ATTACHMENT 1

ANNUAL FEORP PLAN CERTIFICATION:
FISCAL YEAR 2012

A. Name and Address of Agency:

U.S. Department of Energy
National Nuclear Security Administration
1000 Independence Avenue, SW, Washington, D.C. 20585

B. Name and Title of Designated FEORP Official (if address is different from Section A, include
e-mail address and telephone and fax numbers):

Neile L. Miller
Principal Deputy Administrator

. Name and Title of Contact Person (if address is different from Section A, include e-mail address
and telephone and fax numbers):

Debra Parrish
EEO Manager
Debra.Parrish(@nnsa.doe.gov; Phone: (505) 845-6021; Fax: (505) 845-4963

CERTIFICATION

I certify the above agency: 1) Has a current Federal Equal Opportunity Recruitment Program (FEORP)
planand the program is being implemented as required by Public Law 95-454 and subsequent regulations
and guidance issued by the U.S. Office of Personnel Management; 2) All field offices or installations with
fewer than 500 employees are covered by a FEORP plan; 3) All field offices or installations with 500 or
more employees are covered either by this plan or by a local plan; and 4) Such plans are available on
request from field offices or installations.

SIGNATURE DATE
Janis Green, Acting Director, Office of Human Capital

‘ Management, NA-MB-10

|1

SIGNATURES A e CL A\ g vuah DATE
Debra Parrish, EEO Manager, Office of Civil Rights
NA-1.2

** Note** If you are unable to use the digital signature function, please sign the Annual FEORP Plan
Certification and send it electronically with your submission.



ATTACHMENT 2
SHORT NARRATIVE ABOUT PROMISING PRACTICES
Briefly identify a policy, practice or procedure where your agency has been successful in the implementation of

actions outlined in its Diversity and Inclusion Strategic Plan. Responses should be limited to the space provided
below. Please note that the box below is limited to 4000 Characters.

The National Nuclear Security Administration's (NNSA) Office of Human Capital Management
participated on a limited basis with the Department of Energy's (DOE) Diversity and Inclusion
(D&I) Council in FY 2012. NNSA has also established a partnership with the DOE Office of
Diversity Programs (ODP) to share information, collaborate and develop strategies to increase
diversity and inclusion awareness across NNSA, and align NNSA hiring initiatives and
employment opportunities with veterans, disabled veterans, people with disabilities, and other
underrepresented employees.

During October-November 2011, NNSA partnered with DOE's ODP for the purpose of
conducting focus groups to engage in a dialogue and obtain feedback on suggestions for
diversity improvements. Both supervisory and non-supervisory employees were involved in the
discussions which addressed workforce development, training, work-life balances, mentorship
and career advancement.

On May 2, 2012, NNSA's Principal Deputy Administrator and Director of Office of Human Capital
Management partnered with DOE's Director of Office of Economic Impact and Diversity in
sponsoring a DOE-NNSA Workforce Diversity Town Hall Meeting. At the Town Hall, NNSA/DOE
employees heard the results of the focus group discussions. The results of the DOE's
Workforce Diversity Study (July 2011) were also discussed, as well as ways that DOE will move
forward to address recruitment and hiring; retention, development, and promotions; commitment
and understanding; and performance and accountability.

NNSA is now in the final process of determining its final strategy on its diversity and inclusion
plan and a final decision will be made in FY 2013.




ATTACHMENT 3
STRATEGIC ACTIVITIES OR ACTIONS RELATED TO HISPANIC EMPLOYMENT

Identify strategic activities or actions the agency is implementing, or will implement, to improve the outreach,
recruitment, hiring, career development and/or retention of Hispanics. Responses should be limited to the space
provided below. For examples of strategic activities related to Hispanic employment, see Federal Hispanic
Accountability Model. Source: Recommendations from the Hispanic Council on Federal Employment
(December 2011). Please note that the box below is limited to 4000 Characters.

1. Reengineering NNSA'’s student employment programs. NNSA combined the best attributes of
the Future Leaders Program and their Nonproliferation Graduate Fellows Program to form the
NNSA Graduate Program to attract and develop the next generation of NNSA employees. In
addition, NNSA has built long-term partnerships with numerous educational institutions and will
continue these partnerships when recruitment resumes which lends to a diverse applicant pool
and a future pipeline of diverse and highly qualified employees.

2. Establishing the OneLeadership Initiative (OLI). OLI is a unified leadership and development
effort that provides NNSA's workforce with the tools and resources to improve their skills to
advance in their field of expertise or explore other career opportunities. The OLI goals include a)
establishing a robust, cohesive leadership and career management program; b) creating one
integrated system for all leadership, development, training, and student programs; c¢) promoting
deeper involvement from managers; and d) achieving and maintaining excellence in leadership
and employee development. In addition, all training and development opportunities have been
examined in detail in order to expand, where necessary, and relinquish portions that are less
beneficial. The OLI established several new internal opportunities for employees, one of which is
Fusion Forums in which employees at all levels of the organization are invited to an hour-long
forum to learn and discuss various developmental topics.

3. Establishing the 1st Year Initiative. The NNSA 1st Year initiative is a 12-month series of
courses offered to new employees at all levels of the organization as an overview of NNSA's
organization, mission, values and structure. NNSA established a similar program for SES
employees, called SES 1st. This one-day event integrated new members of the SES into the
leadership perspective and strategic direction and initiative of the NNSA. Whether the employee
is an entry-level, mid-career or a senior manager, OLI offers a multitude of products and services
tailored to fit NNSA'’s leadership and career development needs including a Virtual Orientation
Center, an interactive website, individualized training needs assessments, career mapping and a
leadership career management library.

4. Developing First Line Supervisory Training. NNSA developed a three-day "live" First Line
Supervisory Training to include Hiring and Staffing, Equal Employment Opportunity, Required
Knowledge for Supervisors, Role of the Supervisor, Administration of a Strength Finders Tool,
Discussion with Seasoned Supervisors at NNSA, Professional Development, Rotational
Assignments, Performance Management and Awards, and Employee Relations.

5. Providing managers, supervisors and employees with mid-year, year-end and special
workforce statistical reports. The mid-year report is a snap shot of NNSA and includes statistics
on Hispanics. The year-end reports are much more comprehensive and include detailed
five-year workforce trending analysis of the total NNSA workforce, including Hispanics, as
compared to the CLF, DOE, and other federal agencies.




Federal Hispanic Accountability Model

For use with vacancies, promotions, career development training programs, and
Senior Executive Service positions

Establish a baseline metrics reporting system to enable agencies to identify and
Accounta bility Plan eliminate any barriers present in the processes used to recruit or select Hispanic

applicants for initial employment or for promotion, including but not limited to
promotion into the Senior Executive Service (SES).

' Provide to the Chief Human Capital Officer (CHCO) and the agency’s PMC
member a listing of all actions related to vacancies (including SES), promotions, and
career development training programs annotated by: 1) area of consideration, 2)

Recruitment . . - .
targeted recruitment sources, and 3) selecting officials for each action.

‘ After a vacancy has been filled or a selection made, provide to the CHCO and the
agency’s President Management Council (PMC) member a listing of available
applicant flow data for all actions related to vacancies (including SES), promotions,
and career development training programs annotated by race, national origin, and
sex to determine the number of Hispanic applicants.

Analyze Applicant Pool

After a vacancy has been filled or a selection made, provide to the CHCO and the

agency’s PMC member a listing of the applicants deemed "best qualified" annotated

by race, national origin, and sex to determine the number of Hispanic applicants on

Interview Candiadtes the "best qualified" list. (Note: the reliability of the data must be evaluated on a
case-by-case basis because applicants may not self-identify.)

Selection

.

Feedback from
managment regarding
nhon-selected candiates

Assessment/

For each vacancy filed or selection made, provide to the CHCO and the agency’s
PMC member a listing of selectees for each action annotated by race, national origin
and sex. (Note: the reliability of the data must be evaluated on a case-by-case basis
because applicants may not self-identify.)

Where deemed appropriate, prepare a justification statement prepared by the
selecting official for the selection, linked to the factors used to define "best
qualified" and "best fit."

When the applicant flow data does not reflect Hispanic representation at the CLF
level for the relevant vacancies (including SES), promotions, and career
Re-evaluate job development training programs, the agency will review recruitment efforts to ensure
announcement/evaluation that they include relevant Hispanic outlets.
criteria for triggers

When the applicant flow data reflects Hispanic representation at the CLF level, but
the "best qualified" roster lacks Hispanic candidates and a pattern is detected, the
agency will evaluate the criteria used to determine the "best qualified" roster and
eliminate any criteria not directly related to the position to be filled or which may
have an adverse impact on candidates.




ATTACHMENT 4

Progress Tracker

PROGRESS TRACKER AND DEMOGRAPHIC DATA

EXPLANATORY NOTES FOR PROGRESS TABLES

Formal mentoring or other programs typically will have the following characteristics:

Organization announces program to all qualified groups and
individuals.

Candidates are identified through a request for nominations or
for applications to the program.

Organization screens and selects candidates based on merit
system principles using predetermined criteria for program

Training program is finalized for selected participants which
includes a formal training experience that may involve

Announcement

Recruitment

Competitive Selection

Training developmental assignments (continued service agreements
usually required).
- Organization monitors participants’ training activities and
Monitoring

progress in program against pre-established objectives.

Organization evaluates effectiveness of the formal training
Evaluation provided to individual participants and the effectiveness of
the formal development itself in meeting organizational goals.

**Note™* In order to properly submit this report you must
save changes before closing and sending this PDF file
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Progress Tracker

Mentoring Agency has a Formal Mentoring Program YES
Qualitative . . .
Questions Mentoring Training Provided YES
(YES or NO) )
Program is Evaluated YES
Feedbackis Provided YES
Program is Announced fo All Qualified Individuals YES
Program has an Executive Champion YES
Diversity and Formal Diversity and Inclusion Training Provided * NO
Inclusion
Training Training Brief On Unconscious Bias NO
_— Provided™
Qualitative
Questions All Employees Briefed on Agency'’s Diversity NO
(YES or NO) Policies®
Diversity and Agency has a Diversity and Inclusion Counci® NO
Inclusion
Council Diversity and Inclusion Council has a Charter * NO
Quaiitative Members have received Training™® NO
Questions
(YES or NO) Council's Mission is in Alignment with Agency * NO
Development Agency has a Career Development Program YES
Program
Quohfqhve Program is Evaluated YES
Questions
(YES or NO) Program is Announced to All Qualified
Individuals YES

*NNSA's Office of HumanCapitalManagemenparticipatedon a limited basiswith the DOE Diversity and
Inclusion(D&l) Councilin FY 2012. NNSA is in the procesf determiningts final strategyon its diversity anc
inclusionplananda final decisionwill bemadein FY 2013.
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*NNSA's Office of Human Capital Management participated on a limited basis with the DOE Diversity and Inclusion (D&I) Council in FY 2012.  NNSA is in the process of determining its final strategy on its diversity and inclusion plan and a final decision will be made in FY 2013. 
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Progress Tracker

Mentoring

Quantitative

Diversity and
Inclusion
Training

Quantitative

Diversity and
Inclusion
Council

Quantitative

*NNSA's mgmt.info. systemdoesnot distinguishbetweermanager'sndsupervisorstherefor¢ "o9s: 3076

onetotal reported.

Frequency of Program Evaluation (e.g., Annually, Quarterly As needed
etc.)

Percent of Employees Involved with Mentoring 18%
Percent of SES Involved with Mentoring 30%
Percent of Managers Involved with Mentoring ** 11%
Percent of Supervisors Involved with Mentoring ** 0%
Count of Employees Involved with Mentoring 2096
Count of SES Involved with Mentoring 108
Count of Managers Involved with Mentoring™* 455
Count of Supervisors Involved with Mentoring ** 0
Total number of Employees Eligible to Participate

(this should not be equal to the total count that has participated | | 2659
unless 100% of workforce has participated)

Frequency of Diversity and Inclusion Training * 0
Percent of Employees that have porrichoTed this yearin o
Formal Diversity and Inclusion Training 0%
Percent of Senior Leadership that have participated this

year in Formal Diversity and Inclusion Troining* 0%
Count of Employees that have participated in Formal

Diversity and Inclusion Training * 0
Count of Employees that hcve’por‘ricipofed in Formall

Diversity and Inclusion Training 0
Total number of Employees Eligible to Participate

(this should not be equal to the total count that has participated | 2659

unless 100% of workforce has participated)

Frequency of Council Meetings in FY201 2"

Bi-weekly with DOE

Frequency of Council Evems* IO
Percent of Senior Leadership on Council™ 0%
Percent of Employees on Council * 0%
Count of Senior Leadership on Council * IO
Count of Employees on Council * 0
Total number of people on Council® 0



patricia.padilla
Typewritten Text
**

patricia.padilla
Typewritten Text
**

patricia.padilla
Typewritten Text
**

patricia.padilla
Typewritten Text
**

patricia.padilla
Typewritten Text
  

patricia.padilla
Typewritten Text

patricia.padilla
Typewritten Text

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

patricia.padilla
Typewritten Text
*

michelle.poulsen
Typewritten Text

michelle.poulsen
Typewritten Text

michelle.poulsen
Typewritten Text

michelle.poulsen
Typewritten Text

michelle.poulsen
Typewritten Text
**NNSA's mgmt. info. system does not distinguish between manager's and supervisors; therefore
    one total reported.


Progress Tracker

Development Percent of GS1-4 that have participated 0%
Program™
Percent of GS 5-8 that have participated 0%
Quantitative
Percent of GS 9-12 that have participated 0%
Percent of GS 13-15that have participated 15%
Percent of SES that has participated 1.9%
Count of GS1-4 that have participated 0
Count of GS 5-8 that have participated 0
Count of GS 9-12 that have participated 0
Count of GS 13-15 that have participated 2
Count of SES that has participated >

Total number of Employees Eligible to Participate

(this should not be equal to the total count that has 2659
participated unless 100% of workforce has participated)

***During FY 2012,NNSA conductedanextensiveassessmerf their LearningandCareerDevelopment
Program(LCDP) to determinewvhetheror not NNSA wasoffering the appropriatgorogramgo employees.The
assessmemesultedn significantchangego their LDCP andlimited participationin FY 2012. Additionally,
NNSA hadlimited useof the StudentCareefEmploymentProgramsn FY 2012dueto theabolishment
of theauthoritiesandtransitionto the Pathway$Programandno recruitment/hiringunderthe FutureLeaders
Programiwo key NNSA careerdevelopmenprograms.
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***During FY 2012, NNSA conducted an extensive assessment of their Learning and Career Development 
      Program (LCDP) to determine whether or not NNSA was offering the appropriate programs to employees.  The 
      assessment resulted in significant changes to their LDCP and limited participation in FY 2012.  Additionally,
      NNSA had limited use of the Student Career Employment Programs in FY 2012 due to the abolishment
      of the authorities and transition to the Pathways Program and no recruitment/hiring under the Future Leaders
      Program, two key NNSA career development programs.
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Demographic Information

Percent of Black Mentors 15.7%

Percent of Hispanic Mentors 15.1%

Percent of Native American Mentors
3.0%

Percent of Native Hawaiian/ Pacific Islander . .
Mentors % - See Asian Americans

Percent of Two More Race Mentors Not captured

Percent of White Mentors 59.3%

Percent of Female Mentors 40.1%

Percent of Male Mentors

57.2%

Percent of Veteran Mentors

17.5%

Percent of Mentors that are People with
Disabilities 7.8%

*kk%k

Total number of Mentors

(The count used to calculate the Mentor 332
percentages)

Percent of Asian American Mentees 4.2%
Mentoring
Percent of Black Mentees 15.7%
Demographic
Data Percent of Hispanic Mentees 16.3%
Percent of Nafive American Mentees 3.0%
Percent of Native Hawaiian/ Pacific Islander . .
Mentees % - See Asian Americans
Percent of Two More Race Mentees Not captured
Percent of White Mentees 57.6%
Percent of Female Mentees 41.5%
Percent of Male Mentees
55.2%
P t of Veteran Mentees
ereen 15.7%
Percent of Mentees that are People with .
Disabilities 7.1%
Total number of participants®***
(The count used to calculate the Mentee 337
percentages)
Percent of Asian American Mentors 17.5%

*Employee sel
andmentorsmaybe capturedwice. Onceasamenteeandsecondasamentor.

egisterediualrolesasmenteeand-ormentor;therefore total numberof mentee
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****Employee self-registered dual roles as mentee and-or mentor; therefore, total number of mentees
        and mentors may be captured twice.  Once as a mentee and second as a mentor.    


Demographic Information

Percent of Native Americans taking partin
Development Programs

0%

Percent of Native Hawaiian/ Pacific Islanders
taking part in Development Programs 0%

Percent of Two More Races taking part in
Development Programs 0%

Percent of Whites taking part in Development
Programs .50%

Percent of Female taking part in Development 0
Programs .25%

Percent of Male taking part in Development
Programs

.15%

Percent of Veterans taking part in Development 75%
Programs U

Percent of People with Disabilities taking part in
Development Programs

0%

Total number of participants

(The count used to calculate the Development 4
program participation percentages)

Percent of Asian American taking part in 0%
Development Development Programs
Programs Percent of Blacks taking part in Development 2504
Demographic Programs
Data Percent of Hispanics taking part in Development .
Programs .25%

**Note™* In order to properly submit this report you must
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	Short Promising Practics: The National Nuclear Security Administration's (NNSA) Office of Human Capital Management participated on a limited basis with the Department of Energy's (DOE) Diversity and Inclusion (D&I) Council in FY 2012.  NNSA has also established a partnership with the DOE Office of Diversity Programs (ODP) to share information, collaborate and develop strategies to increase diversity and inclusion awareness across NNSA, and align NNSA hiring initiatives and employment opportunities with veterans, disabled veterans, people with disabilities, and other underrepresented employees.
 
During October-November 2011, NNSA partnered with DOE's ODP for the purpose of conducting focus groups to engage in a dialogue and obtain feedback on suggestions for diversity improvements.  Both supervisory and non-supervisory employees were involved in the discussions which addressed workforce development, training, work-life balances, mentorship and career advancement.

On May 2, 2012, NNSA's Principal Deputy Administrator and Director of Office of Human Capital Management partnered with DOE's Director of Office of Economic Impact and Diversity in sponsoring a DOE-NNSA Workforce Diversity Town Hall Meeting.  At the Town Hall, NNSA/DOE employees heard the results of the focus group discussions.  The results of the DOE's Workforce Diversity Study (July 2011) were also discussed, as well as ways that DOE will move forward to address recruitment and hiring; retention, development, and promotions; commitment and understanding; and performance and accountability. 

NNSA is now in the final process of determining its final strategy on its diversity and inclusion plan and a final decision will be made in FY 2013.

	Strategic Activities Related to Hispanic Employment: 1.  Reengineering NNSA’s student employment programs.  NNSA combined the best attributes of the Future Leaders Program and their Nonproliferation Graduate Fellows Program to form the NNSA Graduate Program to attract and develop the next generation of NNSA employees.   In addition, NNSA has built long-term partnerships with numerous educational institutions and will continue these partnerships when recruitment resumes which lends to a diverse applicant pool and a future pipeline of diverse and highly qualified employees.

2.  Establishing the OneLeadership Initiative (OLI).   OLI is a unified leadership and development effort that provides NNSA's workforce with the tools and resources to improve their skills to advance in their field of expertise or explore other career opportunities.  The OLI goals include a) establishing a robust, cohesive leadership and career management program; b) creating one integrated system for all leadership, development, training, and student programs; c) promoting deeper involvement from managers; and d) achieving and maintaining excellence in leadership and employee development. In addition, all training and development opportunities have been examined in detail in order to expand, where necessary, and relinquish portions that are less beneficial.  The OLI established several new internal opportunities for employees, one of which is Fusion Forums in which employees at all levels of the organization are invited to an hour-long forum to learn and discuss various developmental topics.    

3.  Establishing the 1st Year Initiative.  The NNSA 1st Year initiative is a 12-month series of courses offered to new employees at all levels of the organization as an overview of NNSA's organization, mission, values and structure.   NNSA established a similar program for SES employees, called SES 1st.   This one-day event integrated new members of the SES into the leadership perspective and strategic direction and initiative of the NNSA.  Whether the employee is an entry-level, mid-career or a senior manager, OLI offers a multitude of products and services tailored to fit NNSA’s leadership and career development needs including a Virtual Orientation Center, an interactive website, individualized training needs assessments, career mapping and a leadership career management library.

4.  Developing First Line Supervisory Training.  NNSA developed a three-day "live" First Line Supervisory Training to include Hiring and Staffing, Equal Employment Opportunity, Required Knowledge for Supervisors, Role of the Supervisor, Administration of a Strength Finders Tool, Discussion with Seasoned Supervisors at NNSA, Professional Development, Rotational Assignments, Performance Management and Awards, and Employee Relations.

5.  Providing managers, supervisors and employees with mid-year, year-end and special workforce statistical reports.  The mid-year report is a snap shot of NNSA and includes statistics on Hispanics.  The year-end reports are much more comprehensive and include detailed five-year workforce trending analysis of the total NNSA workforce, including Hispanics, as compared to the CLF, DOE, and other federal agencies.



