation, the RAPM is contacted to discuss the need.

b. If an employee makes a request for a reasonable accommodation to a
supervisor/manager, Division/Office Director, or HR Specialist (in the case of an
applicant), the recipient of the request is responsible for submitting the request to the
RAPM as soon as possible, but no later than two business days after receipt.

c. Reasonable accommodation requests may be made or submitted to the employee’s
first-line supervisor, another supervisor/manager in the employee’s chain of
command, the Division/Office Director, the RAPM, or submitted by emailing
ReasonableAccommodationRequests@FDIC.gov or submitting through a successor
portal or location.

3. Employees or applicants seeking a reasonable accommodation will be asked to
complete FDIC Form 2710/02, Request for Reasonable Accommodation or Barrier
Removal, or a successor tracking form. Completion of this form is not required to
process the request.

C. Processing the Request
1. Interactive Process

The RAPM processes requests for reasonable accommodation in accordance with the
timeframes outlined in this Directive. Additionally, as appropriate, the RAPM will:

a. Begin the interactive communication process with the person requesting the
reasonable accommodation, and communicate periodically throughout the process;
and

b. Consult with appropriate Divisions/Offices, which may include, but are not limited to:

1) DOA, LERS on issues that might impact human resources policy, employee
relations, and bargaining unit matters;

2 For example, an applicant may require a sign language interpreter to be available during interviews in
the hiring process. Such accommodations can be provided without delay if planned in advance of the
requirement.
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2) DOA, Facilities Operations Section, Health, Safety, and Environmental Unit
regarding the availability and feasibility of certain accommodation requests, such
as building accessibility and ergonomic furniture;

3) DOA, Support Services Section regarding parking;

4) DIT regarding the availability and feasibility of certain computer equipment,
hardware, peripherals, software, and training;

5) DIT, Section 508 Program Manager to ensure IT reasonable accommodation
requests are appropriate;

6) Office of the Chief Information Security Officer (OCISO) regarding approvals for
FDIC network usage; and

7) LEAS regarding legal issues and the reasonable accommodation process.

c. For requests made by employees in OIG, or applicants for employment with the OIG,
the OIG Reasonable Accommodation Program Manager consults with the Assistant
Inspector General for Management who will coordinate with the OIG Office of
General Counsel, as appropriate.

2. Supporting Medical Documentation

a. Medical documentation from an employee or applicant’s treating physician or
healthcare provider may be requested by the RAPM in order to support the request
for reasonable accommodation. Requests for documentation are part of the
interactive process. Failure to provide such documentation may lead to the denial of
a request for reasonable accommodation, or the inability of the RAPM to determine
effective accommodations.

b. The medical documentation must address, where applicable:
1) The nature of the job;
2) The diagnosis or diagnoses from the medical provider;

3) The nature, severity, and duration of the impairment (e.g., functional limitations,
symptoms, side effects, or any treatments);

4) The activity or activities that the impairment limits;

5) The extent to which the impairment limits the ability to perform an activity or
activities (i.e., job function);
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6) The reason why the employee or applicant requires the accommodation or the
particular reason the accommodation is requested;

7) How the requested accommodation will assist in the performance of essential job
functions or the privileges and benefits of employment; and

8) The basis for the health care professional’s medical conclusion.

c. The healthcare provider’s statement must be legible on the healthcare provider’s
letterhead and signed with an original or acceptable electronic signature.

d. When the need for a reasonable accommodation remains unclear, or when the
employee or applicant requesting an accommodation has not provided sufficient
medical information to clarify the need, the FDIC has the right to request
supplemental medical documentation, which may be reviewed by a qualified medical
professional as part of the interactive process.

e. The FDIC may be unable to provide a timely response to a request for reasonable
accommodation if an individual's healthcare provider fails to provide necessary
documentation in a timely manner. Failure to provide requested documentation may
result in denial of a reasonable accommodation request.

f. If the individual does not want to provide medical documentation to the RAPM, the
individual may choose to send it to the third-party contracted health service provider
(HSP) directly or request that their healthcare provider do so. If this option is
chosen, the employee or applicant must inform the RAPM of this decision, and the
RAPM will send the appropriate forms to the individual and the HSP to initiate the
process. In accordance with the Genetic Information and Nondiscrimination Act of
2008, the FDIC will not request that an employee or applicant provide genetic
information.

3. Review of Medical Documentation

a. The RAPM will review medical documentation submitted by the employee or
applicant in support of a request for reasonable accommodation. The RAPM may
also consult with LERS or LEAS as part of the review of medical documentation.

b. Depending on the complexity, reasonable accommodation requests may or may not
necessitate review by physicians at HSP. Where the RAPM determines that HSP
review of medical documentation is necessary as part of the interactive process, the
RAPM will notify the employee or applicant and request that an authorization form be
completed for the HSP review. An employee must complete the authorization form
in its entirety, and failure to complete the authorization form may result in the inability
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of the FDIC to evaluate appropriate accommodations, or a delay in the
implementation of accommodations for the employee.

c. Under a contractual agreement with the FDIC, HSP physicians can review requests
for reasonable accommodation and, when necessary, may consult with the
requesting employee or applicant’s healthcare provider(s) concerning the disability
and the appropriate reasonable accommodations. HSP physicians also may request
relevant supplemental medical documentation if the information submitted by the
individual requesting an accommodation is insufficient.

4. Timeframes for Processing a Request for Reasonable Accommodation
a. No Extenuating Circumstances

1) When a request for a reasonable accommodation can be processed by the
RAPM and medical documentation is not required, and no other extenuating
circumstances exist, a requested accommodation should either be provided or
denied within 30 calendar days.

2) If the RAPM believes that it is necessary to obtain medical documentation, the
RAPM will request the information before the expiration of the 30-calendar-day
period. In making the decision to obtain medical documentation, they may
consult with LERS, LEAS, and/or HSP.

3) After the requested medical documentation is received, and if there are no further
extenuating circumstances, the request for reasonable accommodation will
continue to be processed and a decision will be provided within 15 calendar days
of receipt of the documentation. The FDIC will not be expected to adhere to its
usual timeframes if an individual’s healthcare provider fails to provide needed
medical documentation in a timely manner.

b. Expedited Processing

1) The FDIC will process some requests in shorter timeframes when necessary,
such as when an applicant needs accommodations to adhere to hiring
schedules, or an employee needs an accommodation to participate in an
upcoming meeting or training program.

2) If an accommodation is needed for a hiring event, meeting, or training schedule,
the requesting employee, applicant, or supervisor/manager should forward the
request to the RAPM as soon as possible, but ordinarily no later than three work
days prior to the start of the event, meeting, or training. Employees and
supervisors/managers should consider whether any accommodations are
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3)

needed when scheduling or accepting attendance for an event, meeting, or
training.

Expedited processing timeframes are generally not available if there is an
extenuating circumstance (see the Extenuating Circumstances section).

c. Extenuating Circumstances

1)

When extenuating circumstances exist, the timeframe for processing the request
for reasonable accommodation and providing the accommodation is extended as
reasonably necessary. Examples of extenuating circumstances include, but are

not limited to:

a) A follow-up request for medical documentation;

b) The need for a qualified medical professional to evaluate the medical
documentation;

c) The purchase of equipment not readily available;

d) The testing of equipment, programs, or services on a trial basis to determine
if they meet the needs of the requester and FDIC before purchase or lease;

e) The removal of architectural barriers; or
f) The completion of a personnel action.

When extenuating circumstances delay processing a request for reasonable
accommodation beyond 30 calendar days, the RAPM will provide written
notification in an accessible format, if needed, to the individual making the
request, of the reason for the delay and the approximate date by which a
decision or provision of the reasonable accommodation is expected. Any further
delays or changes are communicated to the individual making the request.

D. Interim Accommodations

1.

When the RAPM determines that it is reasonably likely that an employee or applicant will

be entitled to a reasonable accommodation, the RAPM may provide an interim

accommodation while the reasonable accommodation request and medical
documentation is evaluated.

Where the RAPM determines that an interim accommodation is appropriate, the RAPM
will provide notice of and the reasons for the interim accommodation in writing to the
employee or applicant.
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3. Receipt of an interim accommodation does not mean that the requester is entitled to a

reasonable accommodation as a matter of law.

E. Deciding Requests for Reasonable Accommodation

1.

Deciding Officials

a. The ultimate decision on an employee’s request for reasonable accommodation will

be made by the RAPM, in consultation with the employee’s first-line supervisor, HSP,
and/or others listed in this Directive, as appropriate.

The ultimate decision on an applicant’s request for reasonable accommodation will
be made by the RAPM, in consultation with the HR Specialist identified in the JOA,
and/or others listed in this Directive, as appropriate.

In reaching a decision on a request for a reasonable accommodation, the FDIC will
consider all available agency resources, excluding those designated by statute for a
specific purpose that does not include reasonable accommodation.

2. Communication of Decisions on Requests for Reasonable Accommodation

a. The RAPM will be responsible for communicating decisions on reasonable

accommodation request(s) in writing to the employee or applicant making the
request. The written communication will be made in an accessible format, if needed.

The RAPM also will be responsible for communicating decisions on reasonable
accommodation requests to first-line supervisors or implementing Divisions/Offices,
when necessary, to implement the decision on the request for reasonable
accommodation.

F. Reassignment

1.

3.

If it is determined that no reasonable accommodation will permit the requesting
employee to perform the essential functions of their current position, the employer must
consider reassignment to a vacant, funded position for which the employee is qualified
and able to perform the essential functions of the position, with or without a reasonable
accommodation.

Reassignment generally will only be considered if no other accommodations are
available to enable an employee to perform the essential functions of their current job, or
if the only effective accommodation would cause undue hardship on the FDIC.

A reassignment as a reasonable accommodation is completed without competition. The
RAPM will work with HRB and the employee needing the reassignment to identify:
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. Vacant, funded positions throughout the FDIC for which the employee qualifies and

can perform, with or without reasonable accommodation;

Positions within the FDIC that HRB or the Division/Office has reason to believe will
become vacant within 30 business days from the date the search is initiated and for
which the employee may be qualified;

Positions at or below the employee’s current grade level. If no position exists at the
employee’s current grade level, the FDIC searches for positions at a lower grade
level and/or outside of the employee’s current commuting area. Positions at a higher
grade level or with a higher promotion potential than currently held will not be
considered for non-competitive reassignment as a reasonable accommodation,
though employees seeking reasonable accommodation may choose to apply for
positions through the competitive hiring process;

Reassignments that may be made to a vacant position outside of the employee’s
commuting area if the employee is willing to relocate (at the employee’s expense,
pursuant to FDIC travel policy). An employee may be offered a lower-graded
position for which they are qualified if there are no accommodations that would
enable the employee to remain in their current position and there are no vacant,
funded equivalent positions at the employee’s grade level for which the individual is
qualified with or without a reasonable accommodation. The FDIC is not required to
promote an individual, create a new position, move others from their positions, or
provide an employee with a new supervisor/manager as a reasonable
accommodation; and

If a position for which the employee is qualified is identified, the RAPM notifies the
employee and offers a reassignment to that position in writing. The employee must
notify the RAPM of their unconditional acceptance of the vacant position within 10
business days of being offered the position. If the employee declines the
reassignment, the FDIC has no further duty to accommodate the employee and no
other or additional offers of noncompetitive reassignment will be made.

If no vacancies for which the employee qualifies are available or anticipated to be,
the search concludes and a written report is prepared by the HR Official conducting
the search to provide to the RAPM. The results are conveyed to the employee by
the RAPM.

G. Denial of Requests for Reasonable Accommodation

1.

Written Notice
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If a request for reasonable accommodation is denied, the RAPM prepares a written
notice in an accessible format, if needed, and gives a copy of the written notice to the
individual requesting the accommodation. The written notice must:

a. Explain the reason(s) for the denial;

b. Explain the reason(s) why the offered accommodation was believed to be effective if
an alternative accommodation was offered;

c. Provide written instructions on how to submit a request for reconsideration of the
denial,

d. Inform the individual of the right to challenge the denial by filing a complaint of
discrimination and provide instructions on how to file such a complaint; and

e. Explain that, pursuant to EEO complaint processing procedures, the right to file a
complaint is lost unless the individual initiates contact with an EEO Counselor within
45 calendar days of the denial.

2. The RAPM is responsible for notifying the first-line supervisor of a denial of a requested
accommodation, as appropriate.

H. Reconsideration

1. Upon receipt of a written denial, if the individual requesting the accommodation would
like the decision to be reconsidered, the individual may submit a written request for
reconsideration, along with the reason(s) for believing the decision was incorrect and
any new or additional supporting documentation, to the CHCO within 15 calendar days,
with a copy to the RAPM.

2. The CHCO (or designee) will process the request within 30 calendar days, unless the
CHCO (or designee) determines that extenuating circumstances exist. The CHCO (or
designee) may uphold, modify, or reverse the decision to deny the reasonable
accommodation. If the CHCO (or designee) decides to deny the request for reasonable
accommodation, the CHCO (or designee) prepares a written notice, in an accessible
format, if needed, that:

a. Explains the reasons for the denial;

b. Informs the individual of the right to challenge the denial by filing a complaint of
discrimination and provides instructions on how to file such a complaint; and
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c. Explains that, pursuant to the EEO complaint processing procedures, the right to file
a complaint is lost unless the individual initiates contact with an EEO Counselor
within 45 calendar days of the denial of the reconsideration.

. Implementation of Reasonable Accommodations

1.

Once a final decision on an employee’s request for reasonable accommodation is
issued, the RAPM will work with all appropriate individuals and Divisions/Offices to
ensure that the accommodation is properly implemented. This may include one or more
implementing offices, including:

a. The Division/Office of the employee;

b. The Chief Information Officer Organization, including the Section 508 Program;
c. OMWI;

d. DOA;and

e. Any other Division/Office, as appropriate.

If an approved accommodation is needed on a repeated basis, where feasible, the
employee notifies the RAPM at least ten business days before the date when the
recurring accommodation is needed.

J. Equal Employment Opportunity Complaints, Merit Systems Protection Board Appeals,
and Grievances

1.

Individuals denied reasonable accommodation may initiate an EEO complaint in
accordance with FDIC Directive 2710.02, EEOC Discrimination Complaint Procedures,
by contacting an FDIC EEO Counselor within 45 calendar days of receipt of the initial
written denial or receipt of the denial after reconsideration.

If an individual believes the denial of a reasonable accommodation resulted in an
adverse action appealable to the Merit Systems Protection Board, the individual may
initiate a mixed case complaint by contacting an FDIC EEO Counselor within 30
calendar days of receipt of the initial written denial or receipt of the denial after
reconsideration.

Bargaining unit employees alleging discrimination as the basis for the denial of a
reasonable accommodation request may file a:

a. Grievance under the collective bargaining agreement within 20 business days of
receipt of the initial written denial or receipt of the reconsideration decision; or
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b. Formal EEO complaint as outlined in FDIC Directive 2710.02, EEOC Discrimination
Complaint Procedures.

4. The FDIC encourages the use of alternative dispute resolution (ADR) to resolve
employment-related disputes, including issues concerning requests for reasonable
accommodation. Employees may seek participation in the ADR process by contacting
an FDIC EEO Counselor in OMWI, or the Legal Division, ADR Unit. Contacting the ADR
Unit does not constitute contact with an EEO Counselor for the purposes of the 45-day
timeframe. Additional information on ADR is located on OMW!I and Legal Division
websites.
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APPENDIX B - REASONABLE ACCOMMODATION RESOURCES

FDIC Division of Administration
Human Resources Branch

3501 Fairfax Drive

Arlington, VA 22226

¢ Reasonable Accommodation Program Manager for assistance with reasonable
accommodation matters - ReasonableAccommodationRequests@fdic.gov.

FDIC Division of Administration
Corporate Services Branch
3501 Fairfax Drive

Arlington, VA 22226

e Building and facility accessibility.
e Ergonomic workspaces, furniture and equipment; Ergonomic Help Desk - (703) 562-2600
or ergohelpdesk@fdic.gov.

FDIC Division of Information Technology
3501 Fairfax Drive
Arlington, VA 22226

e Computer hardware or software.
e Telecommunication equipment.
e Access to electronic information.

ADA Disability and Business Technical Assistance Centers (DBTACSs)
(800) 949-4232 Voice/Text Telephone (TTY)

The DBTACs consist of 10 federally funded regional centers that provide information, training,
and technical assistance on the ADA. Each center works with local businesses and disability,
governmental, rehabilitation, and other professional networks to provide current ADA
information and assistance. The DBTACs can provide information on reasonable
accommodation and make referrals to local sources of expertise in reasonable accommodation.

Department of Defense’s Computer Assistance/Electronic Accommodations Program
(CAP)

(833) 227-3272 Voice

(571) 384-5629 Videophone

https://www.cap.mil

FDIC Directive 2710.05 25



Established by the Department of Defense (DOD) in 1990, CAP provides assistive technology
and reasonable accommodations to people with disabilities and wounded Service members.
CAP’s mission is to ensure that people with disabilities and wounded Service members have
equal access to the information environment and opportunities in the DOD and throughout the
federal government. The FDIC is a CAP partner agency.

Job Accommodation Network (JAN)
(800) 232-9675 Voice/TTY
www.askjan.org

A service of the Office of Disability Employment Policy, Department of Labor, JAN can provide
information, free-of-charge, about many types of reasonable accommodations, personal
assistance services, and referrals to other organizations that may have particular information
about accommodations for persons with disabilities.

Registry of Interpreters for the Deaf
(301) 608-0050 Voice/TTY

The Registry offers information on locating and using interpreters and transliteration services.

RESNA (Rehabilitation Engineering and Assistive Technology Society of North America)
703) 524-6686 Voice / (703) 524-6639 TTY
http://www.resna.org

The Rehabilitation Engineering and Assistive Technology Society of North America (RESNA),
can refer individuals to projects in all 50 states and the 6 territories offering technical assistance
on technology-related services for individuals with disabilities. Services may include:

¢ Information and referral centers to help determine what devices may assist a person with
a disability (including access to large data bases containing information on thousands of
commercially available assistive technology products);

e Centers where individuals can try out devices and equipment;

¢ Assistance in obtaining funding for and repairing devices; and

e Equipment exchange and recycling programs.

U.S. Equal Employment Opportunity Commission (EEOC)
(800) 669-3362 Voice / (800) 800-3302 TTY

Www.eeocC.gov

The EEOC has published many ADA and Rehabilitation Act-related documents that may assist
both individuals requesting reasonable accommodation as well as those involved in the
decision-making process.
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EEOC guidance documents and resource materials also include:

o The Disability-Related Inquiries and Medical Examinations of Employees Under the
Americans with Disabilities Act (July 27, 2000); and

e Reasonable Accommodation and Undue Hardship Under the Americans with Disabilities
Act (revised October 17, 2002).
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GLOSSARY OF TERMS

Accessible Format:. Configurations that are an alternative to standard print and are accessible
to individuals with disabilities (e.g., large print, recorded audio, electronic arrangements, and
Braille).

Chief Human Capital Officer: The management official who has the authority to review, or
delegate to another employee to review, a denial of a request for reasonable accommodation
when the individual requesting the accommodation files a request for reconsideration.

Disability:

e A physical or mental impairment that substantially limits an individual;
e Arecord of such impairment;® or
e Being regarded as having such impairment.

Essential Functions: Job duties fundamental to the position that an individual holds or desires
and may be considered necessary for several reasons including, but not limited to:

e The position exists to perform the specific job function;

e There are a limited number of other employees who could perform the job function; or

e The job function is specialized and the individual is hired based on their ability to perform
that function.

First-Line Supervisor: The management official who consults with the RAPM regarding whether
an employee will be provided a reasonable accommodation.

Healthcare Provider. A medical professional, such as a doctor, psychiatrist, psychologist,
physical therapist, occupational therapist, speech therapist, vocational rehabilitation specialist,
or licensed mental health professional.

Implementing Office: The Division/Office responsible for providing the accommodation,
acquiring equipment or services, or making the facilities readily accessible to accommodate
individuals with disabilities.

For example, DIT is the implementing office for computer hardware and software, OMWI
provides sign language interpreting services, and DOA ensures facility accessibility and
provides ergonomic assessments of employee work spaces, furniture, and equipment.

3 A record of impairment means that the individual has a history of, or has been classified as having, a
mental or physical impairment that substantially limits one or more major life activities.

FDIC Directive 2710.05 28



Interactive Process: Flexible communication between the RAPM, the individual requesting a
reasonable accommodation, and management or HR Specialist identified in the JOA (or
designee) to identify the precise limitations resulting from the disability and potential reasonable
accommodations that could overcome those limitations.

Mental Impairment. A mental or psychological disorder, such as intellectual disabilities, brain
syndromes, emotional or mental illnesses, and specific learning disabilities.

Physical Impairment:. A physiological disorder or condition, cosmetic disfigurement, or
anatomical loss affecting one or more of the following body systems: neurological,
musculoskeletal, special sense organs, respiratory (including speech organs), cardiovascular,
reproductive, digestive, genitourinary, immune, circulatory, hemic, lymphatic, skin, and
endocrine.

Qualified Individual: Employee or applicant for employment eligible for reasonable
accommodation.

Reasonable Accommodation: Modifications or adjustments:

e Tothe job application process to enable a qualified applicant with a disability to be
considered for the position desired;

e To the work environment, or the way in which the position held or desired is customarily
performed, to enable a qualified individual with a disability to perform the essential
functions of the position or to allow an employee to practice their religious beliefs; or

e That enable an employee with a disability to enjoy equal benefits and privileges of
employment.

Such modifications or adjustments may include, but are not limited to:

e Making existing facilities readily accessible to, and usable by, individuals with disabilities;
e Schedule changes or leave for religious observances;

e Job restructuring;

e Part-time or modified work schedules;

e Reassignment to a vacant, funded position;

e Acquisition or modification of equipment or devices;

¢ Adjustment or modification of examinations, training materials, or policies;

e Provision of qualified readers or interpreters; and

e Other similar accommodations for individuals with disabilities.

FDIC Directive 2710.05 29



Reasonable Accommodation Program Manager: An FDIC employee who coordinates the
reasonable accommodation process, provides guidance to supervisors/managers and
individuals in seeking and providing reasonable accommodations, and decides whether an
individual will be provided a reasonable accommodation.

Reassignment: A reasonable accommodation of last resort that, absent undue hardship, is
considered if the FDIC determines that no other reasonable accommodation would permit an
employee to perform the essential functions of their current job.

Substantially Limits: Factors that determine whether an individual is:

¢ Unable to perform a major life activity that an average person in the general public can
perform; and

e Significantly restricted as to the condition, manner, or duration under which an individual
can perform a particular major life activity as compared to the general population.*

Support Coordinator: An individual assigned to assist individuals with intellectual disabilities (as
defined by the EEOC) in participating in the reasonable accommodation process.

Targeted Disabilities: Defined by the EEOC as a subset of the larger disability category to
include developmental disabilities, traumatic brain injuries, deafness or serious difficulty hearing,
blindness or serious difficulty seeing, missing extremities, significant mobility impairments,
partial or complete paralysis, epilepsy and other seizure disorders, intellectual disabilities,
significant psychiatric disorders, dwarfism, and significant disfigurement.

Third-Party Contracted Health Service Provider. A medical professional who works in
partnership with the FDIC to design and deliver comprehensive occupational health solutions
exclusively to employees.

Undue Hardship: Significant difficulty or cost the FDIC would incur if it provided a particular
accommodation. The criteria considered in determining significant difficulty or cost include the:

¢ Nature and expense of the accommodation;

e Overall size of the organization;

e Number of employees, facilities, and size of the budget;

e Type of operation, including composition and structure of the work force; and

e Impact of the accommodation on the operation of the Division/Office, including the
impact on the ability of other employees to perform their duties, and the impact on the
Division’s/Office’s ability to conduct business.

4 These factors may include: the nature and severity of the impairment, the duration or expected duration
of the impairment, and the permanent or long-term impact of the impairment.
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GLOSSARY OF ACRONYMS
ADA: Americans with Disabilities Act

ADR: Alternative Dispute Resolution

CAP: Computer/Electronic Accommodations Program
CHCO: Chief Human Capital Officer

DBTAC: Disability and Business Technical Assistance Center
DIT: Division of Information Technology

DOA: Division of Administration

DOD: Department of Defense

EEO: Equal Employment Opportunity

EEOC: Equal Employment Opportunity Commission
HR: Human Resources

HSP: Health Service Provider

JAN: Job Accommodation Network

JOA: Job Opportunity Announcement

LEAS: Labor, Employment, and Administration Section
LERS: Labor and Employee Relations Section

OCISO: Office of the Chief Information Security Officer
OIG: Office of Inspector General

OMWI: Office of Minority and Women Inclusion

RAPM: Reasonable Accommodation Program Manager
RESNA: Rehabilitation Engineering and Assistive Technology Society of North America
SF. Standard Form

TTY: Text Telephone
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FDIC

Federal Deposit Insurance Corporation
3501 Fairfax Drive, Arlington, VA 22226-3500 Office of Minority and Women Inclusion

March 29, 2019

MEMORADUM TO: All Employees
FROM.: Saul Schwartz
Director

Office of Minority and Women Inclusion

SUBJECT: Guidance/Procedures for Providing Personal Assistance Services

This memorandum provides guidance on the proper procedures for requesting and processing
requests for Personal Assistance Services (PAS) and providing PAS to FDIC employees with
targeted disabilities in accordance with Equal Employment Opportunity Commission (EEOC)
regulations.

On January 3, 2017, the EEOC amended the regulations implementing Section 501 of the
Rehabilitation Act of 1973, the law that prohibits the Federal Government from discriminating in
employment on the basis of disability and requires it to engage in affirmative action for people
with disabilities. Federal agencies are required by the new regulations to provide PAS to
employees who need them because of targeted disabilities. Individuals with “targeted
disabilities” are particularly identified by the U.S. Office of Personnel Management as having
difficulty finding employment. The purpose of focusing on targeted disabilities is to encourage
the hiring, placement, and advancement of individuals with targeted disabilities in affirmative
action planning. The current list of targeted disabilities can be found on SF 256, Self-
Identification of Disability.

When appropriate, the FDIC will provide PAS to employees with targeted disabilities. PAS are
non-medical assistance with performing activities of daily living, such as assistance with
removing and putting on clothing, eating, and using the restroom. These services are needed by
individuals whose specific targeted disabilities make it difficult for them to perform such
activities on their own. They differ from services that help the individual perform job-related
tasks, such as sign language interpreters for individuals who are deaf or readers for individuals
who are blind or have learning disabilities, which are already required as reasonable
accommodations.

In addition to reasonable accommodations that may be needed, the FDIC will provide an
employee with a targeted disability with PAS during work hours and job-related travel if:

1. The employee requires such services because of a targeted disability;
2. Provision of such services would, together with any reasonable accommodation, enable
the employee to perform the essential functions of his or her position; and
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3. Provision of such services would not impose undue hardship on the FDIC.
In providing PAS, the FDIC:

1. Will ensure that PAS are performed by qualified personal assistance service providers,
employees, or independent contractors whose primary job functions include provision of
PAS;

2. May require PAS providers to provide PAS to more than one individual;

3. May require PAS providers to perform tasks unrelated to PAS, but only to the extent that
doing so does not result in failure to provide PAS to the individual; and

4. When selecting someone who will provide PAS to a single individual, give primary
consideration to the individual’s preferences to the extent permitted by law. However, it
may not be possible to honor the individual's preferences in all circumstances.

While they are not requests for reasonable accommodation, requests for PAS will be processed
under the same procedures and delegated authority used for processing requests for reasonable
accommodation, as described in FDIC Circular 2710.5, Procedures for Providing Reasonable
Accommodation to Individuals with Disabilities.

I EE————————————————————————————————————————
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Disabled Veterans Affirmative Action Program




Disabled Veterans Affirmative Action Program (DVAAP) Accomplishment
Report

1. Agency Federal Deposit Insurance Corporation 2023

3. POC Name | Jessica P. Hill (703) 562-2256

5. Methods used to recruit and employ disabled veterans, especially those who are 30 percent or more
disabled (Attach supporting addendums if needed)

In FY 2023, the FDIC attended nineteen diversity events as part of ongoing efforts to recruit veterans, veterans
with disabilities, and military spouses. Participation at these events represents a significant increase in
attendance compared to seven diversity events in the previous fiscal year. The agency’s recruitment team
obtained additional staffing during the reporting year allowing for an increase in veteran outreach. Various
organizations hosted these events, including: the US Department of Veterans Affairs, Recruit Military, MBA
Veterans, Corporate Gray, Bender Consulting Services, and Equal Opportunity Publications. The organizations
were identified as having a large national reach and alignment with our mission. FDIC recruiters placed additional
emphasis on recruiting veterans with disabilities who had the education and experience required to qualify for
employment as grade CG-07 Financial Institution Specialists (FIS), a career track that includes three and a one-half
year training program with the potential to lead to permanent commissioned financial institution risk and
compliance examiner positions up to the grade level CG-12. Veteran participation rates within the examiner
workforce have a direct influence on achieving higher veteran participation rates within the broader FDIC
workforce, including management roles. The FDIC’s recruitment strategy for veterans with disabilities ensures
they have opportunities to apply for entry-level FIS positions.

The FDIC engaged in outreach to multiple National Affinity Groups, Veteran Organizations, state Departments of
Vocational Rehabilitation, over 250 Colleges/Universities, and the FDIC’s internal Employee Resource Groups in
order to support a diverse applicant pool by sending its vacancy announcements to these groups on a weekly
basis. The 250 schools were selected using criteria such as: top performing schools, top ranked schools, diversity
schools, including 20 percent of schools that were ranked best for veterans. During the year, the FDIC posted all
job advertisements on USAJobs, as well as on the job board of Corporate Gray. This organization helps
transitioning military personnel connect with civilian employers. Further, the FDIC advertised several positions
through an existing partnership with Recruit Military, including targeted email campaigns for FIS positions. All of
the FDIC’s Job Opportunity Announcements include information on veterans’ preference and provide information
for applicants eligible under the Veterans Employment Opportunity Act of 1998, as amended, Veterans
Recruitment Appointments, and Veterans with Disabilities of 30 percent or more.

6. OPM DVAAP Manager Official Use Only: Is there an explanation of the recruitment and employment
methods they have used?

Yes I:] Somewhat I:] No I:l
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7. Methods used to provide or improve internal advancement opportunities for disabled veterans (Attach
supporting addendums if needed)

The FDIC used various methods to provide or improve internal advancement opportunities for veterans with
disabilities. A summary of the FDIC’s efforts and accomplishments are below.

Veterans with disabilities participate in career development plans (CDP) above their representation rates.
We experienced a decrease in CDP participation rates for veterans with disabilities; however, their
participation rate still exceeds their workforce representation. Employees work with their supervisors and
FDIC's Career Management Program to create a personal development strategy that will support their career
development. Out of 2,168 employees who completed a CDP by the end of FY 2023, 9.9 percent (215
employees) were veterans, 5.4 percent (118 employees) were veterans with disabilities, and 3.9 percent (84
employees) were veterans with disabilities of 30 percent or more. The FY 2022 CDP participation rates for
veterans with disabilities were 6.1 percent and 3.9 percent for veterans with disabilities of 30 percent or
more. The FY 2023 participation rates for veterans with disabilities exceed both groups’ representation in the
FDIC employee workforce of 4.9 and 3.7 percent, respectively.

Veterans with disabilities continue to use FDIC’s Professional Learning Account (PLA) near and above their
representation rates. The PLA usage remains consistent with the prior fiscal year. Eligible employees are
allowed to use a specified annual amount of funds to support their learning and developmental needs. Of
the 1,701 employees who used their PLA funds during FY 2023, 9.1 percent (154 employees) were veterans,
5.2 percent (88 employees) were veterans with disabilities, and 3.6 percent (62 employees) were veterans
with disabilities of 30 percent or more. Use of PLA funds by veterans with disabilities exceeded this group’s
representation in the FDIC workforce, which was 4.9 percent; use of PLA funds by veterans with disabilities of
30 percent or more was similar to this group’s representation in the FDIC workforce 3.7 percent.

Participation by veterans and veterans with disabilities in the FDIC’s Mentoring Program remains steady.
As part of the 2023 Mentoring Program cycle, the FDIC paired 80 mentees with mentors, (a combined effort
involving 160 employees). Among the participants, 7.5 percent (12 employees) were veterans; 3.8 percent (6
employees) were veterans with disabilities; and 3.1 percent (5 employees) were veterans with disabilities of
30 percent or more. These percentages are below their representation in the FDIC's workforce. However, the
number of participants in the workforce remained steady. Another avenue that supports advancement is the
Leadership Mentoring Program (LMP). This program provides emerging leaders with individual guidance in
pursuit of their career goals and professional aspirations. Out of the 26 mentors and mentees in the FY 2023
LMP, 3.9 percent (1 participant) was a veteran and none were veterans with disabilities. To support
participation the FDIC encourages EM and CM employees who are veterans to apply for this program.

Veterans and veterans with disabilities participated in external leadership development programs at a rate
that exceeded their representation in the FDIC workforce. During FY 2023, the FDIC selected 19 employees
to participate in the following leadership development programs: Executive Leadership Program for grades CG
11-13; Executive Potential Program for grades CG 14-CM 1; Masters of Business Administration for CM and
EM levels; New Leader Program for grades CG 7-10; Senior Executive Fellows for CM levels; and Senior
Managers in Government for EM levels. Among this group of 19 selectees, 15.8 percent (3 employees) were
veterans and 10.5 percent (2 employees) were veterans with disabilities of 30 percent or more. These
participation rates exceed the groups’ representation in the FDIC workforce.
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The representation of veterans and veterans with disabilities of 30 percent or more in the Leadership
Excellence Acceleration Program (LEAP) and Special Assistant Rotational Program exceeded their
representation rate at the time the agency selected participants. The Special Assistant program provided
cross-functional experiences to rising FDIC leaders from August 2022 through October 2023. Out of 32
participants, 9.4 percent (3 employees) were veterans and 3.1 percent (1 employee) was a veteran with
disabilities of 30 percent or more, outpacing workforce representation percentages for veterans at the time
participants were selected for the program, which was 8.9 percent. There was a slight decrease in veterans
with disabilities of 30 percent or more compared to their workforce representation rate of 3.7 percent. In
contrast to last year, there was an increase in veterans and veterans with disabilities participation in LEAP,
which is designed to give interested employees the tools to become the FDIC’s leaders of the future. The
agency heavily promoted LEAP throughout the year, and another cohort began on October 12, 2023. Out of
the 25 selectees for the most recent cohort, 4.0 percent (1 employee) is a veteran with a disability of 30
percent or more, which exceeded their workforce representation of 3.7 percent.

8. OPM DVAAP Manager Official Use Only: Does agency explain the career advancement methods they have used?

Yes I:l Somewhat I:l No I:l
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9. A description of how the activities of major operating components and field installations were
monitored, reviewed, and evaluated (Attach supporting addendums if needed)

N/A

10. OPM DVAAP Manager Official Use Only: Does agency describe how they monitored, reviewed
and evaluated their DVAAP Activities? (If applicable as well as for major operating components and
field installations)

Yes I:l Somewhat I:l No I:l
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11. An explanation of the agency's progress in implementing its affirmative action plan during the fiscal
year. Where progress has not been shown, the report will cite reasons for the lack of progress, along with
specific plans for overcoming cited obstacles to progress (Attach supporting addendums if needed)

Based on the previously mentioned strategies and programs, FDIC employment rates of veterans with disabilities,
including those veterans with disabilities of 30 percent or more, continued to demonstrate steady progress primarily due
to veterans’ solid representation among the workforce. As illustrated in Appendix A, Chart 1a, veterans represent 8.9
percent of the workforce in FY 2023, which represents a slight decrease from 9.0 percent FY 2020. However, the
representation of veterans with disabilities and veterans with disabilities of 30 percent or more disabled, increased from
FY 2020 to FY 2023. Veterans with disabilities represent 4.9 percent of the workforce in FY 2023, and this percentage
increased from 4.4 percent in 2020. Employment rates of veterans with disabilities of 30 percent or more continued to
trend upward during the same time-period, with FY 2023 representation at 3.7 percent, compared to 3.5 percent in FY
2022, 3.3 percent in FY 2021, and 3 percent in FY 2020.

Regarding hiring rate percentages, the FDIC experienced a slowdown for veterans overall, but the actual hiring numbers
continued to increase for veterans with disabilities, including veterans who are 30 percent or more disabled. As
illustrated in Appendix A, Chart 1b, veterans with disabilities were 4.2 percent of new hires (35 new hires), which is
lower than the group’s current FDIC workforce representation of 4.9 percent. Veterans with disabilities of 30 percent or
more were 3.4 percent of new hires (29 new hires), which is slightly lower than their FDIC workforce representation of
3.7 percent. Of the 842 new hires during FY 2023, 6.5 percent (55 employees) were veterans, which is below their
representation rate of 8.9 percent, but still an increase in the actual number of veterans hired compared to last year.

During FY 2023, 9.6 percent of employees who separated from the FDIC were veterans (51 of 534 employees), which is
above the 9.2 percent who separated in FY 2022. However, the actual number of separations for veterans decreased by
14 employees compared to FY 2022. Similarly, 5.4 percent of veterans with disabilities (29 employees) separated from
the FDIC during FY 2023, which is slightly higher than the 5.1 percent who separated in FY 2022. Veterans with
disabilities of 30 percent or more separated at a rate of 3.6 percent in FY 2023 (19 employees), which is a slight increase
from the 3.5 percent who separated in FY 2022. Again, the actual number (19 employees) is less compared to the 25 who
separated in FY 2022. To address these decreases, FDIC plans to review data such as information in exit surveys to
determine what factors may contribute to the separation rate among disabled veterans.

Overall, the participation of veterans in career-enhancing opportunities is growing. There has been a significant increase
in the selection rate of veterans for promotional opportunities. Of the 1,157 promotions among all employees at FDIC
during FY 2023, 9.9 percent (115 employees) were veterans. The FDIC’'s promotion rate among veterans in FY 2023 is
significantly higher than the 7.4 percent promotion rate in FY 2022, and higher than the group’s current representation
in the workforce of 8.9 percent. Similarly, veterans with disabilities represented 5.8 percent (67 employees) of FDIC
employees who received promotions in FY 2023. This promotion rate is higher than FY 2022 promotion rate of 4.1
percent and higher than the group’s current workforce representation of 4.9 percent. Veterans with disabilities of 30
percent or more were 4.6 percent of FDIC employees promoted in FY 2023 (53 employees), which is double the 2.3
percent achieved in FY 2022, and also higher than the group’s current workforce representation of 3.7 percent.

The FDIC DVAAP plan includes initiatives to address covered categories in FY 2024.

12. OPM DVAAP Manager Official Use Only: Does agency explain the progress in implementing DVAAP? If
there was no progress, were there reasons for the lack of progress or challenges and specific plans for
overcoming their challenges?

Yes I:l Somewhat I:l No I:l
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13. POC’s Name, Email, and Phone Number of Operating Components and Field Installations (If
Applicable)

N/A

Page 6




Disabled Veterans Affirmative Action Program (DVAAP)
Plan and Certification

1. Agency |Federal Deposit Insurance Corporation 2. FY |2024

3. POC Name |Jessica P. Hill 4. Phone |(703) 562-2256

5. A statement of the agency's policy with regard to the employment and advancement of disabled
veterans, especially those who are 30 percent or more disabled (Attach supporting addendums if needed)

The FDIC’s commitment to recruiting, hiring, retaining, advancing, and supporting disabled veterans is captured in FDIC
Corporate Directive 2710.1 and the FDIC’s 2021 — 2023 Diversity, Equity, and Inclusion Strategic Plan (DEI Strategic Plan).
These policies are implemented out as a part of the FDIC's Affirmative Employment Program (AEP) strategies. The Office
of Minority and Women Inclusion (OMW!I) has primary program responsibility for the development and implementation
of the FDIC’s DVAAP. Within OMWI, the Chief of the Affirmative Employment, Diversity and Inclusion Branch, and the
Disability Program Manager are responsible for evaluating and monitoring the DVAAP. FDIC Deputies to the Chairman,
Division and Office Directors, Regional Directors, and other FDIC managers and supervisors are responsible for working
with OMWI to develop, implement, oversee, and promote the success of the DVAAP. This shared responsibility is in place
to ensure that qualified veterans with disabilities are provided equal opportunities in all facets of employment, including
hiring, training, development, advancement, and retention.

FDIC Corporate Directive 2710.1, Equal Opportunity Policy, dated November 20, 2015, states that it is the policy of the
FDIC to promote diversity and inclusion in its workforce and in all of its programs and activities and provide employees
with a work environment that embodies excellence and acknowledges and honors the diversity of its employees. All
aspects of personnel operations, including recruitment, hiring, promotions, training, awards, reorganizations, and
retention of employees, shall be conducted consistent with equal employment opportunity principles, FDIC policies, and
applicable Federal laws and regulations.

The DEI Strategic Plan states that the agency will recruit from a diverse, qualified group of potential applicants to secure a
high-performing workforce drawn from the available talent pool in American society, and will strengthen and broaden
relationships with veterans' organizations and other institutions that serve diverse populations. The FDIC's Human
Resources Branch (HRB) continuously conducts recruitment consultations with hiring managers for vacant positions, and
within those consultations discusses the availability of non-competitive appointment authorities, including the use of
Schedule A, and veterans’ hiring authorities. Further, HRB meets quarterly with the employee resource groups (ERGs)
across the FDIC to provide information and resources for employees and managers on hiring veterans. HRB is working to
update Structured Interviewing Guidance and training, to include a repository of validated structured interview questions
for hiring managers to use to ensure consistency in the interviewing process. In addition, the DEI Strategic Plan further
discusses goals and strategies designed to increase the applicant pool of qualified individuals with disabilities and
promote retention of these diverse employees by enhancing inclusion and accessibility.

In FY 2024, FDIC will release a new DEIA strategic plan that will continue the agency commitment to AEP. In addition, the
FDIC will continue its AEP strategies, which help ensure equal access to employment for all qualified individuals. The AEP
includes: an expressed commitment to equal employment opportunity; collection of data relevant to the participation of
individuals identified by race, ethnicity, sex, disability, and disabled veteran status; self-assessment; identification and
elimination of barriers; and reporting.
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Yes I:I Somewhat I:I No I:I
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7. An assessment of the current status of disabled veteran employment within the agency, with emphasis
on those veterans who are 30 percent or more disabled
(Attach supporting graphs/charts if needed)

8. Total # 9. # Of 10. # Of Disabled 11. # Of 30% Or More

Employees 6,194 Veterans 549 Veterans 306 Disabled Veterans 221

The employment of disabled veterans, including those veterans who are 30 percent or more disabled, remains constant
and veterans remain well-represented among the FDIC workforce. This is based on a hiring rate and separation rate
percentage that are statistically equivalent among this group. As illustrated in Appendix A, Chart 1a, the representation
in the FDIC workforce of veterans with disabilities and those who are 30 percent or more disabled, has increased from
FY 2020 to FY 2023. Overall, veteran’s representation was 8.9 percent of the workforce in FY 2023, which represents a
slight decrease from FY 2020. Despite this decrease, the percentage of veterans with disabilities remained consistent
over the past three fiscal years at 4.9 percent. Additionally, veterans with disabilities of 30 percent or more increased to
3.7 percent, compared to 3.5 percent in FY 2022 and 3.3 percent in FY 2021.

Although percentages of veteran new hires have decreased compared to representation in the overall workforce, the
FDIC continues to hire more veterans with disabilities by numbers, including veterans who are 30 percent or more
disabled. As illustrated in Appendix A, Chart 1b, veterans with disabilities were 4.2 percent of new hires (35 new hires),
which is lower than the group’s current FDIC workforce representation of 4.9 percent. Last year, we hired 30 in this
category. Veterans with disabilities of 30 percent or more were 3.4 percent of new hires (29 new hires) compared to 24
new hires last year. The current percentage is slightly lower than their FDIC workforce representation of 3.7 percent. Of
the 842 new hires during FY 2023, 6.5 percent (55 employees) were veterans, which is below their representation rate
of 8.9 percent.

During FY 2023, 9.6 percent of employees who separated from the FDIC were veterans (51 of 534 employees). This
percentage is above the 9.2 percent who separated in FY 2022. Similarly, 5.4 percent of veterans with disabilities (29
employees) separated from the FDIC during FY 2023, which is higher than the 5.1 percent that separated in FY 2022.
Veterans with disabilities of 30 percent or more separated at a rate of 3.6 percent in FY 2023 (19 employees), which is a
slight increase from the 3.5 percent who separated in FY 2022. Overall, more veterans separated from the FDIC in FY
2023 compared to FY 2022.

FDIC leadership is engaged with employees who are veterans and those with disabilities. Of note, OMWI participates in
periodic meetings between the Chairman and the Veterans Employee Resource Group (VERG) and the Corporate
Advocacy Network for Disability Opportunities (CAN DO) ERG. These meetings support continuing conversations at the
highest levels regarding issues that impact members of each group. Additionally, FDIC’s Division of Administration (DOA)
coordinates with both ERGs to highlight various disability-related observance days and months throughout the year and
highlight disabilities prevalent among the veteran community. Externally, the FDIC's Office of Communications
highlights VERG and CAN DO members on the agency’s social media channels during National Disability Employment
Awareness Month and during the month of November in honor of Veterans Day. Lastly, the FDIC's Division of Depositor
and Consumer Protection continuously provides consumer resources focused on veterans to employees and the public.

In addition, in FY 2023, the FDIC continued its use of an Employee Counseling Service to ensure that veterans with
disabilities have access to clinical counseling services. Training resources and articles for re-integration and workplace
advancement are provided to assist veterans with disabilities. Additionally, when Reserve or Guard members return from
deployment, the staff of FDIC’s WorkLife Program continued to provide support and access to clinical counseling to
employees, their family members, and significant others. These services are provided by WorkLife Connections at no cost
to all FDIC employees, including veterans and veterans with disabilities. The services provide short-term confidential
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clinical counseling that is accessible 24 hours a day. Employees can receive a referral to a local counselor or schedule an
appointment with our dedicated contract clinical counselors who provide weekly services to FDIC employees. The
WorkLife Program continued to update the external FDIC Reserve and Guard website which includes information on
benefits, resources through our employee assistance program, resources on Post-Traumatic Stress Disorder, and the
military-to-civilian transition guides for each branch of military. It also includes up-to-date relevant web resources.
WorkLife staff met with the VERG Board to discuss resources and services available to FDIC veterans and their families
also to discuss potential collaborative efforts.

In FY 2024, we plan to modernize and update the external web page and send a communication to Reserve and Guard
member employees. We also plan to update our internal Post-Traumatic Stress Disorder guide.

Finally, in FY 2023, the Career Management Program (CMP) continued to provide career counseling and coaching
services to veterans with disabilities, including their spouses and children age 16 and over. The career
counselors/coaches assist clients with topics including: resume reviews, interview preparation, career development
planning, career success strategies, educational exploration, etc. In addition, liaisons from the CMP are assigned to the
FDIC's CAN DO and VERG ERGs. As a part of our work with these groups, we conduct presentations upon request and
send direct marketing messages to their members to encourage participation in our programs. The CMP oversees several
developmental programs—FDIC Mentoring Program, Leadership Mentoring Program, and Leadership Connect. Each
year, during the open application period for these programs, the CMP encourages employee participation and supervisor
support of applications through email announcements and information sessions.

In FY 2024, the CMP will continue to encourage veterans with disabilities to access and participate in our programs and
services. We will continue the model of assigning a liaison to each of the ERGs, including CAN DO and VERG, to support
the unique needs of their constituents. In addition, we are developing resources, such as resume writing guidance,
reasonable accommodation guidance and providing informational toolkits for managers, to support veteran employees
with disabilities and those managers who supervise them.

12. OPM DVAAP Manager Official Use Only: Did agency provide an assessment of the current status
of disabled veterans, especially those that are 30 percent or more disabled?

Yes I:l Somewhat I:l No I:l
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13. A description of recruiting methods which will be used to seek out disabled veteran applicants,
including special steps to be taken to recruit veterans who are 30 percent or more disabled (Attach
supporting addendums if needed)

Building upon previous efforts, the FDIC will seek out applicants by ongoing participation in recruiting events with
agencies, organizations, and groups that work with, and provide services for, veterans and veterans with

disabilities. These efforts may include events with the Department of Veterans Affairs, U.S. Chamber of Commerce,
national Veteran Service Organizations, Military Officers Association of America, and other organizations whose primary
mission is to support veterans and veterans with disabilities by working to help them obtain employment. The FDIC
Talent Sourcing team plans to continue its participation in career fairs, Recruit Military Veterans Job Fairs, and job
fairs/forums for transitioning from military service to civilian service. HRB provided vacancy announcements to veteran
organizations such as Recruit Military, Corporate Gray, and VetJobs.

For qualified veterans with disabilities, the FDIC will continue using both competitive and noncompetitive hiring
authorities. Our vacancy announcements will continue to include detailed information on special hiring authorities for
recruitment and selection of veterans with disabilities. The announcements also provide information on how to request
a reasonable accommodation. Additionally, the FDIC will participate again in Pathways Programs to provide internship
opportunities for college students including those with disabilities, including veterans with disabilities, and will also
exhibit at career fairs and similar events that are focused on veterans and veterans with disabilities. OMWI will continue
to work closely with the Special Placement Program Coordinator and other FDIC staff in these efforts.

The FDIC’s DEI Strategic Plan also includes the following goals that enhance recruitment of veterans with disabilities.

. Ensure hiring managers certify their review of Schedule A rosters for potential selections.

. Develop and implement a comprehensive reasonable accommodation information system to improve
the efficiency and effectiveness of processing requests and compiling data.

. Train selecting officials, interviewers, and Subject Matter Experts on ensuring consistency in the hiring

process, including requirements of the Americans with Disabilities Act of 1990, the Rehabilitation Act of
1973, and Title VIl of the Civil Rights Act of 1964.

J Provide toolkits and other educational and learning opportunities for hiring officials regarding use of
special hiring authorities for persons with disabilities.
. Conduct mock interviews for both hiring officials and employees with disabilities to increase comfort

with, and the effectiveness of, the hiring process.

These multiple efforts and the release of a new DEIA Strategic Plan should continue to allow the Agency to improve its
ability to recruit, hire, and retain veterans with disabilities.

14. OPM DVAAP Manager Official Use Only: Did agency provide a description of recruiting methods
that they will use to seek out disabled veterans?

Yes I:l Somewhat I:l No I:l

15. OPM DVAAP Manager Official Use Only: Did agency provide special steps that would be taken to
recruit 30 percent or more disabled veterans?

Yes I:l Somewhat I:l No I:l
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16. A description of how the agency will provide or improve internal advancement opportunities for
disabled veterans (Attach supporting addendums if needed)

The FDIC provides several resources to prepare employees, including veterans with disabilities, for internal advancement.

Through the FDIC’s Career Management Program, the agency offers:

e Career Planning. Help guide individuals, as needed, through a process of self-assessment, exploration of options,
and decision-making.

e Educational Exploration. Help explore developmental opportunities or post-secondary options.

e Job Search. Provide networking strategies to get and stay connected, targeting resumes to specific job
announcements, and preparing for and practicing for structured interviewing.

e Professional Development. Help navigate preparing a career development plan that is required to request
Professional Learning Account funds to support learning and development goals.

e Coaching. Provide private, action-driven, and confidential sessions using a strength-based, solution-focused
model that support individuals as they develop the interpersonal and communication skills, professional
presence, or leadership skills needed to advance and succeed in their career.

e Mentoring. Support less experienced employees (mentees) by drawing upon the experience and knowledge of
more experienced employees (mentors) to improve mentees’ skills, organizational knowledge and self-
confidence.

e Webinars and Workshops. Provide 30-60 minute recorded video presentations on various career-enhancing
topics.

The FDIC also provides a number of other career-enhancing programs such as:

e External Leadership Development Programs. Help participants to increase the capacity of their current leadership
skills and abilities.

e First Gen Program. Provide tools and resources to help employees achieve professional and personal goals.

e Special Assistant Rotation Program. Provide cross functional experience to rising FDIC leaders, promoting a
culture of excellence that supports and sustains high performance, and improving career development and
succession management at the FDIC.

e Leadership Excellence Acceleration Program. Provide ambitious, high-performing non-supervisory employees
with the knowledge and experience to take on managerial roles.

e Leadership Connect. Connect permanent CG and CM employees with FDIC’s executive leaders through
informational interviewing and/or job shadowing experiences.

In addition to these resources, there is opportunity to continue increasing the selection rate of veterans for promotional
opportunities. Of the 1,157 promotions among all employees at FDIC during FY 2023, 9.9 percent (115 employees) were
veterans. This is an increase from the previous year. The FDIC’s promotion rate among veterans in FY 2023 is significantly
higher than the 7.4 percent rate during FY 2022, and higher than the group’s current representation in the workforce of
8.9 percent. Similarly, veterans with disabilities represented 5.8 percent (67 employees) of FDIC employees who received
promotions in FY 2023. This promotion rate is significantly higher than FY 2022 promotion rate of 4.1 percent and higher
than the group’s current workforce representation of 4.9 percent. Veterans with disabilities of 30 percent or more
represented 4.6 percent of FDIC employees promoted in FY 2023 (53 employees), which is double the 2.3 percent
achieved in FY 2022, and also higher than their current workforce representation of 3.7 percent.

17. OPM DVAAP Manager Official Use Only: Did agency provide a description of how they will provide
internal advancement opportunities for disabled veterans?

Yes I:l Somewhat I:l No I:l

18. OPM DVAAP Manager Official Use Only: If needed, is there a plan of how the agency will improve
internal advancement opportunities for disabled veterans?

Yes I:l Somewhat I:l No I:l Not Needed I:l
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N/A

Yes I:I Somewhat I:I No I:I Not Applicable I:I
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N/A

Yes I:l Somewhat I:l No I:l
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N/A
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Plan Certification

The plans shall cover a time period of not less than one year, and may cover a longer period if concurrent with the
agency's Section 501(b) Plan. Each plan must specify the period of time it covers.

Agency must have a plan covering all of its operating components and field installations. The plan shall include
instructions assigning specific responsibilities on affirmative actions to be taken by the agency's operating components
and field installations to promote the employment and advancement of disabled veterans. OPM must be informed
when headquarters offices require plans at the field or installation level.

Agency operating components and field installations must have a copy of the plan covering them, and must implement
their responsibilities under the plan. OPM may require operating components and field installations to develop separate
plans in accordance with program guidance and/or instructions.

Certification

The below certification indicates that the program is being implemented as required by 5 CFR Part 720, Subpart C and
appropriate guidance issued by the U.S. Office of Personnel Management. Additionally, this agency has a current plan as

required by the regulation.

Please type or print clearly. After an original signature is obtained, scan and return this sheet.

24. Dates of the Period of Time the Plan is Covered From 10/01/2023 | To 11/30/2024

25. Agency Name Federal Deposit Insurance Corporation

26. DVAAP POC’s Name Jessica P. Hill

27. Title Disability Program Manager

28. Telephone Number (703) 562-2256 29. Email jehill@fdic.gov
101;1]:;;2:13“ Last 12/01/2022 ilff:z:‘ltvee 12/01/2023
?(’)Zf'ﬁlc)i\;??;a?nfﬁfying Nikita Pearson

33. Title Deputy to the Chairman for External Affairs and Director, OMWI

34. Telephone Number (202) 898-6977 35. Email npearson@fdic.gov

36. DVAAP Certifying
Official Signature:
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2023 DVAAP Report

Appendix A, Charts 1aand 1b
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e How to Use this Report

2023 FEVS Survey Background

» This year, the Office of Personnel Management (OPM) added items related to decision making, information
sharing, and approval processes and removed items specifically addressing pandemic response. In addition,
the Inclusion Quotient (1Q) Index has been retired with the adoption of the DEIA Index in 2022. Consistent

with last year's administration, where applicable, employees had the opportunity to indicate their Division or
Office Branch.

General Reporting Notes

» This report outlines results for the FDIC 2023 OPM Federal Employee Viewpoint Survey (FEVS). Data is
provided at the OPM index and item (question) level. Comparisons to FDIC's 2022 survey results are
provided.

» Significant differences, compared to FDIC's 2022 survey results, are highlighted in green (positive difference)
and red (negative difference). Significance is determined based on the margin of error.

OPM Index Results

» This section summarizes FDIC's scores on OPM defined indices. The statistics are the same as those in the
Iltem Results sections and are calculated as the average of item scores comprising each index.

» The information in this section is useful for benchmarking and identifying broad areas of strength and
opportunity.

Top 5 and Bottom 5 Differences Compared to 2022 Survey Results
» This section shows the top 5 differences compared to 2022, and the bottom 5 differences compared to 2022.
» Use this section to quickly identify actionable strengths and opportunities.

Item Results

» These sections show detailed results for each item on the survey. The report shows the percentage of
respondents who chose each response option.

» Item Results are divided into the two major sections included on the survey: FEVS Items and Demographic
ltems.

» The information in these sections is useful for identifying specific strengths and targeting specific areas for
improvement.

Administration Details

» Survey Dates: August 7, 2023 through September 29, 2023
» Population: 6070

» Number of Surveys Completed: 4138

> Response Rate: 68.2%

» Margin of Error: +- 0.9%

Determining Key Findings

» To determine strengths and possible opportunities to improve (or continue improving), take into account the
percent favorable of each item and how each item compares to FDIC's 2022 survey results.

» Areas of strength can be identified by having a relatively high percent favorable rating, and at the same time,
being significantly higher than FDIC's 2022 survey benchmark.

» Possible opportunities for improvement are the opposite; that is, they can be identified by having a relatively
low percent favorable and are below FDIC's 2022 survey benchmark.
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OPM INDEX RESULTS

Differences

Favorable Neutral Unfavorable 2022
Global Satisfaction Index —— D
ltems: 48,72,73,74 2 L 2l
Employee Engagement Index (EEI) 7 14 15 -4
EEI - Intrinsic Work Experience
72 14 14 -2
Items: 2,3,4,6,7
EEI - Leaders Lead I 1 —24 7
Items: 59,60,61,63,64
EEI - Supervisors -
84 9 7 -1
Items: 50,52,53,54,56 s
Performance Confidence Index " 2
ltems: 20,21,22,23 LA 10 32
DEIA Index 74 15 12 -3
Diversity —
-4
Items: 76,77 . e §
Equity
-1
Items: 78,79,80 5 K .
Inclusion - 1 —9 2
Items: 81,82,83,84,85
Accessibilit
y 69 18 13 -6

Items: 86,87,88

Global Satisfaction measures employees' satisfaction about four aspects of their work: their job, their pay, their
organization, and whether they would recommend their organization as a good place to work.

Employee Engagement measures conditions that can lead to engagement. The EEI is comprised of three subindices:
-Intrinsic Work Experience: Employees' feelings of motivation & competency relating to the workplace.

-Leaders Lead: Perceptions of the leadership's integrity, communication & motivation.

-Supervisors: Perceptions of the worker/supervisor relationship, including trust, respect, & support.

Performance Confidence is defined as “The extent to which employees believe their organization has an outstanding
competitive future, based on innovative, high-quality products and services that are highly regarded by the marketplace."

DEIA Index is comprised of the following four subindices:

-Diversity: The practice of including the many communities, identities, races, ethnicities, backgrounds, abilities, cultures,
and beliefs of the American people, including underserved communities.

-Equity: The consistent and systematic fair, just, and impartial treatment of all individuals, including individuals who belong
to underserved communities that have been denied such treatment.

-Inclusion: The recognition, appreciation, and use of the talents and skills of employees of all backgrounds.

-Accessibility: The design, construction, development, and maintenance of facilities, information and communication
technology, programs, and services so that all people, including people with disabilities, can fully and independently use
them.
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Top 5 and Bottom 5 Differences Compared to 2022 Survey Results

Differences
Top 5 Favorable Neutral Unfavorable 2022
73. Considering everything, how satisfied are you
: 61 16 23 9
with your pay?
33. Employees in my work unit consistently look for 7 2 T 2
ways to improve customer service. ——— —
35. Employees are recognized for providing high 1
quality products and services.
32. Employees in my work unit consider customer 1
needs a top priority.
57. My supervisor provides me with constructive
. : . 74 16 10 1
suggestions to improve my job performance.
Differences
Favorable Neutral Unfavorable
Bottom 5 " 2022
75. How satisfied are you with the Telework program
. 46 10 44 -26
in your agency?
65. Senior leaders demonstrate support for Work-Life
49 18 33 -18
programs.
42. My organlzgtlpr\ effectively adapts to changing 60 2 17 3
government priorities. ——— —
67. Management makes effective changes to address " [
: o 44 22 34 -10
challenges facing our organization. —— ——
60. My organization's senior leaders maintain high P T
: : 56 20 25 -10
standards of honesty and integrity. ——— —
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Results for: FDIC Overall, N=4138

FEVS ITEM RESULTS

My Work Experience

1. I am given a real opportunity to improve my skills
in my organization.

2. | feel encouraged to come up with new and better
ways of doing things.

3. My work gives me a feeling of personal
accomplishment.

4. | know what is expected of me on the job.

5. My workload is reasonable.

6. My talents are used well in the workplace.

7. 1 know how my work relates to the agency's goals.

8. | can disclose a suspected violation of any law,
rule or regulation without fear of reprisal.

9. I have enough information to do my job well.

10. | receive the training | need to do my job well.

11. | am held accountable for the quality of work |
produce.

12. | have a clear idea of how well | am doing my job.

13. I have the autonomy to decide how | do my job.

14. | can make decisions about my work without
getting permission first.

Favorable Neutral

|

n
N
[
=
1N
N

!!

81 10 9

L

3
(=)
i
N~
o
N

|

89 7 4

o

Differences
2022

-1



Differences

Favorable Neutral Unfavorable
My Work Unit 2022
15. The people | work with cooperate to get the job %6 . 2
done.
16. In my work unit poor performers usually (select all
that apply):
Remain in the work unit and improve their performance -
over time °
Remain in the work unit and continue to underperform 37%
Leave the work unit - removed or transferred 10%
Leave the work unit - quit 7%
There are no poor performers in my work unit 24%
Do not know 22%
Differences
Favorable Neutral Unfavorable 2022
17. In my work unit, differences in performance are 0
recognized in a meaningful way.
18. Employees in my work unit share job knowledge. 85 8 7 -1
19. My work unit has the job-relevant knowledge and 84 ... A

skills necessary to accomplish organizational goals.

20. Employees in my work unit meet the needs of our _1 5
customers. “

21. Employees in my work unit contribute positively

: 90 8 |1 -1
to my agency's performance.
22. Employees in my work unit produce high-quality
87 12 |1 -2
work.
23. Employees in my work unit adapt to changing 3
priorities.
24. New hires in my work unit (i.e., hired in the past A
year) have the right skills to do their jobs.
P e
25. | can influence decisions in my work unit. 63 20 17 -1
I —— —
26. | know what my work unit’s goals are. 85 8 7 -1



My Work Unit - continued

Favorable Neutral Unfavorable
27. My work unit commits resources to develop new
ideas (e.g., budget, staff, time, expert support).

28. My work unit successfully manages disruptions to
our work.

29. Employees in my work unit consistently look for
new ways to improve how they do their work.

30. Employees in my work unit incorporate new ideas
into their work.

i

31. Employees in my work unit approach change as
an opportunity.

(9]
w

28

[
(=

32. Employees in my work unit consider customer
needs a top priority.

|

33. Employees in my work unit consistently look for
ways to improve customer service.

34. Employees in my work unit support my need to
balance my work and personal responsibilities.

Differences
2022

-1

-4

'!

Favorable Neutral Unfavorable

My Organization

35. Employees are recognized for providing high
quality products and services.

|

36. Employees are protected from health and safety
. 81 11 8

hazards on the job.

37. My organization is successful at accomplishing its

mission.

|

38. | have a good understanding of my organization’s

S 81 10 9
priorities.

39. My organization shares results (for example, town
halls, email, distribution of reports) from the OPM
Federal Employee Viewpoint Survey (OPM FEVS).

40. Information is openly shared in my organization.

41. The approval process in my organization allows
timely delivery of my work.

il

Differences
2022



Favorable Neutral Unfavorable

My Organization - continued

42. My organization effectively adapts to changing
government priorities.

|

43. My organization has prepared me for potential
: . 79 14 8

physical security threats.

44. My organization has prepared me for potential

cybersecurity threats.

=)
=2

45. My organization encourages staff to identify and
report risk.

[~
=
(9]

il

46. My organization takes effective action to address
risk.

47. In my organization, arbitrary action, personal
favoritism and/or political coercion are not tolerated.

48. | recommend my organization as a good place to
work.

49. | believe the results of this survey will be used to
make my agency a better place to work.

Differences
2022

-13

-9

Favorable Neutral Unfavorable

My Supervisor

50. Supervisors in my work unit support employee

84 8 7
development.

51. My supervisor supports my need to balance work
and other life issues.

52. My supervisor listens to what | have to say.

i

53. My supervisor treats me with respect.

54. | have trust and confidence in my supervisor. 80

—
=)

10

55. My supervisor holds me accountable for
achieving results.

56. Overall, how good a job do you feel is being done
by your immediate supervisor?

|

Differences
2022

-2



My Supervisor - continued

57. My supervisor provides me with constructive
suggestions to improve my job performance.

58. My supervisor provides me with performance
feedback throughout the year.

Leadership

59. In my organization, senior leaders generate high
levels of motivation and commitment in the
workforce.

60. My organization's senior leaders maintain high
standards of honesty and integrity.

61. Managers communicate the goals of the
organization.

62. Managers promote communication among
different work units.(for example, about projects,
goals, needed resources).

63. Overall, how good a job do you feel is being done
by the manager directly above your immediate
supervisor?

64. | have a high level of respect for my
organization's senior leaders.

65. Senior leaders demonstrate support for Work-Life
programs.

66. Management encourages innovation.

67. Management makes effective changes to address
challenges facing our organization.

68. Management involves employees in decisions
that affect their work.

My Satisfaction

69. How satisfied are you with your involvement in
decisions that affect your work?

70. How satisfied are you with the information you
receive from management on what's going on in your
organization?

Favorable

Favorable

39

49

Neutral

Unfavorable

I

Neutral

22

Unfavorable

38

20

18

33

44 22 34
35 21 44
—————
Favorable Neutral Unfavorable
39 25 35
48 22 30

Differences
2022

Differences
2022

-8

-10

-18

-10

-7

Differences
2022

-7

10



Favorable Neutral Unfavorable
My Satisfaction - continued
71. How satisfied are you with the recognition you
. : : 53 23 24
receive for doing a good job?
72. Considering everything, how satisfied are you " 18 18

with your job?

73. Considering everything, how satisfied are you
with your pay?

E

74. Considering everything, how satisfied are you

with your organization? - - =
_75. How satisfied are you with the Telework program 46 1 44
in your agency?

Participates in program 99%

| choose not to participate in this program . 1%

This program is not available to me . 1%

| am unaware of this program 0%

| ——
Favorable Neutral Unfavorable

Diversity, Equity, Inclusion, & Accessibility

76. My organization’s management practices promote
diversity (e.g., outreach, recruitment, promotion
opportunities).

77. My supervisor demonstrates a commitment to
workforce diversity (e.g., recruitment, promotion
opportunities, development).

78. | have similar access to advancement
opportunities (e.g., promotion, career development,
training) as others in my work unit.

79. My supervisor provides opportunities fairly to all
employees in my work unit (e.g., promotions, work
assignments).

80. In my work unit, excellent work is similarly
recognized for all employees (e.g., awards,
acknowledgements).

3
> 9 d
®
—
(8]
—
— N
£
[
S

~1

(9]

e

(5]

b o
|
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N
e
o
(9]
o
I ~

81. Employees in my work unit make me feel |

[~
N
—
N

belong. ———— i
82. Employees in my work unit care about me as a ? 1 ?
person. —— -

Differences
2022

Differences
2022

11



Differences

. . . . - Favorable Neutral Unfavorable
Diversity, Equity, Inclusion, & Accessibility - 2022
continued
83. | am comfortable expressing opinions that are 1 — —
) . \ 74 12 13 -2
different from other employees in my work unit. e — —
84. In my work unit, people’s differences are T — -
78 14 9 -2
respected. I —— —
85. | can be successful in my organization being [ — —
74 14 12 -1
myself. I —— —
86. | can easily make a request of my organization to o o 5

meet my accessibility needs.

87. My organization responds to my accessibility
needs in a timely manner.

H

T _—

88. My organization meets my accessibility needs. 69 19 12 -6
I —— —

| —— I ]
Differences
Favorable Neutral Unfavorable
Employee Experience 2022

P ]

89. My job inspires me. 57 23 21 -1
I —— ——
90. The work | do gives me a sense of [ —

. 73 13 13 -1
accomplishment. —— —
91. | feel a strong personal attachment to my P T

o 55 23 22 -4
organlzatlon. I —— —
. T -

92. | identify with the mission of my organization. 80 13 7 -1
I —— -

93. It is important to me that my work contribute to * ; '2 0

the common good.

12



Workplace Flexibilities
94. Please select the response that BEST describes
your current teleworking schedule.

| telework every work day
| telework 3 or 4 days per week
| telework 1 or 2 days per week

| telework, but only about 1 or 2 days per month

| telework very infrequently, on an unscheduled or short
term basis

I do not telework because | have to be physically
present on the job

| do not telework because of technical issues

| do not telework because | choose not to telework

32%

34%

24%

4%

5%

0%

0%

1%

13
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DEMOGRAPHIC ITEM RESULTS

Employment Demographics
95. In which Division/Office do you currently work?

Chairman/Executive Offices 0%
Chief Financial Officer Organization (CFOO/DOF/ORMIC) 3%
Chief Information Officer Organization (CIO/DIT/OCISO) 6%
Corporate University (CU) 1%
Division of Administration (DOA/COO) 6%
Division of Complex Institution Supervision and Resolution (CISR) 5%
Division of Depositor and Consumer Protection (DCP) 15%
Division of Insurance and Research (DIR) 3%
Division of Resolutions and Receiverships (DRR) 6%
Division of Risk Management Supervision (RMS) 41%
Legal Division (Legal) 8%
Office of Communications (OCOM) 1%
Office of Inspector General (OIG) 2%
Office of Legislative Affairs (OLA) 0%
Office of Minority and Women Inclusion (OMWI) 1%

Office of the Ombudsman (OO) 0%



96. What is your location?
Headquarters
Regional or Area Office

Atlanta Regional Office

Chicago Regional Office

Dallas Regional Office

Kansas City Regional Office

New York/Boston Regional Office

San Francisco Regional Office
Field Office
Atlanta Field Offices

Chicago Field Offices

Dallas Field Offices

Kansas City Field Offices

New York/Boston Field Offices
San Francisco Field Offices

97. What is your supervisory status?

Senior Leader/Executive
Supervisor or Manager
Team Leader
Non-Supervisor

98. What is your current grade level?
Grade 1-8

Grade 9-11
Grade 12
Grade 13-15
CM

EM/CX

Other

36%

2%

3%

9%

3%

5%

3%

6%

7%

8%

6%

7%

6%

2%

13%

10%

74%

7%

12%

12%

54%

12%

2%

0%
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99. What type of appointment do you have?

Permanent
Non-Permanent
Student Intern/Financial Management Scholar

100. Do you work:

Full Time
Part Time

101. Are you in a Bargaining Unit position?

Yes
No

102. What is your job category or Occupational Series?
Attorney (0905)

Economist (0110)

Examiner or Financial Institution Specialist (0570)
General Business and Industry Specialist (1101)
Financial Analyst (1160)

IT Specialist (2210)

Program or Management Analyst (03xx)

Other

102a. Which of the following best describe your most recent
position within the 0570 Occupational Series? (NOTE: This item
was only presented to individuals who selected Examiner or
Financial Institution Specialist (0570) on the previous question.)

Financial Institution Specialist

Commissioned Examiner

Regularly serving as an Examiner-in-Charge for Exam Teams
Examinations Specialist, Senior Examiner, or similar

Other

103. What is your US military service status?

No Prior Military Service
Currently in National Guard or Reserves
Retired

Separated or Discharged

93%

5%

2%

98%

2%

61%

39%

6%

1%

47%

5%

5%

8%

9%

18%

18%

30%

9%

29%

14%

89%

0%

2%

9%
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104. Are you:

Spouse of current active duty service member

Spouse of retired or separated service member with a disability rating
of 100 percent

Widow(er) of a service member killed while on active duty

None of the categories listed

104a. Have you been hired under the Military Spouse Non-
Competitive Hiring Authority? (NOTE: This item was only presented
to individuals who selected any item other than None of the
categories listed on the previous question.)

Yes
No

105. How long have you been with the Federal Government
(excluding military service)?

Less than 1 year

1 to 3 years

4 to 5 years

6 to 10 years

11 to 14 years

15 to 20 years
More than 20 years

106. How long have you been with FDIC?

Less than 1 year

1 to 3 years

4 to 5 years

6 to 10 years

11 to 14 years

15 to 20 years
More than 20 years

107. Are you considering leaving your organization within the next
year, and if so, why?

No

Yes, to retire

Yes, another job in Federal Government

Yes, another job outside Federal Government

Yes, other

0%

1%

0%

99%

2%

98%

4%

10%

5%

13%

21%

15%

32%

7%

16%

7%

14%

21%

10%

25%

62%

8%

11%

8%

11%
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107a. Has your work unit's telework or remote work options
influenced your intent to leave? (NOTE: This item was only
presented to individuals who selected Yes on the previous
question.)

Yes
No

108. | am planning to retire:

Less than 1 year
1 year

2 years

3 years

4 years

5 years

More than 5 years

Personal Demographics
109. Are you of Hispanic, Latino, or Spanish origin?

Yes
No

110. Please select the racial category or categories with which you
most closely identify.

American Indian or Alaska Native

Asian

Black or African American

Native Hawaiian or Other Pacific Islander
White

Two or more races

111. What is your age group?

25 and under
26-29
30-39
40-49
50-59

60 or older

81%

19%

4%

3%

5%

6%

3%

7%

71%

7%

93%

1%

7%

16%

0%

72%

4%

7%

6%

18%

24%

29%

16%
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112. What is the highest degree or level of education you have
completed?

Less than High School

High School Diploma/GED or equivalent
Trade or Technical Certificate

Some College (no degree)

Associate's Degree

Bachelor's Degree

Master's Degree

Doctoral/Professional Degree

113. Are you an individual with a disability?

Yes
No

114. Are you?
Male

Female

115. Are you transgender?

Yes
No

116. Which one of the following best represents how you think of
yourself?

Lesbian or Gay
Straight, that is not lesbian or gay
Bisexual

| use a different term

0%

1%

0%

4%

2%

51%

31%

10%

13%

87%

58%

42%

1%

99%

4%

91%

2%

3%
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2021-23 STRATEGIC PLAN

A MESSAGE FROM THE CHAIRMAN

Twenty-seven years ago, a colleague at a car dealership
said to me, “You know, you won’t succeed in America if
you don’t lose your accent.” Many jobs later, | became
Chairman of the Federal Deposit Insurance Corporation
(FDIC), and as of this writing, | still speak with an accent.
That was an early lesson in what it feels like to not
belong at a workplace, despite my best effort.

It should not come as a surprise that at subsequent
jobs, especially once | had an opportunity to lead and
shape the workforce culture, | focused on bridging
the gap between colleagues who feel like they belong
and those who do not. When | was initially briefed

on diversity and inclusion efforts at the FDIC, | was
presented with data, statistics, tables, and progress
reports. | reviewed the briefing materials and said,
“All this is helpful, but how do people feel?” So |
started talking with our employees and learned that
we have much work to do.

As FDIC Chairman, my goal is to build and maintain

a workforce that is talented, diverse, and committed
to fostering a safe, fair, and inclusive workplace and
banking system. We have made progress in these
areas over the past two-and-a-half years, but | know
we can do more. My vision is built on a recognition of
our current progress and a clear grasp of what could be.

To execute on this vision, we took a comprehensive look
at how to (i) ensure that our decision-making reflects

and respects the diversity in the nation, (ii) support
diversity in the financial institutions we supervise,
and (iii) build a culture that enhances, values, and
capitalizes on the diversity in our workforce.

We reached one conclusion: we must and can do more.

This Strategic Plan is a key step in that process. It

is organized around five strategic goals — culture,
career, communication, consistency, and community.
Our high-level goals are augmented by actionable
steps that provide a clear map forward for the agency.
Internally, the plan further integrates diversity, equity,
and inclusion (DEI) into our hiring, training, and career
development programs. It calls on leaders at all levels
of the organization to develop operational plans
reflective of their current DEI performance and business
realities and will hold them accountable for advancing
their plans and achieving results. Externally, the plan
will improve DEI in FDIC contracting opportunities,
enhance our ability to assess diversity policies

and practices at financial institutions, and provide
additional support for Minority Depository Institutions.

To be successful, our DEI efforts must be led and
managed as an organizational priority. This plan - in
combination with our first-ever corporate performance
goal dedicated to improving DEI - does just that. This
plan will guide our work over the next few years, help
us measure our progress, and hold us accountable.

I hope many of you will recognize that this plan is
unlike others we have had in the past. | hope you will
also recognize its potential and the will - at all levels
of the organization - to make lasting changes. | stand
behind it with my commitment to you that, until the
day my chairmanship ends, | will work toward an
inclusive FDIC where all feel that they belong.

To create a culture of belonging will require
all-hands-on-deck. Please join me.

2021-23 Diversity, Equity, and Inclusion Strategic Plan
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A MESSAGE FROM THE DIRECTOR OF THE
OFFICE OF MINORITY AND WOMEN INCLUSION

a choice: the pain of change or the pain of staying
the same.

This plan is our call to action. It sets forth how the
FDIC will work to transform our workforce and how
our efforts will ultimately help make the banking
system safer, fairer, and more inclusive. As Chairman
McWilliams noted in her message, this plan is unlike
any other we have had before. It tackles the very
core of who we are as an agency. It takes a deep dive
into root causes of our culture, ethics, and history,
as a society and as a venerable agency. It is brutally
honest in the assessment of our successes and past
failures on issues that matter on an intrinsic level to
Eight minutes, 46 seconds. | have never been ableto  us, as a people, and as colleagues.

watch the entire video of George Floyd being killed

in police custody. It is too painful. Every time | hear And when you take a holistic, introspective look
Breonna Taylor’s name | think of the many nights | and are willing—and ready—to make real change,
have watched my daughters sleep peacefully in their ~ you end up with the plan before you. The steps
beds, trusting that they are safe. | reflect on the many  outlined embrace the growing pains of addressing
days | jogged in my home state of Georgia and was longstanding challenges by embedding DEl into

blessed to return home safely, unlike Ahmaud Arbery. ~ every aspect of our operations. We will support our
workforce and our communities to reach their full

These horrendous events may feel personal to potential. We will promote inclusive prosperity by
me as a Black woman, but | am painfully aware including minority- and women-owned businesses,
that many individuals and communities feel law firms, and investors in our business activities.
disenfranchised, regardless of their skin color. What We will partner with our supervised institutions to
| never anticipated is that | would be writing about identify and promote DEI policies and practices to

such important matters to introduce a Strategic Plan ~ make their communities more inclusive.

at the FDIC. While those events have forced a long-

overdue national conversation about race in America, During my 22-year tenure with the FDIC, | have never
our view of diversity, equity, and inclusion (DEI) must ~ been more proud to work for this agency than | am

be broad and it must be bold. That realization formed  today. This plan will drive meaningful progress. We
the very foundation of this Strategic Plan. will hold ourselves accountable for the execution

and the results. Most importantly, we will no longer
We examined our data and listened to our colleagues  accept the status quo.
to gain a better understanding of what needs to
be done. We had honest conversations about the Join us on the journey.
significant commitment needed to be successful. We

listened. And then we listened some more. The more ,{
we listened, the clearer it became that the FDIC faces 7( (fﬁ Larson

2021-23 Diversity, Equity, and Inclusion Strategic Plan 2
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DIVERSITY, EQUITY, AND INCLUSION
VISION, MISSION, AND VALUES

DEI Vision

Our workforce is talented, diverse, and committed
to fostering a safe, fair, and inclusive workplace and
banking system.

DEI Mission

To foster a culture that exemplifies teamwork,
embraces innovation, and values diversity, equity,
and inclusion to achieve mission excellence.

DEI Values

The following values hold true to our vision, shape
how we carry out our mission, and guide how we are
expected to treat one another.

We take the broadest possible view of diversity,
including seen and unseen qualities.

We acknowledge life experiences that make
individuals unique.

We encourage all employees to use their unique
perspectives to help advance our mission.

We require fair treatment, accessibility, and
opportunity for advancement for all employees.

We expect our workplace to be an inclusive
environment built on mutual trust, respect, and
dignity.

We incorporate diversity, equity, and inclusion
in our daily work.

We commit to building a workplace where all
employees feel safe bringing their authentic
selves to work.

We pledge to identify and eliminate barriers to
equal opportunity in the workplace.

We will foster diversity, equity, and inclusion
in the banking system consistent with our
mandate.

2021-23 Diversity, Equity, and Inclusion Strategic Plan 3
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SUMMARY OF DIVERSITY, EQUITY,
AND INCLUSION GOALS

Goal 1. Culture

Ensure that leaders at all levels promote the vision
and business case for DEI by taking actions to
increase diversity and equity in the workforce and
maintain an inclusive workplace.

Goal 2. Career

Recruit, hire, and develop a high-performing workforce
that reflects the communities we serve by optimizing
experiences throughout an employee’s career.

Goal 3. Communication

Develop compelling messages, including
opportunities for dialogue, that encourage all
employees to see the importance of DEI to their
personal success and the success of the FDIC.

Goal 4. Consistency

Mature the DEI model to improve the consistency
of desired outcomes by strengthening policies and
procedures, utilizing technology, and enhancing
training.

Goal 5. Community

Encourage DEI in FDIC business activities and at
regulated financial institutions, and foster financial
inclusion in the banking system.

2021-23 Diversity, Equity, and Inclusion Strategic Plan 4
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1. Culture

Ensure that leaders at all levels promote the vision and business case for DEI by
taking actions to increase diversity and equity in the workforce and maintain an
inclusive workplace.

1.1 Culture of Excellence. Ensure every employee
has the opportunity to develop and excel in their
career and recognize and reward high performers.

Fully implement a new performance standard
for supervisors and managers that focuses

on employee career development and the
cultivation of an inclusive, constructive work
environment that is committed to Equal
Employment Opportunity (EEO) policies

and principles and is built upon transparent
communication, mutual trust, and respect.

Conduct analysis to identify root causes of any
barriers to equal employment opportunities,
establish timelines to regularly review programs
for systemic barriers, and take action to remedy
the policies, procedures, or practices that
created the barriers.

Develop and implement a plan to provide all
managers access to services to receive employee
feedback and coaching for inclusion at work.

After all appeals have been exhausted, include

a notation in the personnel record of an
employee who was subject to an adverse action,
under 5 U.S.C. §7512, as a result of an act of
discrimination and/or retaliation.

2021-23 STRATEGIC PLAN

1.2 Data Excellence. Build a results-oriented DEI
strategy based on actionable data.

C.

Modernize the Diversity and Inclusion Analytics
Dashboard to provide actionable management
data in an easy-to-read format.

Identify key performance indicators that
measure success and identify opportunities,
and report at least quarterly to the Diversity and
Inclusion Executive Advisory Council.

Track and analyze applications and selections for
Expressions of Interest (EOIs) and other career
development programs to evaluate and improve
inclusion.

1.3 Best Practices. Select and implement DEI best
practices that would be most effective at the FDIC.

C.

Complete the review of applications submitted
under the Pay Adjustment Program to assess
potential pay inequities and implement
approved pay changes.

Develop diverse interview panel guidance and
require hiring managers to certify that it was
followed for all selections.

Require hiring managers to include at least
one interview question to assess management
candidates on their ability to foster DEI.

Benchmark other agencies and the private sector
for best practices in preventing and addressing
discrimination and retaliation.

2021-23 Diversity, Equity, and Inclusion Strategic Plan
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2. Career

Recruit, hire, and develop a high-performing workforce that reflects the communities
we serve by optimizing experiences throughout an employee’s career.

2.2 Career Development. Maintain a diverse
leadership pipeline including a framework for
holding managers accountable for actively
promoting career development and advancement

2.1 Talent Acquisition. Ensure talent acquisition
practices consistently provide equal opportunity
and strive to close representation gaps at all levels.

a. Ensure Division/Office Directors develop and opportunities for their employees.
implement a plan in 2021, in partnership with the
Office of Minority and Women Inclusion (OMWI), a. Develop and implement a new leadership
to promote increased diversity and improve their development framework that includes a corporate-
2020 Federal Employee Viewpoint Survey (FEVS) wide succession management program focused
inclusion quotient no later than 2023. on the development of a broad, diverse, and

b. Ensure hiring managers certify their review of talented cadre of future FDIC leaders.

Schedule A rosters for potential selections. b. Improve access to developmental opportunities

€. Assign an OMWI representative to serve as an equal by reforming t'h? Expression of Interest (E_O|)
employment opportunity advisor to the Executive Program to eliminate the need for supervisor
Review Panels for Financial Management Scholars approval.

(FMS) Program and Entry-Level Examiner Hiring. c. Implementa new, rotational Special Assistant

d. Reduce the average number of days for examiner Program to provide developmental opportunities
travel from the average reported in 2019, using for aspiring leaders.
technology, to improve retention.

e. Implement a First Generation Professionals 2.3 Employee Engagement. Increase opportunities
Initiative as a Special Emphasis Program to for employees to be engaged in achieving DEI goals.
include events, workshops, and programming that
serve as resources to promote equitable access a. Update the Chairman’s Diversity Advisory Council
and opportunities. (CDAC) and Employee Resource Group (ERG)

f.  Identify opportunities to strengthen engagement directives to reflect organizati.onal priorities and
with diverse groups, such as partnering with su.pp.ort the groups’ contributions to the FDIC’s DEI
the White House Initiative on Historically Black mission.

Colleges and Universities (HBCUs), Hispanic b. Host a training conference for CDACs and ERGs on
Association of Colleges and Universities (HACUs), how to get the most out of programming that results
Council on Legal Education Opportunity (CLEO), in changed behavior and/or measurable outcomes.
Lead.ership Educ§tion and Devel9pment (LEAD)‘ ) c. Pilot a Diversity Ambassador Program where
f(?r Life, com‘mu.mty-ba§ed organizations, .and civil representatives from CDACs and ERGs will provide
rights organizations to improve the effectiveness support to new employees regarding DEI at the FDIC.
of our recruitment strategies.

d. Pilotan eventdesigned to educate immediate

family members of FDIC employees on benefits
and services available to support work-life balance
and career management to help the family feel
more connected and engaged with the FDIC and
ultimately improve retention.

2021-23 Diversity, Equity, and Inclusion Strategic Plan
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3. Communication

2021-23 STRATEGIC PLAN

Develop compelling messages, including opportunities for dialogue, that encourage

all employees to see the importance of DEI to their personal success and the success
of the FDIC.

3.1 Trust through Transparency. Provide clear,
consistent, and regular messaging of the DEI
vision and actions being taken to achieve desired
outcomes.

Host annual OMWI Town Halls with all FDIC
employees to review the DE/ Strategic Plan,
acknowledge past accomplishments, identify key
challenges, and highlight areas of focus for the
coming year.

Ensure Division/Office Directors discuss their
divisional DEI plans at least annually at an all-
hands meeting.

Ensure Regional Directors discuss their regional
plans to support DEI at least annually at an all-
hands meeting.

Conduct semiannual meetings between OMWI
and Division/Office leadership to discuss DEI
best practices and identified gaps in their DEI
performance.

Share key points of DEI public filings (e.g., MD-
715) with all employees via global messaging.

After all appeals have been exhausted, provide
notice on the public website (www.fdic.gov)

of any final finding of discrimination and/or
retaliation made against the agency as required
by the Elijah E. Cummings Federal Employee
Antidiscrimination Act of 2019.

Post data regarding each class-action complaint
filed against the agency alleging discrimination
and/or retaliation.

3.2 Branding. Partner with the Office of
Communications (OCOM) to use meaningful
context to turn DEI data into compelling
narratives that make messaging more impactful
and demonstrate the necessity for continued
efforts in DEI.

a.

C.

Update internal and external webpages with
compelling messages that illustrate our
commitment to DEI in our workforce, our
business activities, and our supervised banks.

Create an annual impact report that accurately
measures and communicates the effectiveness
of our DEI efforts and any actions that must be
taken to achieve better outcomes.

Develop and implement a social media and
marketing campaign to engage a broad and
diverse talent pool and communicate key
initiatives and programs.

3.3 Reinforcement. Integrate DEI into
communications.

a.

Coordinate with stakeholders to include DEI
when crafting and issuing internal and external
agency communications and building or acquiring
information technology solutions (e.g., Section
508 compliance, inclusive visuals and language,
reasonable accommodation language, etc.).

2021-23 Diversity, Equity, and Inclusion Strategic Plan
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4, Consistency

Mature the DEI model to improve the consistency of desired outcomes by
strengthening policies and procedures, utilizing technology, and enhancing training.

4.1 Inclusive Environment. Foster a work
environment without barriers to opportunity,
where all employees feel welcomed, valued,
respected, and engaged, and can effectively
participate and bring their unique talents, skills,
and perspectives.

a. Develop and implement a program to conduct
regular internal audits of regional, field, and
headquarters offices to identify EEO program
deficiencies and evaluate barrier analysis efforts
as recommended by the Equal Employment
Opportunity Commission (EEOC).

b. Update telework, work-in-place, and remote
work policies to better support inclusion by
increasing, as appropriate, flexibilities available
to meet employee needs.

€. Expand the Anti-Harassment Program directive
to include guidance for reporting issues to
appropriate FDIC offices and other authorities if
an employee experiences issues while interacting
with external stakeholders on official duty.

d. Enhance current assessment tools (e.g., exit
surveys) to measure attrition, identify reasons
for attrition, and address barriers to equal
employment opportunities.

e. Update the Anti-Harassment Program directive
to require investigation of harassment
complaints to commence within 10 days, and
corrective action be taken within 60 days, of
receipt of the complaint.

4.2 Technology Enhancements. Apply technology
solutions to improve the efficiency and
effectiveness of DEI efforts.

a. Implement online assessments to mitigate the
potential for discrimination or bias in entry-level
examiner hiring.

b. Implement a voluntary internal survey
mechanism for gender identity, sexual
orientation, and other key identifiers to provide
a full picture of diversity in our workforce.

c. Develop and implement a comprehensive
reasonable accommodation information system
to improve the efficiency and effectiveness of
processing requests and compiling data.

4.3 Training Plan. Promote workshops and
learning sessions designed to increase cultural
competencies and skills in promoting equal
opportunity.

a. Conduct empathy-based training for all
managers and employees.

b. Train selecting officials, interviewers, and
Subject Matter Experts (SMEs) on ensuring
consistency in the hiring process, including
requirements of the Americans with Disabilities
Act of 1990, the Rehabilitation Act of 1973, and
Title VIl of the Civil Rights Act of 1964.

€. Provide toolkits and other educational and
learning opportunities for hiring officials
regarding use of special hiring authorities for
persons with disabilities.

d. Conduct mock interviews for both hiring
officials and employees with disabilities to
increase comfort with, and the effectiveness of,
the hiring process.

2021-23 Diversity, Equity, and Inclusion Strategic Plan
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5. Community

Encourage DEI in FDIC business activities and at regulated financial institutions, and
foster financial inclusion in the banking system.

5.1 Economic Opportunity. Identify barriers that 5.2 Technology Solutions. Implement automated

underserved communities and individuals may tools to improve the efficiency and effectiveness
face in taking advantage of FDIC procurement of the FDIC’s ability to assess diversity policies
and contracting opportunities and ensure the and practices at regulated entities and within the
inclusion, to the maximum extent possible, contractor workforce.

of minorities and women, and entities

owned by minorities and women, including a. Streamline and enhance the Financial Institution
financial institutions, investors, underwriters, Diversity Self-Assessment (FID-SA) Application to
accountants, and providers of legal services, in increase and improve submissions by regulated
contracts entered into by the FDIC. entities.

b. Develop and implement a portal in support of

a. Implement a series of technical assistance OMWI vendor outreach activities

events to educate and equip minority- and
women-owned businesses (MWOBSs) with the
tools they need to compete for contracts.

c. Implement and enhance the automated tool
for performing good faith effort reviews of the

) ) contractor workforce.
b. Host “Pitch Days” where MWOBs may share their

companies’ capabilities and learn about the
FDIC’s procurement process.

€. Review the selection process for historically
marginalized attorneys and minority- and
women-owned law firms (MWOLFs) to determine
if there are opportunities to enhance the
selection process, within existing guidelines, for
legal referral services.

d. Partner with the Division of Resolutions and
Receiverships (DRR) to host a joint ventures
virtual conference and provide technical
assistance to minority- and women-owned
investors (MWOlIs).

e. Determine whether new policies, regulations,
or guidance documents may be necessary to
advance equity in agency actions and programs
and procurement and contracting opportunities.

2021-23 Diversity, Equity, and Inclusion Strategic Plan 9
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5.3 DEI Advisor. Provide advice on matters with
the goal of supporting financial inclusion in

the development and implementation of FDIC
policies, including those which promote diversity
and inclusion of historically underserved and
marginalized populations.

a. Explore creation of a non-profit to provide
technical assistance to minority depository
institutions (MDIs) on digital transformation.

b. Explore mechanisms to support internships at
MDIs, Community Development Financial
Institutions (CDFIs), and other interested
financial institutions for students from HBCUs
and other Minority-Serving Institutions (MSls)
with established technology programs.

€. Train examiners on examining unique business
models of MDls.

d. Provide DEI perspective for public awareness
campaigns to ensure goals are met and prevent
unintended consequences.

e. Create a network roadmap illustrating and
connecting activities that the FDIC conducts to
enhance outreach potential of all programs and
initiatives that support DEI.

2021-23 Diversity, Equity, and Inclusion Strategic Plan 10
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APPENDIX -

Authentic Self

Cultural Competency

Disability

Disabled Veteran

Diversity

Equity

Inclusion

KEY CONCEPTS AND TERMS

Who an individual is as a person, demonstrating different experiences,
perspectives, cultures, history, etc., without being forced to conform to the
majority culture in the workplace. The work culture must value a wide range
of talents, skills, and experiences to create a sense of belonging for everyone
without causing harm to others.

The ability to understand, accept, and interact with individuals of different
backgrounds and cultures.

A physical or mental impairment that substantially limits one or more major
life activities.

A person who has served on active duty in the armed forces, has separated
under honorable conditions, and has established the present existence

of a service-connected disability or is receiving compensation, disability
retirement benefits, or pension because of a public statute administered by
the Department of Veterans Affairs or a military department.

Diversity encompasses the range of similarities and differences each
individual brings to the workplace, including but not limited to, national
origin, language, race, color, disability, ethnicity, gender, age, religion and
belief, sexual orientation, gender identity, socioeconomic status, veteran
status, family structure, and diversity of thought, all of which is shaped by
culture, background, experiences, and other elements.

Consistent, systematic, fair, just, and impartial treatment, access,
opportunity, and advancement for all individuals, including individuals who
historically have been denied such treatment, while striving to identify and
eliminate barriers that might prevent any employee’s full and equitable
participation in the workplace.

Inclusion is a set of behaviors (e.g., welcoming new employees, paying
attention and extending an invitation, seeking and respecting other
perspectives, etc.) that promote equal access to opportunities and resources
for individuals who might otherwise be excluded or marginalized.

2021-23 Diversity, Equity, and Inclusion Strategic Plan 11
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Individual/Person
with a Disability

Reasonable
Accommodation

Self-ldentification
of Disability

Talent Acquisition

Targeted Disability

Underserved
Communities

Unseen Diversity
Characteristic

A person with a physical or mental impairment that substantially limits
one or more major life activities (such as walking, talking, seeing, hearing,
or learning), has a record of such impairment, or is regarded as having an
impairment unless the impairment is both transitory and minor.

Any change in the work environment (or in the way things are usually done)
to help a person with a disability apply for a job, perform the essential duties
of a job, or enjoy the benefits and privileges of employment.

The voluntary completion and submission of information from the Office of
Personnel Management’s (OPM’s) Standard Form 256 (SF 256) identifying that
a person has a disability, either by hard copy of the SF 256 to the servicing
Human Resources Branch personnel in the Division of Administration, or
electronically through the MyEPP system using the appropriate code from
the SF 256.

Long-term human resources planning and finding appropriate candidates for
positions that require specific skillsets to fulfill a business need.

Specific, severe disabilities targeted for emphasis in affirmative action
planning that include, but are not limited to, developmental disabilities,
traumatic brain injury, deafness, blindness, missing extremities, partial
paralysis, complete paralysis, epilepsy, intellectual disabilities, psychiatric
disabilities, dwarfism, and significant disfigurement.

Populations sharing a particular characteristic, as well as a geographic
communities, that have been systematically denied a full opportunity to
participate in aspects of economic, social, and civil life.

Non-visible personal characteristics such as background, culture, and
personality, as well as protected classes such as disability, sexual orientation,
and religion and belief.
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Support for Victims and Survivors

1 2

HOTLINE COUNSELING
Establish a toll-free number staffed Enhance the free services
24-hour with specialized federal currently provided by the FDIC by
and contractor staff to discreetly securing counselors with expertise
intake reports of harassing behavior related to sexual harassment and
to ensure immediate assistance for discrimination to address emotional
individuals in distress. and mental well-being.

PROJECTED COMPLETION PROJECTED COMPLETION
1.31.2024 1.31.2024

SUPPORT GROUPS SUPPORT PROGRAM
Connect victims with external Establish support program to
resources such as local support help survivors remain integrated
groups specializing in sexual in the workplace and equipped
harassment support. to take advantage of professional
development opportunities post-
harassment.

PROJECTED COMPLETION
12.15.2023

PROJECTED COMPLETION
3.31.2024

FDICACTION PLAN
2
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Prompt Investigation,
Identification, and Correction
of Current Problems

1 2

THIRD PARTY REVIEW INVESTIGATION OF
A Special Committee of the FDIC BARRIERS
Board will conduct an independent, Engage an Equal Employment
third party review of the FDIC’s Opportunity (EEO) firm to
workplace culture and response conduct an in-depth analysis of
to allegations of harassment and ongoing challenges in workforce
misconduct. representation, as identified in

the Executive Summary of the

FDIC’s Annual Equal Employment
PROJECTED COMPLETION Opportunity Program Status
2.29.2024 Report for Fiscal Year 2022. In

accordance with Equal Employment
Opportunity Commission
Management Directive 715, the firm
will conduct Barrier Analysis
Step Two - Investigate to Pinpoint
Actual Barriers, assist the FDIC
inimplementing
Step Three - Eliminate Barriers, and
recommend a plan to implement
Step Four - Plan Assessment.
Results will be shared with

employees.

PROJECTED COMPLETION
12.31.2024

FDIC ACTION PLAN
3
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PROMPT CORRECTIVE
ACTION

If the analysis identifies a barrier
that adversely affected a subset of
employees, the FDIC will promptly

take corrective action to address

and remedy the identified harm,
which may include compensatory
damages in cases involving
discrimination.

PROJECTED COMPLETION
Ongoing

4

COMPENSATION
PRACTICES

Engage an EEO firm to conduct a
review of performance-based cash
awards and retention bonuses
to determine if discriminatory
practices exist. If any discriminatory
practices exist, the FDIC will take
prompt corrective action to address
and remedy the identified harm,
which may include compensatory
damages.

PROJECTED COMPLETION
12.31.2024

FDIC ACTION PLAN
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Repercussions for Harasser

1 2

CONSEQUENCES TABLE OF PENALTIES
Ensure consequences for Consider expanding the use of
individuals found liable of sexual tables of penalties or other tools
harassment align with the or framework to ensure that
seriousness of the misconduct. disciplinary action is consistently

applied for like or similar
misconduct.

Ongoing
PROJECTED COMPLETION
7.31.2024

3

NO ENTRY FOR HARASSER

To the extent legally supportable
and feasible, implement policies
to prohibit hiring those who have
previously engaged in sexual
harassment or other serious
misconduct (including procedures
to ensure due diligence in hiring), or
establish procedures to safeguard
employees if the law prohibits
such actions.

PROJECTED COMPLETION
7.31.2024

FDICACTION PLAN
5
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REMOVE BONUS
OPPORTUNITY

Update policies to prohibit
the payment of bonuses to any
individual found to have committed
sexual harassment and to delay
bonuses for any employee being
investigated for sexual harassment
or other serious misconduct, until
they are cleared of any wrongdoing.
Determine whether other actions are
appropriate for individuals found to
have engaged in sexual harassment
(e.g., demotion, restricting
promotion opportunities).

PROJECTED COMPLETION
6.30.2024

S5

RISK ASSESSMENT

Assess whether any aversion to risk,
including litigation risk, associated
with taking adverse personnel
actions unduly impacts addressing
sexual harassment or other serious
misconduct in a manner that aligns
with organizational values.

PROJECTED COMPLETION
4.30.2024

FDIC ACTION PLAN
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Leadership Accountability

1 2

WITHHOLDING BONUSES PERFORMANCE
Update applicable criteria and STANDARDS
withhold bonus opportunities for Update leadership performance
failure to implement or follow the standards to better support
FDIC Action Plan for a Safe, Fair, and accountability for sexual
Inclusive Work Environment. harassment detection and
prevention.
PROJECTED COMPLETION
7.31.2024 PROJECTED COMPLETION
5.30.2024
DIVERSITY AND 4
INCLUSION EXECUTIVE TRACKING SYSTEMS
ADVISORY COUNCIL (EAC) Enhance the centralized tracking
Hold special meetings for the EEO system for monitoring sexual
firm that conducts the barrier harassment claims to provide
analysis discussed above to present the agency with better data on
to EAC members, all Regional the scope and nature of sexual
Directors, Chairs of Field Supervisor harassment claims and improve
and Supervisory Examiner Councils, decision making around how to
and the Executive Sponsor(s) of best prevent and address sexual
each Employee Resource Group. harassment.

PROJECTED COMPLETION PROJECTED COMPLETION
Ongoing 2.29.2024

FDICACTION PLAN
7



Policies, Procedures, and Operations
Review and Enhancement

1

ANTI-HARASSMENT
DIRECTIVE

Issue revised draft directive on
anti-harassment to include a
more detailed definition of sexual
harassment and provide a plain
language explanation of existing
anti-retaliation protections for
individuals who report cases of
sexual harassment or otherwise
expose discriminatory practices

PROJECTED COMPLETION
2.29.2024

4

GRIEVANCE POLICIES

Review grievance policies and
examine options for extending
timelines for processing harassment
claims to increase time for victims
to file a grievance for matters
associated with sexual trauma.

2

HARASSMENT
COMPLAINTS

Develop procedures and guidelines
to prepare close-out letters to
be issued to filers of harassment
complaints.

PROJECTED COMPLETION
3.31.2024

3

STUDENT RESIDENCE
CENTER (SRC)

Update policies related to SRC to
establish a residence-specific code
of conduct and increase monitoring

by security guards in common
areas. Consider implementing

a Resident Assistant Program to

serve as a single point of contact

for any issues that arise amongst
employees residing at the SRC.

PROJECTED COMPLETION
PROJECTED COMPLETION 3.31.2024
4.30.2024

FDICACTION PLAN
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CODE OF CONDUCT EXIT SURVEYS
Review and update code of conduct Seek opportunities to enhance
to better reflect FDIC core values all exit surveys conducted at

and expectations for diversity, the agency to better identify
equity, inclusion, accessibility, and harassment as a factor in an
belonging. employee leaving agency.

PROJECTED COMPLETION PROJECTED COMPLETION
5.30.2024 6.30.2024

TRAVEL POLICIES

Review travel policies to determine
if any of these policies are
negatively impacting the FDIC’s
culture and environment. Develop
needed modifications based
on this assessment to improve
employee’s safety and well-being,
and retention.

PROJECTED COMPLETION
12.31.2024

FDICACTION PLAN
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Training rograms

1 2

SEXUAL HARASSMENT NEW EMPLOYEE
TRAINING ORIENTATION
Conduct mandatory, “live” Require training on preventing and
training on preventing and addressing sexual harassment at
addressing sexual harassment new employee orientation.

for all employees, managers, and
executives. Implement a process

to regularly assess effectiveness of PROJECTED COMPLETION
trainings and revise as needed. Ongoing
PROJECTED COMPLETION
12.31.2024

FDIC ACTION PLAN
10
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Communication and Outreach
Strategy

1 2

INTERNAL EXTERNAL
COMMUNICATION AND COMMUNICATION AND
OUTREACH STRATEGY OUTREACH STRATEGY
Develop and implement internal Develop and implement external
communication and outreach communication and outreach

strategy with the goals of informing strategy to communicate FDIC’s
employees, rebuilding trust through commitment to creating and
transparency, and transforming maintaining a harassment and
culture. discrimination-free environment

and restoring our stakeholders’ faith
in our ability to fulfill our mission.

PROJECTED COMPLETION
12.31.2023 « And Ongoing
PROJECTED COMPLETION

FDIC ACTION PLAN
11
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Cultural Tra

1

FEMALE RECRUITMENT
AND RETENTION
TASKFORCE

Create a taskforce to develop
recommendations to address
issues primarily impacting females
in the workforce as described in
the Executive Summary of the
FDIC’s Annual Equal Employment
Opportunity Program Status Report
for Fiscal Year 2022. The Taskforce
will include representation from
Employee Resource Groups focused
on these issues.

PROJECTED COMPLETION
1.31.2024

»

sformation

2

CULTURAL ASSESSMENT
AND CHANGE

Conduct a culture assessment on
a periodic basis to gain insight into
organizational dynamics, employee

engagement, and overall work
environment, monitor progress
in improving culture, and identify
areas needing improvement.

PROJECTED COMPLETION
5.30.2024

EMPOWER LOCAL
LEADERSHIP AND ENGAGE
EMPLOYEES

Consider providing additional
resources to supervisors,
Chairman’s Diversity Advisory
Councils, and Employee Resource
Groups to help improve culture
within their local teams while
ensuring alignment with overall
FDIC goals.

PROJECTED COMPLETION
6.30.2024

FDIC ACTION PLAN
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AGENCY-WIDE RESOURCES

Consider expanding cadre of EEO
counselors to include locations
in regional offices to better
understand local dynamics, address
issues specific to each location,
and provide better accessibility
and support to employees located
outside of Headquarters.

PROJECTED COMPLETION
7.31.2024

The FDIC Board of Directors
chartered a Special Committee
to direct and oversee an
independent, third-party

review of allegations of sexual
harassment and interpersonal
misconduct at the FDIC and any
management response. The
review will evaluate the FDIC’s
workplace culture, including any
practices that might discourage
or deter reports of or responses
to sexual harassment and other
misconduct. This Action Plan
refers to that independent, third-
party review but does not refer
to other actions expected to be
within the scope of the Special
Committee’s work. Also, the Plan
does not include items projected
to be within the scope of reviews
conducted by the Office of
Inspector General.

5

LISTENING SESSIONS

Implement Safe Space
Conversations Program and other
facilitated listening sessions across
the FDIC to foster an environment of
open and respectful dialogue.

PROJECTED COMPLETION
Ongoing

FIELD, REGIONAL AND
HEADQUARTER REVIEWS

Conduct regular reviews of
Field, Region, and Headquarters
offices to ensure compliance and
consistency with FDIC directives

related to sexual harassment, anti-
harassment, and equal employment
opportunity.

PROJECTED COMPLETION
Ongoing

FDIC will meet all bargaining obligations with NTEU.
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