Annual Disabled Veterans Affirmative Action Program (DVAAP) Plan Certification—Fiscal Year 2002

Please type or print clearly and return this sheet with an original signature to:

Maria Mercedes Olivieri

Assistant Director for Diversity

U.S. OPM, Employment Service

1900 E Street, NW, Room 2445

Washington, DC  20415-9800

IDENTIFYING INFORMATION

A. Name and Address of Agency

Department of Veterans Affairs

810 Vermont Avenue, NW

Washington, DC  20420

B.  Name and Title of Designated DVAAP Official (Include Address, if different from above.)

Telephone and Fax Numbers:

Armando E. Rodriguez






(202) 273-5888

Deputy Assistant Secretary for Diversity Management


(202) 273-6537 Fax

and Equal Employment Opportunity

C.  Name and Title of Contact Person (Include address, if different from above.)


Telephone and FAX Numbers

Noemi Pizarro-Hyman, EEO Manager




(202) 273-8921

People with Disabilities Program





(202) 273-9942 Fax

Certification:  I certify that the above named agency:  (1) has a current DISABLED VETERANS AFFIRMATIVE ACTION PROGRAM (DVAAP) plan and the program is being implemented as required by 38 USC 4214, as amended, and appropriate regulations and guidance issued by the U.S. Office of Personnel Management; (2) that all field offices or installations having less than 500 employees are covered by a DVAAP plan; (3) that all field offices or installations having 500 or more employees are covered either by this plan or by a local plan; and (4) that such plans are available upon request from field offices or installations.

SIGNATURE








DATE




Disabled Veterans Affirmative Action Program

(IRCN-0305-OPM-AN)

FY 2001 ACCOMPLISHMENT REPORT

Department of Veterans Affairs

810 Vermont Avenue, N.W.

Washington, DC 20420

Number of Employees Covered by this Report



225,893

Noemi Pizarro-Hyman






(202) 273-8921

Person Preparing Report






_








Armando E. Rodriguez, Deputy Assistant Secretary for


   Date

Diversity Management and Equal Employment Opportunity

A.
Methods Used to Recruit and Employ Disabled Veterans:

VA continues to make appropriate use of special appointing authorities, such as excepted Veterans Rehabilitation Act (VRA), Schedule A, Section 312.3102 (u and t), Schedule B, Section 213.3202 (k), non-competitive appointment of disabled veterans with compensable service-connected disability of 30 percent or more, and unpaid training or work experience for continuing appointment of severely disabled veterans.   Additionally, VA complies fully with the Veterans Millennium Act.

The efficient use of such appointing authorities has facilitated the hiring of disabled individuals. For instance, the VA Medical Center at Cheyenne, Wyoming, increased the number of 30 percent or more compensable disabled veterans employed over the past fiscal year by 6.3 percent.  

Veteran applicants are advised of the provisions of the various appointment authorities.   Veterans selected under the VRA appointment authority are provided an extensive information kit on the VRA, an OPM pamphlet regarding the authority, and counseling at the time of appointment.   Use of special appointing authorities are discussed at directors’ conferences, administrative executive boards, and clinical executive boards. 

Various facilities conduct in-service training for personnel staff in all facets of hiring authorities, and disabled veterans who apply for a vacancy are referred to a staffing specialist for a personal interview. 

VA continued to announce job opportunities through job information sheets posted in employment information offices, local employment service commissions, and the 24–hour job information line.  Domiciliary staff continues to work with service chiefs in the hiring of veterans from the domiciliary to work throughout the health care system in the Compensation Work Therapy Program, which provides training opportunities for future job placement of disabled veterans both inside and outside the VA.  Human Resources Management Service (HRMS) provides training to compensated work therapy workers on resume writing and other employment opportunities and techniques.  Furthermore, VA established a Toastmasters Club to developed disabled veterans’ public speaking abilities.  As an incentive, they are given 1 hour of educational credit for each training session attended.

VA participates in local and national level workshops/training opportunities sponsored by Veterans Service Organizations (VSOs), the Federal Government, the private sector, and community groups, such as the Industries for the Blind, Blinded Veterans, Indian Health Service, Job Corps Center, Justice Department of Border Patrol Headquarters, Regional Re-employment Center, Rehabilitation and Work Adjustment Center, and many others.  Medical Center Directors and Medical Center staff maintain regular contact with representatives of VSOs at monthly Service Officer Meetings.    

Office space is provided to Disabled Veterans Benefits Counselors, State Veterans Affairs Representatives, and Veteran Representatives from local Employment Service Commissions to assist in referral and veteran job placement.

Various facilities utilize a local Mayor’s Advisory Council for people with disabilities.  As a result, the Amarillo VA Health Care System was named Texas federal employer of the year for people with disabilities.  The award was based on its model recruitment and advancement programs at this facility.

The Work-Study Program is utilized to provide work experience for disabled veterans to pave the way for hiring into permanent positions. For instance, at the Southern Arizona Health Care System, the Work-Study Program Coordinator attends monthly out briefings at Davis-Monthan Air Force Base to explain the program to individuals being discharged from the military.

Noteworthy is the fact that the VA utilizes its own “Stand Downs” to recruit homeless veterans.  Stand-Downs are one part of the Department’s efforts to provide services to homeless veterans.  This is typically a one-to-three day event providing services to homeless veterans such as food, shelter, clothing, health screening, and employment.  Through this program, a number of veterans were accepted into temporary appointments.   

The Hospital Specialty Discharge Listing (COIN-VAD-1) is continuously monitored to identify individuals who may have experience in areas in which the facilities may anticipate vacancies. 

B.
Methods Used to Provide or Improve Internal Advancement Opportunities:

Job opportunities (through merit promotion procedures) at the entry level are announced to provide upward mobility and career ladder opportunities for all employees, including disabled veterans.   

Disabled veterans are included as members of committees and task forces dealing with the recruitment of veterans and disabled veterans.  At some facilities, DVAAP Coordinators are appointed to serve as members of the EEO Advisory Committee.

Facilities continue to advertise positions below the target level to allow a larger number of employees to qualify for promotion consideration.  

Understanding that attitudinal barriers are, in many cases, an issue in hiring and internal advancement opportunities, various facilities utilize the Windmills Training Program, whose purpose is to increase employers’ confidence in their ability to work with disabled individuals.

A series of knowledge, skills and abilities training sessions are provided to all employees to enhance their abilities to compete for further advancement.   Moreover, disabled veterans are provided assistance with completion of promotional applications and computer training.  Employees are encouraged to apply for and participate in Mentoring Programs for the purpose of personal and professional growth.

At some VA facilities, a Career Development Center was established to provide career counseling information to disabled veterans regarding promotions and internal advancement opportunities, as well as educational and training resources available. Career counselors are appointed in each service and a personnel management specialist is assigned to provide career counseling to employees.

Selecting Officials are reminded of their responsibility to support the Department’s affirmative action plan on disabled veterans, Vietnam veterans, and preference eligible through merit promotion certificates specific to 30 percent disabled veterans, and veterans preference eligible.  

The VA also utilizes the exclusions to merit promotion procedures provided by the union contract and facility merit promotion plan to provide or improve internal advancement opportunities.

C.  Methods Used to Monitor, Review, and Evaluate Activities:

HRMS staff, in conjunction with EEO Managers, Program Managers for People with Disabilities, and the EEO/Diversity Advisory Committees monitor, review, and evaluate activities related to hiring and promoting disabled veterans.  COIN PAI 204 is the internal report utilized to monitor these activities. 

The EEO Manager, Persons with Disabilities Committee, HR and Education Staff, and the Mentoring Committee work together to promote programs, evaluate feedback from participants to determine effectiveness, and create evaluation forms to measure participants’ progress.

VA monitors the performance of supervisors and managers for their support of the Program through the Performance Appraisal System. The Performance Appraisal System includes accountability for all supervisors in the area of EEO, to include the hiring and retention of disabled veterans.  The DVAAP is part of the Department’s overall EEO Program.

Some facilities have assigned veterans recruitment to two key management officials: a staff member in the Human Resource Leadership and Education Service Center, and the EEO Program Manager.  They provide consistent monitoring of recruitment and advancement efforts.

D.  Progress Report:
The percentage of disabled veterans employed at the VA increased slightly from 7.0 percent of the total workforce on September 30, 2000 to 7.03 percent on September 30, 2001.  The percentage of disabled veterans with 30 percent or more service-connected disabilities increased slightly from 3.4 percent to 3.5 percent.  In the VA, disabled veterans represent 26.5 percent of the veteran workforce, and 7.03 percent of the total workforce.  Of 15,888 disabled veterans, 2,939 were promoted during FY 01.  

VA is extremely aware of the need to increase the representation of veterans in its workforce and is working diligently to “lead by example”.  

DISABLED VETERANS AFFIRMATION ACTION PROGRAM PLAN

 PARTICIPANTS IN FORMAL AGENCY CAREER DEVELOPMENT PROGRAMS

	
	GS 1-4
	GS 5-8
	GS 9-12

	
	#
	%


	#
	%
	#
	%

	Overall Total
	827
	100.00
	3197
	100.00
	4863
	100.00

	Non-Veterans
	564
	68.20
	2159
	67.53
	3081
	   63.36

	Veterans
	145
	17.53
	  615
	19.24
	1004
	   20.65

	Disabled Veterans
	  63
	  7.62
	  198
	  6.19
	   404
	     8.31

	30% or More Disabled Veterans
	  55
	  6.65
	  225
	  7.04
	   374
	     7.69


	
	GS 13-15
	Senior Pay

	
	#


	%
	#
	%

	Overall Total
	1049
	100.00
	23
	100.00

	Non-Veterans
	568
	  54.15
	11
	   47.83

	Veterans
	315
	  30.03
	11
	   47.83

	Disabled Veterans
	109
	  10.39
	  0
	          0

	30% or More Disabled Veterans
	  57
	    5.43
	  1
	     4.35


DISABLED VETERANS AFFIRMATIVE ACTION PROGRAM PLAN

PARTICIPANTS IN GOVERNMENTWIDE CAREER DEVELOPMENT PROGRAMS

	
	GS 1-4
	GS 5-8
	GS 9-12

	
	#


	%
	#
	%
	#
	%

	Overall Total
	44
	100.00
	283
	100.00
	634
	100.00

	Non-Veterans
	31
	  70.45
	232
	   81.98
	433
	   68.30

	Veterans
	  7
	  15.91
	  34
	   12.01
	140
	   22.08

	Disabled Veterans
	 2
	    4.55
	  11
	     3.89
	   31
	     4.89

	30% or More Disabled Veterans
	 4
	    9.09
	    6
	     2.12
	   30
	     4.73


	
	GS 13-15
	Senior Pay

	
	#


	%
	#
	%

	Overall Total
	457
	100.00
	14
	100.00

	Non-Veterans
	321
	   70.24
	 8
	  57.14

	Veterans
	108
	    23.63
	 3
	  21.43

	Disabled Veterans
	  21
	     4.60
	 3
	  21.43

	30% or More Disabled Veterans
	    7
	     1.53
	 0
	         0


Note:  Columns may not total exactly 100% because figures are rounded.
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