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Attachment 1

ANNUAL FEORP PLAN CERTIFICATION
FOR FISCAL YEAR 2015

A. Name and Address of Agency:

U.S. Department of Energy
National Nuclear Security Administration
1000 Independence Avenue S.W., 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):

Lieutenant General Frank G. Klotz, United States Air Force (Ret)
Under Secretary for Nuclear Security and Administrator for the National Nuclear Security Administration
frank.klotz@nnsa.doe.gov; phone: (202) 586-5555

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

Debra Parrish .
National Nuclear Security Administration, Office of Civil Rights, EEO Manager
debra.parrish@nnsa.doe.gov; phone: (505) 845-5517, fax (505) 845-4963

CERTIFICATION

| certify the above agency: 1) Has a current Federal Equal Opportunity Recruitment Program (FEORP) Plan, and 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 /CZQ’QU“{ DATE IO/I‘)(/JM(S

Marcus Lea, Dir\éctdr, Office of Human Capital Management [ /
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Debra Parrish, EEO Manager, Office of Civil Rights
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Instructions: Identify and outline the objectives and goals that were set in each area, based on the three Goal Areas, as reflected
in the FEORP Plan for FY 2015. Outline the agency’s final FY 2015 outcome, using the previously-established benchmarks (as
stated within the FEORP Plan for FY 2015).

GOAL AREA: DIVERSITY

FY 2015 Agency Objective:
Design and perform strategic outreach and recruitment to reach all segments of society.

FY 2015 Strategic Activity:
a. NNSA’s overall outreach strategy will include diverse populations from colleges/universities, professional
organizations, and other organizations representing women, veterans, people with disabilities, and other
groups.

b. Collect and analyze applicant flow and study selection data.

c. NNSA's voluntary EEO Observer Process for selection interview panels will continue to be encouraged for
vacancies.

FY 2015 Benchmarks:
Increase in the amount of NNSA partnerships with a broad spectrum of universities and colleges.

FY 2015 Outcomes:
a. During FY 2015, the NNSA employed a broad range of recruitment sources as a routine business practice.
In 2014, NNSA received OPM approval that allows NNSA to use the Pathways Programs and Schedule D
appointing authorities under NNSA's Demonstration Project. NNSA finalized the Pathways Program
marketing materials during FY 2015, for use at job fairs during upcoming FY 2016 recruitment efforts.

b. Applicants may voluntarily disclose/self-identify race and national origin, but as this disclosure is
voluntary, truly-accurate statistics (for applicants) are not available. Improvement efforts to resolve this
matter will continue to be a primary focus in FY 2016.

c. A total of sixty-seven (67) EEO Observers have been appointed between FY 2012 and FY 2015, with
fourteen (14) of those being appointed during FY 2015.
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GOAL AREA: DIVERSITY

FY 2015 Agency Objective:
Use strategic hiring initiatives for people with disabilities and for veterans.

FY 2015 Strategic Activity:
Promote and market student internship and fellowship programs to diverse groups, organizations and
universities in order to attract candidates from all segments of society.

FY 2015 Benchmarks:
Percentage of hires under Schedule A hiring authority for people with disabilities, and the percentage of
hires under the Veteran hiring authorities within the past 12 months.

FY 2015 Outcomes:
During FY 2015, the NNSA utilized the Veterans Recruitment Appointment (VRA) authority to recruit for
Nuclear Materials Courier positions. This resulted in 1552 applications received, and 37 VRA selections.
One additional VRA appointment was made for a Management Support Specialist, and two appointments
were made using the 30% or more disabled veteran appointment authority.

GOAL AREA: INCLUSION

FY 2015 Agency Objective:
Promote diversity, inclusion and equity in leadership development programs.

FY 2015 Strategic Activity:
Review the NNSA’s leadership development programs participation data, and determine whether
participants are equitably drawn from all segments of the NNSA workforce.

FY 2015 Benchmarks:
Equitable participation rates in NNSA leadership development programs by RNO (Race/National Origin) and
Gender.

FY 2015 Outcomes:
a. NNSA professional career development programs’ participation rates during FY 2015 are as follows:
Females (35%), African American (9%), Asian (9%), Hispanic (13%) and Veterans (13%). NNSA also provided
a wide range of training and developmental opportunities annually to employees at all levels (entry, mid,
supervisory, managers and executive).

b. During FY 2015, the NNSA continued its internal rotational program, aimed at developing leadership and
cross-functional skills and capabilities, and doubled the number of participants. NNSA supported
professional and technical training and developmental needs by offering specific training courses and
competency-based programs.
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c. During FY 2015, the NNSA implemented and deployed The New IQ (Inclusive Intelligence) Training, which
was offered during several live training sessions. The New IQ training will continue to be offered in FY 2016,
towards ensuring that NNSA employees and leaders are provided with the necessary tools to improve and
sustain successful employee-engagement levels.

GOAL AREA: SUSTAINABILITY

FY 2015 Agency Objective:
Demonstrate leadership accountability regarding diversity and inclusion in the workplace.

FY 2015 Strategic Activity:
The NNSA Office of Civil Rights will disseminate a semi-annual and an annual workforce diversity report to
senior leadership, and will make this report available via the NNSA Intranet. Annual briefings regarding
Equal Employment Opportunity, will be conducted for NNSA organizations by the Office of Civil Rights.

FY 2015 Benchmarks:
As documented in the NNSA Office of Civil Rights’ Year-End Workforce Diversity report, review the five-year
trend to assess NNSA’s progress towards hiring, retaining, and promoting women, minorities, veterans, and
persons with disabilities. Conduct live, interactive briefings for NNSA supervisors and managers.

FY 2015 Outcomes:
a. The Office of Civil Rights compiled, analyzed, and documented NNSA workforce statistics reflecting age,
gender, disability, diversity, pay plan, and retirement eligibility. The Office of Civil Rights’ Year-End
Workforce Diversity Report is comprehensive, and includes a detailed five-year workforce trending-analysis;
this report is made available to all NNSA employees via the NNSA Intranet.

b. During FY 2015, a total of sixteen (16) EEO Update briefings for NNSA supervisors and managers were
conducted in-person at numerous NNSA sites/locations by the staff of the Office of Civil Rights.

GOAL AREA: SUSTAINABILITY

FY 2015 Agency Objective:
Fully and timely comply with Federal laws, regulations, Executive Orders, Management Directives, and
policies related to promoting diversity and inclusion in the Federal workplace.

FY 2015 Strategic Activity:
The NNSA will submit diversity and inclusion reports (MD-715, No FEAR Act, etc.) required by Federal laws,
regulations, Executive Orders, Management Directives, and policies.

FY 2015 Benchmarks:
Timely submission of reports related to promoting diversity and inclusion in the Federal workforce.

FY 2015 Outcomes:
During FY 2015, the NNSA Office of Civil Rights completed and submitted five (5) NNSA-wide reports, and
one DOE HQs affirmative-employment report.
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Short Narrative About Promising Practices

One of the goals identified in the 2013 Agency’s Diversity and Inclusion Plan is to promote diversity, inclusion,
and equity in Leadership Development Programs. Another goal is to fully and timely comply with all Federal
laws, regulations, Executive Orders, management directives, and policies related to promoting diversity and
inclusion in the Federal workforce.

NNSA Leadership and Career Development Programs

During FY 2015, the NNSA provided a wide range of training and developmental opportunities to employees at
all levels (entry, mid, supervisory, managerial and executive). A total of fifteen (15) Leadership and Career
Development Programs ranging from mid-level to executive-level were offered and corporately-funded. Each
program offered competency development in one or more of OPM'’s prescribed Executive Core Qualifications.

NNSA Annual Training Needs Assessment

The Office of Leadership and Career Management conducts an annual training assessment to determine what
the training needs are for NNSA employees, and this assessment includes the viewpoint of supervisors and
employees. The results are used to determine which training, especially for leadership and career
development, should be corporately funded, as the only constraint is funding. In FY 2015, management made
a decision to completely fund 100% of the training requested by NNSA organizations.

Annual Equal Employment Opportunity Training for NNSA Supervisors and Managers

A total of sixteen (16) annual Supervisory NNSA-wide EEO Update/Refresher live training sessions were
conducted by the NNSA Office of Civil Rights during FY 2015. The training objective was to provide timely EEO-
relevant information to NNSA Managers and Supervisors, towards assisting NNSA Supervisors and Managers
to successfully meet their respective EEO duties and responsibilities. Topical areas of this training included:
Age Discrimination; Managers’ Roles and Responsibilities on Claims of Retaliation; Consequences of Managers’
Inaction; and an overview of NNSA (and respective site/Field Office-specific) Workforce Statistics.

NNSA Rotation Program

During FY 2015, the NNSA Rotation Program had seven participants. The NNSA continued its internal
rotational program aimed at developing leadership and cross-functional skills and capabilities. Each of these
rotations provided employees with real-world experience that could be applied to developing competencies
necessary for the SES level.
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Strategic Activities or Actions Related to Hispanic Employment

NNSA Employment of Hispanics During FY 2015

In FY 2015, the NNSA hired a total of 168 new employees. Of these 168 new hires, 13.1% were
Hispanic. The NNSA’s Hispanic participation rate is 15.7%, which exceeds the 2010 Civilian Labor Force
for Hispanics (13.6%).

Minority Serving Institution (MSI) Internship Program

The NNSA participates in the MSI Internship Program, which is a 10-week, stipend-based summer
program that enhances diversity and facilitates the development of a technologically-superior
workforce. The MSI Internship Program’s primary objective is to create a pool of talented students to
explore and understand professional practices within the NNSA and the Federal government, through
exposure to research and development, technology, and administration. Simultaneously, the MSI
Internship Program provides professional experience for ethnically-diverse students, which will enable
them to make informed career decisions, and also creates a pool of candidates who possess the
necessary knowledge and skills for future potential employment with the NNSA and the Federal
government. During FY 2015, the NNSA had one-hundred and four (104) participants in the MSI
Internship Program, and one (1) tentative employment offer. It is anticipated that the conversion rate
during FY 16 will be much higher.

NNSA Participation in the Pathways Program

In February of 2014, NNSA received Office of Personnel Management approval for a change to the
Demonstration Project Federal Register that allows the NNSA to use Schedule D appointment
authorities for the Pathways Programs under the Demonstration Project. With finalization of the NNSA
Pathways Program Guidance, it is anticipated for FY16, NNSA will appoint Pathways Program
participants. These positions will involve a mix of critical functional areas such as business, accounting
and budget, human resources, legal, and public affairs. Developmental positions are considered viable
recruitment and placement strategies, and customers are encouraged to establish new, or restructure
existing positions, to pursue entry-level recruitment.

Emphasis on Diversity within Marketing Endeavors for the NNSA Student Programs
The Office of Human Capital Management will continue (into FY 2016) its ongoing efforts to

aggressively market the NNSA’s student programs at conferences and recruitment jobs fairs. The
literature and tools used by the Office of Human Capital Management (as part of this marketing
endeavor) are purposely designed to include graphical-depictions and photographs that reflect a wide
variety of racial, gender, and national origin diversity.
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Strategic Activities or Actions Related to Employment of People with Disabilities

NNSA'’s Hiring of Persons with Disabilities During FY 2015

Within the Department of Energy Diversity and Inclusion Plan, the Agency established a goal of 8% of
all new hires being people with disabilities, and 2% of those with targeted disabilities. In FY 2015,
within the NNSA, 7% of new hires were people with disabilities, and 0% with targeted disabilities.

Ongoing Training for NNSA Supervisors and Managers

DOE Order 360.1C requires all Supervisors to complete annual supervisory training. During FY 2015,
NNSA Supervisors completed the mandatory eight-hour annual training. Topics ranged from
“Influencing Others” to “Managing Up, Down and Across to Get Results.” In addition, NNSA
Supervisors are provided the DOE Operational Plan and Desktop Reference for the Disability
Employment Program, along with a Policy Guidance Memorandum #32 (Schedule A Appointments of
Persons with Disabilities).

Recruiting of Persons with Disabilities

External NNSA vacancy announcements explicitly state each vacancy is open to 30% disabled veterans
and to people with disabilities under Schedule A appointments. The announcements contain links to
webpages which further describe these appointments and requirements. The NNSA’s continued use of
Category Rating (when vacancies are open to the public) has increased the number of qualified
applicants. Information is also disseminated to requestors on the use of Schedule A Hiring for people
with disabilities and use of the OPM Bender List. In addition, the Office of Human Capital Management
has two representatives who attend the Department of Energy bi-monthly conference calls on
Veteran/Disability Hiring. The NNSA continues to partner with the DOE on the National Disability
Employment Awareness Program.

Ongoing Best Practices

Another goal identified within the Department of Energy Diversity and Inclusion Plan is to cultivate a
supportive, welcoming, inclusive and equitable work environment. During FY 2015, cultivation
activities that supported this goal included: 1) Continued partnering with the Department of Energy’s
Diversity and Inclusion Office to promote diversity and inclusion awareness events, and to provide
training for NNSA employees; 2) through NNSA’s Worklife Balance Program, using flexible workplace
tools that encourage employee engagement and empowerment, including but not limited to, telework,
flextime, wellness programs and other work-life flexibilities and benefit; 3) continuing the orientation
process for new Federal employees and new members of the SES to introduce them to the agency,
culture, and to provide networking opportunities, 4) continued advocating of the use of the Alternative
Dispute Resolution Program (ADR) to resolve workplace disputes, and 5) implementation and
deployment of The New IQ (Inclusive Intelligence) Training, which is available to NNSA employees at
every level, towards ensuring that employees are provided with the necessary tools to improve and
sustain successful employee-engagement levels.
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Instructions: Identify and outline the objectives and goals for FY 2016 for the three separate Goal Areas (Diversity, Inclusion, and
Sustainability); outcome will be documented in the FY 2016 FEORP Report.

GOAL AREA: DIVERSITY

FY 2016 Agency Objective:
Design and perform strategic outreach and recruitment to reach all segments of society.

FY 2016 Strategic Activity:
a. NNSA’s overall outreach strategy will include diverse populations from colleges/universities, professional
organizations, and other organizations representing women, veterans, people with disabilities, and other
groups.

b. Collaborate with the NNSA Office of Human Capital Management and with the DOE to achieve a solution
towards attaining/acquiring accurate applicant RNO data.

c. The NNSA's voluntary EEO Observer Process for selection interview selection-panels will continue to be
encouraged for vacancies.

FY 2016 Benchmarks:
a. Achieve increase in the amount of NNSA partnerships with a broad spectrum of universities and colleges.

b. Attain solution towards acquiring accurate applicant RNO data.

c. Continue to advertise and encourage the use of the EEO Observer Process for selection interview
selection-panels; continue to track metrics and usage.

GOAL AREA: DIVERSITY
FY 2016 Agency Objective:
Use strategic hiring initiatives for people with disabilities and for veterans.

FY 2016 Strategic Activity:
The Office of Human Capital Management will continue to use Schedule A Hiring Authority for persons with
disabilities, and will use Veteran Hiring Authorities as part of the strategy to recruit and retain a diverse
workforce within the NNSA.

FY 2016 Benchmarks:
Increase in the percentage of hires under Schedule A Hiring Authority for people with disabilities, and an
increase in the percentage of hires under the Veteran Hiring Authorities.




NNSA FY 2015 FEORP Report

Goals and Benchmarks for FY 2016
Attachment 6

GOAL AREA: INCLUSION

FY 2016 Agency Objective:
Promote diversity, inclusion and equity in leadership development programs.

FY 2016 Strategic Activity:
Review the NNSA’s leadership development programs participation data, and determine whether
participants are equitably drawn from all segments of the NNSA workforce.

FY 2016 Benchmarks:
Equitable participation rates in NNSA leadership development programs by RNO (Race/National Origin) and
Gender.

FY 2016 Agency Objective:
Demonstrate leadership accountability regarding diversity and inclusion in the workplace.

FY 2016 Strategic Activity:
The NNSA Office of Civil Rights will disseminate a semi-annual and an annual workforce diversity report to
senior leadership, and will make this report available via the NNSA Intranet. Annual briefings regarding
Equal Employment Opportunity, will be conducted for NNSA organizations by the Office of Civil Rights.

FY 2016 Benchmarks:
As documented in the NNSA Office of Civil Rights’ Year-End Workforce Diversity report, review the five-year
trend to assess NNSA’s progress towards hiring, retaining, and promoting women, minorities, veterans, and
persons with disabilities. Conduct live, interactive briefings for NNSA supervisors and managers.

FY 2016 Agency Objective:
Fully and timely comply with Federal laws, regulations, Executive Orders, Management Directives, and
policies related to promoting diversity and inclusion in the Federal workplace.

FY 2016 Strategic Activity:
The NNSA will submit diversity and inclusion reports (MD-715, No FEAR Act, etc.) required by Federal laws,
regulations, Executive Orders, Management Directives, and policies.

FY 2016 Benchmarks:
Timely submission of reports related to promoting diversity and inclusion in the Federal workforce.
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FEORP Progress Tracker

Attachment 7

Formal mentoring or other programs typically will have some of the following

characteristics:

Announcement

Organization announces program to all qualified groups
and individuals.

Recruitment

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

Competitive Selection

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

Training . . . .
involve developmental assignments (continued service
agreements usually required).

Organization monitors participants’ training activities and
Monitoring & . p. P . 8 L
progress in program against pre-established objectives.
Organization evaluates effectiveness of the formal training
i provided to individual participants and the effectiveness of
Evaluation

the formal development itself in meeting organizational
goals.

In order to complete FEORP report please email an electronic copy of this progress tracker
to diversityandinclusion@opm.gov printed copies will not be accepted.
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FEORP Progress Tracker

Mentoring - Qualitative Questions (Yes or No)

Agency has a formal Mentoring Program Ves

Mentoring Training provided Ves

Program is evaluated Y
es

Feedback is provided Y
es

Program is announced to all qualified individuals Ves

All employees briefed on agency's Diversity and Inclusion

Policies Yes

Diversity and Inclusion Training - Qualitative Questions (Yes or No)

Formal Diversity and Inclusion Training provided Ves

Training on unconscious bias provided No

All employees briefed on agency’s Diversity and Inclusion

Policies No

Diversity and Inclusion Council - Qualitative Questions (Yes or No)

Agency has a Diversity and Inclusion Council

Note: NNSA does not have a D&I Council; however, NNSA is a member of the DOE D&I Yes

Council.

Diversity and Inclusion Council has a charter Ves

Members have received training No

Council’s mission is in alignment with agency Ves
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FEORP Progress Tracker

Development Program - Qualitative Questions (Yes or No)
Agency has a Career Development Program Ves
Program is evaluated

Yes
Program is announced to all qualified individuals Yes

Mentoring - Quantitative Questions (# or %)

Response

|

Frequency of Program Evaluation (e.g., annually, quarterly etc.) Annually

Response

Percent of employees involved with mentoring 11.8%
. (]

Response

Percent of SES involved with mentoring
8.5%

. _ ) =
Percent of managers involved with mentoring, Note: NNSA's —

managers and supervisors are combined; therefore, one total reported. 3.8%

Response

Percent of supervisors involved with mentoring . )
included in managers

Response

Count of employees involved with mentoring 217

Response
Count of SES involved with mentoring

IOOI

Response
Count of managers involved with mentoring

[y
)]

Response

Count of supervisors involved with mentoring . )
included in managers

Total number of employees eligible to participate (this should not be equal Response
to the total count that has participated unless 100% of workforce has participated) 2364
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FEORP Progress Tracker

Diversity and Inclusion Training-

Quantitative Questions (# or %)

Frequency of Diversity and Inclusion Training per year (e.g.,

annually, quarterly etc.). Note: NNSA does not have a D&I Council; however,
INNSA js 2 member of the DOE D&J Council

Response

1 (Annually)

Percent of employees who have participated this year in formal
Diversity and Inclusion Training

Response

0.0%

Percent of Senior Leadership that have participated in formal
Diversity and Inclusion Training

Response

0.0%

Count of employees who have participated in formal Diversity
and Inclusion Training

Response

Count of Senior Leadership that have participated in formal
Diversity and Inclusion Training

Response

Total number of employees eligible to participate (this should not be
equal to the total count that has participated unless 100% of workforce has participated)

Response

2364

Diversity and Inclusion Council-

Quantitative Questions (# or %)

Frequency of council meetings in FY2015 (e.g., annually, quarterly
etc.)

Response

12 (Monthly)

Frequency of council events (e.g., annually, quarterly etc.)

Response

Percent of Senior Leadership on council

IOI

Response

0.04%

Percent of employees on council

Response

0.0%

Count of Senior Leadership on council

Response

Count of employees on council

Response

Total number of people on council

Response
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FEORP Progress Tracker

Development Program- Quantitative Questions (# or %)

Response

Percent of GS1-4 who participated 0%

Response

Percent of GS 5-8 who participated 0%

Response

Percent of GS 9-12 who participated 4%

Response

Percent of GS 13-15 who participated 92%

Response

Percent of SES who have participated 4%

Response

Count of GS1-4 who have participated

Response

Count of GS 5-8 who participated

Response

Count of GS 9-12 who participated

Response

Count of GS 13-15 who participated

N
[y

Response

Count of SES who participated

Total number of employees eligible to participate Response
(this should not be equal to the total count that has participated unless 100% of

I'_‘I

2364

workforce has participated)
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FEORP Progress Tracker

Does your agency have a Diversity and Inclusion element in the
following groups’ performance plans (this may also be incorporated in
the leading people element)?

Yes or No Percentage

Yes or No Percentage

Percentage
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Demographic Information

Mentoring- (Mentee data)

Demographic Data

Response

Percent of Asian American Mentees

2.6%

Percent of Black Mentees

Response

15.4%

Percent of Hispanic Mentees

Response

14.9%

Percent of Native American Mentees

Response

2.6%

Percent of Native Hawaiian/ Pacific Islander Mentees

Response

Included in Asian American #s

Percent of Mentees Two or More Races

Response

Not reported

Percent of White Mentees

Response

64.5%

Percent of Female Mentees

Response

43.8%

Percent of Male Mentees

Response

56.1%

Percent of Veteran Mentees

Response

20.6%

Percent of Mentees that are People with Disabilities

Response

7.4%

Total number of participants (The count used to calculate the Mentee
percentages) Employees self-registered as mentee and/or mentor;
therefore, total number of mentees & mentors may be captured twice.

Response

228
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Demographic Information

Mentoring- (Mentor data) Demographic Data
Percent of Asian American Mentors 2 8%

. 0
Percent of Black Mentors 13.9%
Percent of Hispanic Mentors 17.00%
Percent of Native American Mentors 2 8%

Percent of Native Hawaiian/ Pacific Islander Mentors ) o .
included in Asian American #s

Percent of Mentors Two or More Races
Not reported

Percent of White Mentors 66.7%
Percent of Female Mentors 42.6%
Percent of Male Mentors 57.4%
Percent of Veteran Mentors 22.2%

Percent of Mentors that are People with Disabilities
7.9%

Total number of Mentors
(The count used to calculate the Mentor percentages) 216
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Demographic Information

Development Programs - Demographic Data

Percent of Asian American taking part in Development Programs 9%

Percent of Blacks taking part in Development Programs 9%

Percent of Hispanics taking part in Development Programs 13%

Percent of Native Americans taking part in Development
Programs 0%

Percent of Native Hawaiian/ Pacific Islanders taking part in
Development Programs included in Asian American #s

Percent of persons Two More or Races taking part in
Development Programs Not reported

Percent of Whites taking part in Development Programs 20%

Percent of Females taking part in Development Programs 359

Percent of Males taking part in Development Programs 65%

Percent of Veterans taking part in Development Programs 13%

Percent of People with Disabilities taking part in Development
Programs 0%

Total number of participants (The count used to calculate the
Development Program participation percentages) 23






