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MD-715 
Parts A Through E 

I I I 11 • 1 

Total Emplovment Permanent \Yorkforce Temporarv Workforce Total Workforce 

Number ofEmployees 36,49S 13,17S 49,670 

-
Agencv Leadership 

. ' - -
:'.\'ame Title 

H ead of Agency MG TALITA CROSLAND (USA) DIRECTOR, DEFENSE HEALTH AGENCY 

H ead of Agency Designee ANCRUM, TONJA K. 
DIRECTOR, DHA EQUAL OPPORTUNITY DIVERSITY 
MANAGEMENT (EODM) 
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-

EEO Program Staff 

I 

l\'ame 

- -

Title 
Occupationa 

1Series 

Pay Plan 
and 

Grade 

Phone 
!\'umber 

Email Address 

EEO DIRECTOR Ancrum. Tonja K. 
DHA Equal Opportunity 
Diversity Management 
Director (EODM) 

0260 GS-15 (703) 681-9564 tonj a.k.ancrum.civ@health.mil 

EEO Deputy Dil'ectol' Gaiter. Keith T. 
DHA Equal Opportunity 
Diversity Management 
Director (EODM) 

0260 GS-14 (703) 681-9564 keith.t.gaiter.civ@health.mil 

Affil'mative Employment 
Program Manage!' 

Gilliam. James C. Jr. Affirmative Employment 
Program Manager 

0260 GS-13 (571) 438-2391 james.c.gilliaml .civ@health.mil 

Complaint Pl'ocessiug 
Program Manage!' 

Butler-McCloud, 
DeborahG. 

DHA EEO Complaints 
Manager 

0260 GS-14 (571) 286-8349 
deborah.g.butler-
mccloud.civ@health.mil 

Divel'sity ~11i Inclusion Office!' Vacant 

Hispanic Program Manage!' 
(SEP1\'1) 

Vacant 

\Vomeu's Pl'ogrnm Manage!' 
(SEPM) Vacant 

Disability Pl'ogram Manage!' 
(SEPM) 

Gilliam, James C. Jr. Disability Program Manager 0260 GS-13 (571) 438-2391 james.c.gilliaml .civ@health.mil 

Special Placement Pl'ogrnm 
Coo!'d iuatol' (Individuals 
with Disabilities) 

Gilliam, James C. Jr. Disability Program Manager 0260 GS-13 (571) 438-2391 james.c.gilliaml .civ@health.mil 

Reasonable Accommodation 
Program Manage!' 

Gilliam, James C. Jr. Disability Program Manager 0260 GS-13 (571) 438-2391 james.c.gilliaml .civ@health.mil 

Anti-Harnssment Progl'am 
Manage.-

Vacant 
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EEO Program Staff ]'l;ame Title 
Occupationa 

I Series 

Pav Plan 
and 

Grade 

Phone 
]'I.umber Email Address 

ADR Program !\fanager Fahey, Timothy E. Equal Employment 
Opportunity Manager 

0260 GS-12 (703) 681-5178 timothy.e.f:ahey2.civ@health mil 

Compliance Manager 
Butler-McCloud, 
DeborahG. 

DHA EEO Complaints 
Manager 

0260 GS-14 (571) 286-8349 deborah.g.butler-mccloud.civ@ 
health.mil 

Principal MD-715 Prepare.- Gilliam, James C. Jr. DHA Disability Program 
Manager 

0260 GS-13 (571) 438-2391 james.c.gilliaml .civ@ health.mil 

EEO Manager Diggins, Reginald C. 
DHA Associate Director, , 
EEO Manager 

0260 GS-14 (571) 835-6614 reginald.c.diggins.civ@health.mil 

EEO Manager Anderson, Mischele D. 
DHA Associate Director, , 
EEO Manager 

0260 GS-14 (210) 381-0649 mischele.d.anderson.civ@health.mil 

EEO Manager Henry, Lashunda T. 
DHA Associate Director, , 
EEO Manager 

0260 GS-14 (571) 317-5524 lashunda. t.henry.civ@health mil 

EEO Manager Gonzales, Luisa E 
DHA Associate Director, 
EEO Manager 

0260 GS-14 (703) 681-6156 Juisa.e.gonzales.civ@health.mil 

EEO Manager Preda, Maria E. 
DHAMarket, 
EEO Complaints Manager 

0260 GS-13 (571) 286-9039 maria.e. preda. civ@health.mil 

EEO Manager Fahey, Timothy E. DHA Headquarters, 
EEO Complaints Manager 

0260 GS-12 (703) 681-5178 timothy.e.f:ahey2.civ@health mil 

EEO Specialist Karanfilovski, Darjan K 
DHA Headquarters, 
EEO Intern 

0260 GS-09 (703) 681-7195 darjan.k karanfilovski2.civ@health.m 
ii 
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Part D .1 - List of Subordinate Components Covered in this Report 

Please identify the subordinate components within the agency (e .g., bureaus, regions, etc.) . 

D Ifthe agency does not have any subordinate components, please check the box. 

srBORDIXATE CO::\IPOXEXT CITY STATE COl~TRY 
(OPTIOXAL) 

AGEJ',;CY 
CODE 

(XXX.X) 

FIPS 
CODES 

(X:XX.X.X) 

DHA HEADQUARTERS FALLS CHURCH VIRGINIA us DD60 

DHA ALASKA MARKET EIELSON AIR FORCE BASE ALASKA us DD83 

DHA AUGUSTA MARKET AUGUSTA GEORGIA us DD83 

DHA CENTRAL NC MARKET POPE FIELD NORTH CAROLINA us DD83 

DHA CENTRAL TEXAS MARKET FORT HOOD TEXAS us DD83 

DHA COASTAL MISSISSIPPI MARKET KEESLER AIR FORCE BASE MISSISSIPPI us DD83 

DHA COLORADO MARKET USAF Academy COLORADO us DD83 

DHA EL PASO MARKET Fort Bliss TEXAS us DD83 

DHA EUROPE MARKET EUROPE EUROPE EU DD83 

DHA FLORIDA PANHANDLE MARKET EGLIN AIR FORCE BASE FLORIDA us DD83 

DHA INDO-PACIFIC MARKET HAWAII HAWAII us DD83 
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srBORDIXATE CO::\IPOXEXT COl~TRY
CITY STATE (OPTIOXAL) 

AGEJ',;CY FIPS 
CODE CODES 

(XXX.X) (X:XX.X.X) 

DHA JACKSONVILLE MARKET JACKSONVILLE FLORIDA us DD83 

DHA LOW COUNTRY MARKET FORT STEWART GEORGIA us DD83 

DHA NATIONAL CAPITAL REGION 
MARKET 

BETHESDA MARYLAND us DD83 

DHA NC COAST MARKET CAMP LEJEUNE NORTH CAROLINA us DD83 

DHA PUGET SOUND MARKET BREMERTON WASHINGTON us DD83 

DHA SACRAMENTO MARKET TRAVIS AIR FORCE BASE CALIFORNIA us DD83 

DHA SAN ANTONIO MARKET SANANTONIO TEXAS us DD83 

DHA SAN DIEGO MARKET CAMP PENDLETON CALIFORNIA us DD83 

DHA SMALL STAND-ALONE MARKET SANANTONIO TEXAS us DD83 

DHA SOUTHWEST GEORGIA MARKET FORT BENNING GEORGIA us DD83 

DHA SOUTHWEST KENTUCKY MARKET FORT CAMPBELL KENTUCKY us DD83 

DHA TIDEWATER MARKET PORTSMOUTH VIRGINIA us DD83 
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Part D.2 - Mandatory and Optional Documents for this Report 

In the table below, the agency must submit these documents with its MD-71S report. 

Did the agency submit the following 
mandatory documents? 

Please respond 
Yes or !'.o 

Comments 

Organizational Chart YES See Appendix 6 

EEO Policy Statement YES Effective Date: 2S April 2022; See Appendix 2 

DHA Strategic Plan YES DHA FY 22 Campaign Plan; See Appendix 11 

Anti-Harassment Policy and Procedures YES Effective Date: 30 June 2021; See Appendix 4 

Reasonable Accommodation Procedures YES Effective Date: 02 November 2020; See Appendix S 

Personal Assistance Services Procedures YES 
Included with in DHA Administrative Instruction 1020.01: Reasonable 
Accommodations (RA); See Appendix S 

Alternative Dispute Resolution Procedures YES Effective Date: 30 September 2022; See Appendix 3 
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In the table below, the agency may decide whether to submit these documents with its MD-715 report. 

Did the agency submit the following optional 
documents? 

Please respond 
Yes or !'.o 

Comments 

Federal Equal Opportunity Recruittnent 
Program (FEORP) Report 

YES See Appendix 8 

Disabled Veterans Affumative Action Program 
(DVAAP) Report YES See Appendix 7 

Operational Plan for Increasing Employment of 
Individuals with Disabilities under Executive 
Order 13548 

NO 

Diversity and Inclusion Plan under Executive 
Order 13583 

YES DHA Diversity Inclusion Strategic Plan (2018-2023); See Appendix 10 

Diversity Policy Statement YES Effective Date: 25 April 2022; See Appendix 2 

Human Capital Strategic Plan YES 
DHA Human Capital Strategic Plan (Pending Approval) 
See Appendix 9: 

EEO Strategic Plan YES Currently being updated 

Results from most recent Federal Employee 
Viewpoint Survey or Annual Employee Survey 

YES DHA FEVS 2021 Annual Report; See Appendix 12 
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Part E - Executive Summary 
All agencies must complete Part E. I; however, only agencies with 199 orfewer employees in permanent FTIPTappointments are re(Jllired to complete Part E.2 to E.5. 

Agencies with 200 ormore employees in permanent FT/PTappointments have the option to Part E.2 to E.5. 

Part E.1 - Executive Summary: Mission 
The mission ofthe Defense Health Agency (DHA) is to lead the Military Health System integrated system ofreadiness and health to deliver the Quadruple 

Aim-improved readiness, better health, better care, and lower cost. DHA vision is "Unified and Ready", and goals consisting of (1) Empowering and 
Caring for Our People, (2) Optimizing Operations across the Military Health System, (3) Co-creating Optimal Outcomes for Health, Well-being and 

Readiness, and (4) Delivering Globally Integrate Health Solutions to Combatant Co1D1Dands. 

The DHA is an integrated Combat Support Agency enabling the Army, Navy, Air Force, and Marine Corps medical services to provide a medically ready 

force and ready medical force to Combatant ColDIDands in both peacetime and wartime. In support ofan integrated, affordable, and high quality military 
health service, the DHA directs the execution often joint shared services to include the health plan (TRICARE), pharmacy, health Information 

Technology, research & acquisition, education & training, public health, medical logistics, facility management, budget resource management, and 
contracting. The DHA administers the TRICARE Health Plan providing worldwide medical, dental and pharmacy programs to more than 9.4 million 

uniformed service members, retirees and their families. 

DHA is responsible for the transition and implementation for the administration ofeach military medical treatment facility (MTF). DHA continues to 

support the delivery ofintegrated, affordable, and high quality health services to beneficiaries of the Military Health System (MHS), and executes 
responsibility for shared services, functions, and activities of the MHS and other co1D1Don clinical and business processes in support of the Military 
Services. The continuous reformation and transition of the DHA and military medical treatment facilities in accordance with section 702 ofthe National 

Defense Authorization Act (NDAA) for FYI7 has contributed to the growth ofthe civilian population in the agency. DHA continues to support the 
delivery ofintegrated, affordable, and high quality health services to beneficiaries of the MHS, and executes responsibility for shared services, functions, 

and activities ofthe MHS and other co1D1Don clinical and business processes in support ofthe Military Services. 

This Equal Employment Opportunity Program Status Report for Fiscal Year 2022 outlines the status ofthe DHA Equal Employment Opportunity (EEO) 

Program activities undertaken pursuant to its EEO program responsibilities under Title VII of the Civil Rights Act of1964. This report describes DHA 
activities undertaken pursuant to its affinnative action obligations under the Rehabilitation Act of 1973, and as required by the U.S. Equal Employment 
Opportunity Co1D1Dission's (EEOC) Management Directive (MD) 715. This report highlights accomplishments in establishing and maintaining a model 

EEO program by promoting employment opportunities and provides a plan to address any programmatic deficiencies identified. This is a baseline report 

due to organizational restructure in FY 2022. 
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Part E.2 - Executive Summar : Essential Element A - F 
According to EEOC Management Directive 715, six essential elements serve as the foundation for a model EEO program. The DHA conducted a self
assessment and complied with 76. 73% (122) of the !22, self-assessment measures. Below is a breakdown ofthe deficiencies: 

Essential Element A: Demonstrated Commitment from Agency Leadership 
92.86% Compliant -13/14 Measures 
• l Deficiency 

Essential Element B: Integration of EEO into Agency's Strategic Mission 
69.23% Compliant - 27/39 Measures 
• 12 Deficiencies 

Essential Element C: Management and Program Accountability 
84.09% Compliant - 37/44 Measures 
• 7 Deficiencies 

Essential Element D: Proactive Prevention of Unlawful Discrimination 
57.14% Compliant - 8/14 Measures 
• 6 Deficiency 

Essential Element E: Efficiency 
75.76% Compliant - 25/33 Measures 
• 8 Deficiencies 

Essential Element F: Responsiveness and Legal Compliance 
80.00% Compliant - 12/15 Measures 
• 3 Deficiencies 

Part G ofthis report is a Self-Assessment Checklist designed to highlight deficiencies in the EEO program that the agency must address to comply with 
MD-715 's requirements ofthe Essential Elements A - F. 

Parts H-1 thru H-14 ofthis report provides a proactive plan to address deficiencies identified in the Essential Elements A - F. 

Reporting Period: 
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Part E.3 - Executive Summary: \Vorkforce Analvses 
DHA Total Workforce in Fiscal Year 2022 consisted of: 49,670 employees (36,495 permanent employees and 13,175 temporary employees); an increase of 
42,418 from the previous FY. Women comprised of66.51% (33,036) of the population; Minorities were 43.72% (21,717); Veterans were 36.32% 
(18,038); and Individuals with a disability were 12.88% (6,399). 

The overall population of the workforce consisted of: 
• 19.25% (9,562) White Males 
• 37 03% (18,391) White Females 

• 6.52% (3,238) Black/African American Males 
• 14.45% (7,179) Black/African. A. Females 

• 0.34% (167) Native Hawaiian/Pacific Islander Males 
• 0 .81% (403) Native Hawaiian/ Pacific Isla. Females 

• 3 .71 % (1,843) Hispanic Males 
• 3.35% (3,156) Hispanic Females 

• 2.93% (1,455) Asian Males 
• 6.33% (3,143) Asian Females 

• 0.37% (186) American Indian/Alaskan Nat. Males 
• 0.79% (391) American Indian/Alaskan Nat. Females 

• 0.37% (183) Two or More Race Males 
• 0 .75% (373) Two or More Race Females 

Souree: CHII.A - Business Objects BI(BOB/) Worliforce Data - as o/30 September 2022 

Promising Practices 

The Equal Opportunity and Diversity Management Office will continue to participate in career fairs and promote the hiring ofveterans, individuals with 
disabilities and Hispanics. The following actions will be utilized to contribute to enhancing the agencies diversity workforce goals: 

• Continue to sponsor and promote Special Observance programs to educate the workforce on cultural differences; to promote diversity; and 
inclusion in the work environment. 

• DHA will continue to use diverse methods to recruit individuals to include Direct Hire Authorities (i.e. Acquisition, Cyber, and Medical), 
Expedited Hire Authorities (i.e . VRA, Financial Mgmt), Schedule A, Recent Graduates, WRP, Pathways, DEU, and implementation ofa DHA 
resume bank. 

• Human Resources Division (HRD) plan to expand recruitment efforts to underrepresented groups to promote DHA as a model employer and 
continue to build relationships with minority colleges/universities. 

Continue to collaborate with DHA Human Resource Team and Learning & Development Team to recruit Individuals with Disabilities (IWD) while 
promoting the use ofmentoring and career development programs to all DHA employees. 

• 

• Collaborate with Department ofDefense and Department ofLabor to recruit and retain IWDs for employment using the Workforce Recruitment 
Program (WRP). 

Reporting Penod: 
01 October 2021 thru 30 September 2022 Page12of74 



EEOCFOR~i 
U.S. Lj11al Emplo)'"'"'' Oppor11mity Conrnriuio11 

FEDERALAGENCYANNUALEEOPROGRAMSTATUSREPORT 

• Educate the DHA Workforce (Managers, Supervisors, and employees) on EEO resources and improve relationships between parties to have a 
stronger community and understanding on why equality matters to all. 

• DHA and surrounding medical facilities must continue to improve communication efforts to further the progress ofdiversity in relationships, open 
new doors for minorities and veterans, and bring awareness ofsocial issues that people can encounter. 

• One ofDHA's strategic initiatives within our 5-year campaign plan is "Enhance StaffDevelopment and Growth," which is directly tied to our 
"Fulfilled Staff" priority. The initiative focuses on staffdevelopment, stress reduction, staff recognition, and personnel well-being. 

Part E.4 - Executive Summary: Aecom lishments 

• Launched a professional development initiative for DHA civilians in response the desire for a formal program for mentorship and career 
advancement; utilized "best practices" from other agencies to assist in the development and launch ofour new Competitive Programs. 

• Former Competitive Programs promotion opportunities have increased; many ofthe selected employees moved into supervisory roles and 
volunteered to sit on a variety ofboards and panels. 

• Developed a "Job Shadowing Program" which is an opportunity to take temporary assignments (30 hours over 30 days) between peers or between 
supervisors and employees, depending upon the purpose of the job shadowing experience; conducting focus groups and surveys to streamline the 
next iteration. 

• Nominated 4 personnel in support of the National Blacks In Government (BIG) Military Meritorious Service Award for Civilian and Military 
Service Members and continue to support various other Diversity Outreach program and agencies. 

• DHA sponsored 11 Special Emphasis Program (SEP) Ethnic Observances to foster and promote an environment ofinclusion. 

• DHA trained over 1,200 managers, supervisors and employees covering mandatory EEO training, new employee orientation, and EEO supervisory 
training. 

• DHA continues to monitor and promote career development programs, pathway intern programs, outreach activities and recruitment, and training 
opportunities. 

• Job opportunities were disseminated widely through USAJobs, DHA resume databank, Direct Hire Authorities, Schedule A, Workforce 
Recruitment Pro and social media latforms that eted a varie ofdisabled and veteran or anizations. 
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Part E.S - Executive Summary: Planned Activities 

The Equal Opportunity and Diversity Management Office will continue to participate in career fairs and promote the hiring ofveterans, individuals with 
disabilities and Hispanics. The following actions will be utilized to contribute to enhancing the agencies diversity workforce goals: 

• Continue to sponsor and promote Special Observances programs to educate the workforce on cultural differences to promote diversity and 
inclusion in the work environment. 

• DHA will continue to use a diverse ofmethods to recruit individuals to include Direct Hire Authorities (i.e . Acquisition, Cyber, and Medical), 
Expedited Hire Authorities (i.e. VRA, Financial Mgmt), Schedule A, Recent Graduates, Workforce Recruitment Program (WRP), Pathways, and 
use ofDHA resume bank. 

• Human Resources Division (HRD) plans to recruit and hire from a multitude ofpositions to include but not limited to pharmacy, Medical, Health 
Information Technology, Budget & Resources, Medical Logistics, Management, Purchasing/Contracting & Acquisition, Public Health, and 
Education & Training. 

• HRD plan to expand recruitment to underrepresented groups to promote DHA as a model employer and continue to build relationships with 
minority colleges/universities. 

• Continue to collaborate with DHA Human Resource Team and Learning & Development Team to recruit People with Disabilities (PWD) while 
promoting the use ofmentoring and career development programs to all DHA employees. 

• Partner with Department ofDefense and Department ofLabor to recruit and retain IWDs for employment using the WRP. 

• HRD/EODM will continue to address the collection ofapplicant flow data to identify trends or triggers that may lead to baniers. 

• Educate the DHA Workforce (Managers, Supervisors, and employees on EEO resources and improve relationships between the parties as to have a 
stronger community and understanding on why equality matters to all. 

• DHA and surrounding medical facilities must continue to improve on communication as to further the progress ofdiversity in relationships, open 
new doors for minorities and veterans and bring awareness ofsocial issues. 
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MD-715 
Parts F 

CERTIFICATION of ESTABLISHMENT of CONTINUING EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS 

I (Ancrum, Tonja K.1 EEO Director) am the Acting Principal EEO Director/Official for the DEFENSE HEALTH AGENCY. 

The agency has conducted an annual self-assessment of Se-ction 717 and Section 501 programs against the essential elements as 

prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEO MD-715, a fmther 

evaluation was conducted and as appropriate, EEO Plans for Attaining the Essential Elements ofa Model EEO Program, are 

include-d with this Federal Agency Annual EEO Program Status Report. 

The agency has also analyzed its work force profiles and conducted baITier analyses aime-d at detecting whether any 

management or personnel policy, proce-dm·e or practice is operating to disadvantage any group based on race, national origin, 

gender or disability. EEO Plans to Eliminate Identified Baniers, as appropriate, are included with this Federal Agency Annual 

EEO Program Status Report. 

I ce1tify that proper documentation of this assessment is in place and is being maintaine-d for EEOC review upon re-quest. The 

signatures below ce,tifies that this Federal Agency Annual EEO Program Status Report is in compliance with EEO MD-715. 

ANCRUM, TONJA K.. EEO DIRECTOR 
Print Name ofPrincipal EEO Director/Official Signature Date 

LTG TELITA CROSLAND, USA 
Print Name ofAgency Head or Agency Head Designee 
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MD-715-PART G 
Agency Self-Assessment Checklist 

The Part G Self-Assessment Checklist is a series ofquestions designed to provide federal agencies with an effective means for conducting the annual self
assessment required in Part F ofMD-71S. This self-assessment permits EEO Directors to recognize, and to highlight for their senior staff, deficiencies in 
their EEO program that the agency must address to comply with MD-71S's requirements. Nothing in Part G prevents agencies from establishing additional 
practices that exceed the requirements set forth in this checklist. 

All agencies will be 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-71S 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-71 S 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", ifnecessary. 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 F ADs. 

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

Reporting Period: 
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C 
Compliance :\leasure Current 

Indicator A.l - The agency issues an effectiw, up-to-date EEO policy statement. :\let? Comments PartG 

C (Yes/]'o;of.XA) Questions 
:\Ieasures 

A.La Does the agency annually issue 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 YES Date published 25 April 22 A.1.a.2 

date in the comments column. see MD-715 II A 
A.Lb Does the EEO policy statement 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 YES New 

EEOC enforces? [see 29 CFR § 1614.l0l(a)] .... 
Compliance 
Indicator•Measures 

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

Measure 
Met? 

(Yes/No/NA) 
Comments 

A.2.a Does the agency disseminate the following policies and procedures to all 
em lo ees: 

A.2.a.l Anti-harassment policy? [see MD 715, II(A)] 

MD-715- PART G 
Agency Self-Assessment Checklist 

Essential Element A: DEl\lO~STR.UED CO:\OITT:\JI~T FRO:\I AGEJKY LLU>ER5HIP 
This element requires the agencv bead to communicate a commitment to equal employment opportunity and a discrimination-free workplace. 

Reasonable accommodation procedures? [see 29 C.F.R § 1614.203(d)(3)] A.2.a.2 

Does the agency prominently post the following information throughout the 
wor lace and on its ublic website: 

A.2.b 

The business contact information for its EEO Counselors, EEO Officers, Special https://health mil/About
Emphasis Program Managers, and EEO Director? [see 29 C.F.R § 

A.2.b.l 
MHS/OASDHA/Defense-Health New 

1614.102 
YES 

A enc /EODM-Office 
A.2.b.2 Written materials concerning the EEO program, laws, policy statements, and the 

YES A.2.c operation ofthe EEO complaint process? [see 29 C.F R § 1614.102(b)(5)] 
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A.2.b.3 

A.2.c 
A.2.c.1 

A.2.c.2 

A.2.c.3 

A.2.c.4 

A.2.c.S 

C 
Compliance 

Indicator a 
::\Ieasures 

A.3.a 

A.3.b 

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

Does the a enc inform its em lo ees about the followin to ics: 
EEO complaint process? [see 29 CFR §§ 1614.102(a)(12) and 1614.102(b)(5)] If 
' es" lease rovide how often. 

ADR process? [see MD- I 10, Ch. 3(II)(C)] If"yes", please provide how often. 

Reasonable accommodation program? [see 29 CFR § 1614.203(d)(7)(ii)(C)] If 
"yes", please provide how often. 

Anti-harassment program? [see EEOC Enforcement Guidance on Vicarious 
Employer Liability for Unlawful Harassment by Supervisors (1999), § V.C.1] If 
''yes", please provide how often. 

Behaviors that are inappropriate in the workplace and could result in disciplinary 
action? 5 CFR 2635.101 If' es" lease rovide how often. 

A.3 - The agency assesses and ensures EEO p1inciples are part of its culture. 

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)] Jf ''yes", provide one or two examples in the 
comments section. 
Does the agency utilize the Federal Employee Viewpoint Survey or other climate 
assessment tools to monitor the perception ofEEO principles within the 
workforce? fsee 5 CFR Part 2501 

YES 

YES 

YES 

YES 

YES 

YES 

::\leasure 
:\let? 

(Yes/1"0!.XA) 

NO 

YES 

https://health mil/About
MHS/OASDHA/Defense-Health-

New Comers Orientation and Annually 
or as needed 

A.3.c 

A.2.a 

New Comers Orientation and Annually New 
or as needed 

New Comers Orientation and Annually 
or as needed 

New Comers Orientation and Annually 
or as needed 

New Comers Orientation and Annually 
or as needed 

Comments 

2\"ew Compliance Indicator 

See Part H-1 

New 

New 

A.3.b 

New 

New 

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 

a!!encv's strate!!ic mission. 
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C 
Compliance 

Indicator a 
::\Ieasures 

8.1 - The repo11in~ structure for the EEO pro~ram prO\ides the principal 
EEO official \\ith appropriate authority and resources to effectinlY carry 

out a successful EEO program. 

::\leasure 
:\let? 

(Yes/1'"0!.XA) 
Comments 

B.l.a Js the agency head the immediate supervisor of the person ("EEO Director") who 
has dav-to-dav control over the EEO office? fsee 29 CFR 61614.102fhV4)l YES Report to DHA Deputy Director B.1.a 

B.l.a. l If the EEO Director does not report 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. 

YES New 

B.l.a.2 Does the agency's organizational chart clearly define the reporting structure for 
the EEO office? [see 29 CFR §1614.102(b)(4)] YES 8.1.d 

B.l.b Does the EEO Director have a regular and effective means ofadvising 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)(l); 
MD-715 Instructions Sec. Il 

YES B.2.a 

B.l.c During this reporting period, did the 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. I)] If"yes", please 
orovide the date of the briefing: in the comments column. 

YES Date Briefed: 13 September 2022 B.2.b 

B.l.d Does the EEO Director regularly participate in senior-level staff meetings 
concerning personnel, budget, technology, and other workforce issues? [see MD-
715 Ilffi)l 

YES New 

C 
Compliance 

Indicator 

[l 
::\Ieasures 

8.2 - The EEO Director controls all aspects of the EEO program. 
::\leasure 

:\let? 
(Yes/1'"0!.XA) 

Comments 
:\"ew Compliance Indicator 

B.2.a Is the EEO Director responsible for the implementation ofa continuing 
affirmative employment program to promote EEO and to identify and eliminate 
discriminatory policies, procedures, and practices? [ see MD-110, Ch. 1 (III)(A); 
29 CFR 61614.102(c)l 

YES B.3.a 
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B.2.b Is the EEO Director responsible for overseeing the completion ofEEO cmmseling 
rsee 29 CFR §1614.102(c)(4)l YES New 

B.2.c Is the EEO Director responsible for overseeing the fair and thorough investigation 
ofEEO complaints? [see 29 CFR §1614.102(c)(S)] [This question may not be 
applicable for certain subordinate level comoonents. l 

YES New 

B.2.d Is the EEO Director responsible for overseeing the timely issuance offinal agency 
decisions? [see 29 CFR §1614.102(c)(S)] [This question may not be applicable 
for certain subordinate level comoonents.l 

YES New 

B.2.e Is the EEO Director responsible for ensuring compliance with EEOC orders? [see 
29 CFR §§ 1614102(e): 1614.S021 YES F.3.b 

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

YES New 

B.2.g If the agency has subordinate level components, does the EEO Director provide 
effective guidance and coordination for the components? [see 29 CFR §§ 
1614.102(c)(2) and (c)(3)l 

YES New 

C 
Compliance 

Indicator a 
::\Ieasures 

B.3 - Tbe EEO Director and other EEO professional staff are inrnlved in, 
and consulted on, management/personnel actions. 

::\leasure 
:\let? 

(Yes/]'o;of.XA) 
Comments 

B.3. a Do EEO program officials participate 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 onnortunities? fsee MD-71S II(B)l 

YES B.2.c& 
B.2.d 

B.3.b Does the agency's current strategic plan reference EEO / diversity and inclusion 
principles? [see MD-71S, II(B)] If"yes", please identify the EEO principles in 
the strategic olan in the comments column. 

YES New 

C 
Compliance 

Indicator a 
::\Ieasures 

B.4 - Tbe agenn· bas sufficient budget and staffing to support tbe success of 
its EEO program. 

::\leasure 
:\let? 

(Yes/]'o;of.XA) 
Comments 
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B.4.a 

B.4.a. l 

B.4.a.2 

B.4.a.3 

B.4.a.4 

B.4.a.S 

B.4.a.6 

B.4.a.7 

B.4.a.8 

B.4.a.9 

B.4.a.10 

B.4.a.11 

Pursuant to 29 CFR §1614.102(a)(l), has the agency allocated sufficient funding 
and qualified staffing to successfully implement the EEO program, for the 
followin areas: 
to conduct a self-assessment ofthe agency for possible program deficiencies? 
see MD-715 II 

to enable the agency to conduct a thorough barrier analysis ofits workforce? [ see 
MD-715 II 
to timely, thoroughly, and fairly process EEO complaints, including EEO 
counseling, investigations, final agency decisions, and legal sufficiency reviews? 
[see 29 CFR § 1614102(c)(5) & 1614.105(b) - (f); MD-110, Ch. l(IV)(D) & 
5 · MD-715 II 
to provide all supervisors and 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 ll(C)] Ifnot, please identify the type(s) of training with insufficient 
fundin in the comments column. 
to conduct thorough, accurate, and effective field audits of the EEO programs in 
com nentsandthefieldoffices, ifa licable? [see29CFR§1614.102(c)(2)] 
to publish and distribute EEO materials (e.g. harassment policies, EEO posters, 
reasonable accommodations rocedures? see MD-715 II 
to maintain accurate data collection and tracking systems for the following types 
ofdata complaint tracking, workforce demographics, and applicant flow data? 
[see MD-715, II(E)]. Ifnot, please identify the systems with insufficient funding 
in the comments section. 
to effectively administer its special emphasis programs (such as, Federal 
Women's Program, Hispanic Employment Program, and People with Disabilities 
Program Manager)? [5 USC§ 7201; 38 USC§ 4214; 5 CFR § 720.204; 5 CFR § 
213.3102(t) and (u); 5 CFR § 315.709] 
to effectively manage its anti-harassment program? [see MD-715 Instructions, 
Sec. I); EEOC Enforcement Guidance on Vicarious Employer Liability for 
Unlawful Harassment b Su ervisors 1999 V.C.1 
to effectively manage its reasonable accommodation program? [see 29 CFR § 
1614.203 d 4 ii 
to ensure timely and complete compliance with EEOC orders? [see MD-715, 
II 

NO 

NO 

NO 

YES 

NO 

YES 

NO 

NO 

NO 

NO 

YES 

See Part H-2 

See Part H-6 

See Part H-2 

See Part H-2 

See Part H-3 
EEO Complaint Tracking 

See Part H-4 
Such as, Federal Women's Program, 
Hispanic Employment Progran1 

See Part H-14 

See Part H-7 

B.3.b 

B.4.a 

E.5.b 

B.4.f& 
B.4.g 

E.Lc 

B.4.c 

New 

B.3.c, 
B.3.c.1, 

B.3.c.2, & 
B.3.c.3 

New 

B.4.d 

New 
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B.4.b Does the EEO office have a budget that is separate from other offices within the 
a enc . see 29 CFR 1614.102 a 1 YES New 

B.4.c 

B.4.d 

Are the duties and responsibilities ofEEO officials clearly defined? [see MD-
110 Ch. 1 A 2 & 6 
Does the agency ensure that all new cmmselors and investigators, including 
contractors and collateral duty employees, receive the required 32 hours of 
trainin ursuant to Ch. 2 A ofMD-110? 

YES 

YES 

B.Lb 

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 YES E.2.e 
ofannual refresher trainin ursuant to Ch. 2 C ofMD-110? 

c::J 
Compliance B.5- The agency recruits, hires, denlops, and retains supenisors and 
Indicator managers who haYe effective managerial, communications, and interpersonal 

skills. a 
::\Ieasures 

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 EEO1111·ro 

::\leasure 
:\let? 

(Yes/1"0!.XA) 

Comments 

:.Xew Indicator 

B.S.a. l EEO Complaint Process? [see MD-715(II)(B)] 
YES New 

B.S.a.2 Reasonable Accommodation Procedures? [see 29 C.F.R. § 1614.102(d)(3)] YES A.3.d 

B.S.a.3 Anti-Harassment Policy? [see MD-71S(II)(B)] YES New 

B.S.a.4 Supervisory, managerial, communication and interpersonal skills in order to 
supervise most effectively in a workplace with diverse employees and avoid 
d utes arisin from ineffective communications? see MD-715 II 

YES New 

B.S.a.S ADR with emphasis on the federal government' s interest in encouraging mutual 
resolution ofdisputes and the benefits associated with utilizing ADR? [see MD-
715(II)(E)] 

YES E.4.b 
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C 
Compliance _ _ _ _ _ :\lea sure Comments 

Indicator B.6- The agency mYolves managers m the implementation of its EEO :\let?a program. (Yes/1'"0!.XA) :.Xew Indicator 

::\Ieasures 
B.6.a Are senior managers involved in the implementation ofSpecial Emphasis 

See Part H-4 NewNO
Pro ams? see MD-715 Instructions Sec. I 

B.6.b Do senior managers participate in the barrier analysis process? [ see MD-715 
NO See Part H-6 D.1.a

Instructions Sec. 
B.6.c When barriers are identified, do senior managers assist in developing agency EEO 

action plans (Part I, Part J, or the Executive Summary)? [see MD-715 See Part H-6 NO D.1.b 
Instructions Sec. 

B.6.d Do senior managers successfully implement EEO Action Plans and incorporate 
the EEO Action Plan Objectives into agency strategic plans? (29 CFR § NO See Part H-6 D.1.c 
1614.102 a 5 

Essential Element C: ::\L-\_'iAGDIE;,1 .-\_"\1) PROGRUI ACCOl";,1.-IBILm· 
This element requires the agency bead to bold all managers, supenisors, and EEO officials responsible for the effective implementation of the 

agency's EEO Program and Plan. 

C 
Compliance ::\leasureC.1 - The agency conducts 1·egular internal audits of its component and fieldIndicator :\let? Comments a offices. 

(Yes/1'"0!.XA) 
::\Ieasures 

Does the agency regularly assess its component and field offices for possible EEO 
program deficiencies? [see 29 CFR §1614.102(c)(2)] If "yes", please provide the 

C.l.a 
See Part H-2 NewNO 

schedule for conductin audits in the comments section. 
Does the agency regularly assess its component and field offices on their efforts 
to remove barriers from the workplace? [see 29 CFR §1614.102(c)(2)] lf"yes", 

C.l.b 
See Part H-2 NewNO 

lease ovide the schedule for conductin audits in the comments section. 
Do the component and field offices make reasonable efforts to comply with the C.l.c 

See Part H-2 NewNIA 
recommendations of the field audit? see MD-715 II C 
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C 
Compliance 

Indicator a 
::\Ieasures 

C .2 - The agency bas established procedures to prennt all forms of EEO 
discrimination. 

::\leasure 
:\let? 

(Yes/1'"0!.XA) 

Comments 

:.Xew Indicator 

C.2.a Has the agency established comprehensive anti-harassment policy and procedures 
that comply with EEOC's enforcement guidance? [see MD-71S, II(C); 
Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment 
by Supervisors (Enforcement Guidance), EEOC No. 91S.002, § V.C.l (June 18, 
1999)1 

NO 
See Part H-14 
Have June 21 Anti-harassment Policy 
Memo; But need clear procedures 

New 

C.2.a.1 Does the anti-harassment policy require corrective action to prevent or eliminate 
conduct before it rises to the level ofunlawful harassment? [see EEOC 
Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment 
bv Suoervisors (1999). 6 V.C.11 

NO 
See Part H-14 
June 21 Anti-harassment Policy Memo 

New 

C.2.a.2 Has the agency established a firewall between the Anti-Harassment Coordinator 
and the EEO Director? [see EEOC Report, Model EEO Program Must Have an 
Effective Anti-Harassment Proo-mm (20061 

YES 
In Policy Memo; but it needs more 
detail. 

New 

C.2.a.3 Does the agency have a separate 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. 91S.002 § V.C.l (June 18 1999)1 

YES 
Anti-harassment falls under separate 
Force Resilience Office 

New 

C.2.a.4 Does the agency ensure that the EEO office informs the anti-harassment program 
ofall EEO counseling activity alleging harassment? [ see Enforcement Guidance, 
V.C.l 

YES New 

C.2.a.S Does the agency conduct a prompt inquiry (beginning within 10 days of 
notification) ofall harassment allegations, including those initially raised in the 
EEO complaint process? [see Com12lainant v. De12' t ofVeterans Affairs, EEOC 
Appeal No. 0120123232 (May 21, 2015); Complainant v. Dep't of Defense 
(Defense Commissary Agency), EEOC Appeal No. 0120130331 (May 29, 201S)] 
If"no", please provide the percentage of timely-processed inquiries in the 
comments column. 

NO 
See Part H-14 

Timeline not tracked currently 
New 

C.2.a .6 Do the agency' s training materials on its anti-harassment policy include examples 
ofdisabilitv-based harassment? fsee 29 CFR 1614.203(d)(2)l NO See Part H-14 New 

C.2.b Has the agency established disability reasonable accommodation procedures that 
comply with EEOC's relmlations and iruidance? fsee 29 CFR 1614.203(d)(3)l YES Effective Date: 02 November 2020 New 
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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 YES E. 1.d 
a enc . see 29 CFR 1614.203 d 3 

C.2.b.2 Has the agency established a firewall between the Reasonable Accommodation 
Pro am Mana er and the EEO Director? see MD-110 Ch. 1 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 YES New 
1614.203(d)(l)(ii)(B)] 

C.2.b.4 Do the reasonable accommodation procedures clearly state that the agency should 
process the request within a maximum amount oftime (e.g., 20 business days), as 
established by the agency in its affirmative action plan? [see 29 CFR 

YES New 

1614.203 d 3 i 
C.2.b.S 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 oftimely-processed requests in the comments NO See Part H-7 (70.98% (247/348) E.1.e 

column. 
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 
Procedures outlined in the DHA 
Reasonable Accommodations guidance 
(DHA AI 1020.1) 

New 

C.2.c.1 Does the agency post its procedures for processing requests for Personal Https://health mil/ About
Assistance Services on its public website? [see 29 CFR § 1614.203(d)(5)(v)] If YES MHS/OASDHA/Defense-Health New 
' es" lease rovide the internet address in the comments column. A enc /EODM-Office 

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 licies and rinci les and their artici ation in the EEO ro ? 

C.3.b Does the agency require rating officials to evaluate the performance ofmanagers 
and su · sors based on the followin activities: 

C.3.b.1 Resolve EEO problems/disagreements/conflicts, including the participation in 
ADR roceedin ? see MD-110 Ch. 3 . 
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C.3.b .2 Ensure full cooperation ofemployees under his/her supervision with EEO 
officials such as counselors and investigators? fsee 29 CFR § 1614 .102Cb)(6)l YES A.3.a.4 

C.3.b .3 Ensure a workplace that is free from all forms ofdiscrimination, including 
harassment and retaliation? rseeMD-715 II(C)l 

YES A.3.a.5 

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

YES A.3.a.6 

C.3.b .S Provide religious accommodations when such accommodations do not cause an 
undue hardship? [see 29 CFR §1614.102(a)(7)) YES A.3.a.7 

C.3.b .6 Provide disability accommodations when such accommodations do not cause an 
undue hardship? [ see 29 CFR §1614102(a)(8)] YES A.3.a.8 

C.3.b .7 Support the EEO program in identifying and removing barriers to equal 
onnortunitv. fsee MD-715 II(C)l 

YES New 

C.3.b.8 Support the anti-harassment program in investigating and correcting harassing 
conduct. [see Enforcement Guidance V.C.21 

YES 
Managers/Supervisors must investigate 
all alleizations Per Policv Memo 

A.3.a.2 

C.3.b .9 Comply with settlement agreements and orders issued by the agency, EEOC, and 
EEO-related cases from the Merit Systems Protection Board, labor arbitrators, 
and the Federal Labor Relations Authoritv? r see MD-715 II(C)l 

YES New 

C.3.c Does the EEO Director recommend to the agency head improvements or 
corrections, including remedial or disciplinary actions, for managers and 
supeivisors who have failed in their EEO responsibilities? [see 29 CFR 
§1614.102(c)(2)l 

YES New 

C.3.d When the EEO Director recommends remedial or disciplinary actions, are the 
recommendations regularly implemented by the agency? [see 29 CFR 
§1614.102(c)(2)l 

YES New 

C 
Compliance 

Indicator 

C 
::\Ieasures 

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

::\leasure 
:\let? 

(Yes/1"0!.XA) 
Comments 

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 manaizement directives? rsee 29 CFR S1614.102(a)(2)1 

YES New 
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Has the agency established timetables/schedules to review at regular intervals its 
merit promotion program, employee recognition awards program, employee 

C.4.b 
C.2.a, 

development/training programs, and management/personnel policies, procedures, C.2.b, & 
and practices for systemic barriers that may be impeding full participation in the 

YES Quarterly and Annually 
C.2.c 

ro b all EEO ou s? see MD-71S Instructions Sec. I 
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 New 
re are the MD-71S workforce data tables? see 29 CFR 1614.601 a 

YES 

C.4.d 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 New 
re uest? [see MD-71S, II(C)] 

YES 

C.4.e Pursuant to Section II(C) ofMD-71S, does the EEO office collaborate with the 
HR office to: 

C.4.e.1 hnplement the Affinnative Action Plan for Individuals with Disabilities? [see 29 
NewYESCFR §1614.203(d); MD-71S, II(C)] 

C.4.e.2 Develop and/or conduct outreach and recruiting initiatives? [ see MD-71 S, II(C)] 
NewYES 

C.4.e.3 Develop and/or provide training for managers and employees? [see MD-71 S, 
NewYESII(C)] 

C.4.e.4 Identify and remove barriers to equal opportunity in the workplace? [see MD-71S, 
NewYES

II 
C.4.e.S Assist in preparing the MD-71S report? [see MD-71S, II(C)] 

NewYES 

c::= 
Compliance . . . . . . . . ::\leasure 

Indicator C .5 - Followmg a findmg of d1scnm'.n~tion, the ag~ncy explores whether 1t :\let? Commentsa should take a d1snplinary action. (Yes/1"of.XA) 

::\Ieasures 
C.S.a Does the agency have a disciplinary policy and/or table ofpenalties that covers 

discriminatory conduct? [see 29 CFR § 1614.102(a)(6); see also Douglas v. YES C.3.a. 
Veterans Administration S MSPR 280 (1981)] 
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C.S.b When appropriate, does the agency discipline or sanction managers and 
employees for discriminatory conduct? [see 29 CFR §1614.102(a)(6)] Jf"yes", 
please state the number ofdisciplined/sanctioned individuals during this reporting 
period in the comments. 

YES 
FY 22: 9 Employees were disciplined. 

C.3.c 

C.S.c If the agency has a finding ofdiscrimination ( or settles cases in which a finding 
was likely), does the agency inform managers and supervisors about the 
discriminatory conduct? [ see MD-715, II(C)] 

YES New 

C 
Compliance 

Indicator 

a 
::\Ieasures 

C.6 - The EEO office ad,ises managers/supenisors on EEO matters. 
::\leasure 

:\let? 
(Yes/1"0!.XA) 

Comments 

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. I] If"yes", please 
iden · the fre uenc ofthe EEO u dates in the comments column. 

YES Annually, or as needed C.1.a 

C.6.b Are EEO officials readily available to answer managers' and supervisors' 
questions or concerns? [ see MD-715 Instructions, Sec. I] YES New 

Does the agency have a process for identifying triggers in the workplace? 
MD-715 Instructions, Sec. I] 
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D.1.b Does the agency regularly use the following sources ofinformation 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 YES New 

program; and/or external special interest groups? [see MD-715 Instructions, Sec. 
I] 

D.1.c Does the agency conduct exit interviews or surveys that include questions on how 
the agency could improve the recruitment, hiring, inclusion, retention and NO See Part H-9 New 
advancement ofindividuals with disabilities? see 29 CFR 1614.203 d 1 iii 

C 
Compliance 

Indicator a 
D.2 - The agency identifies areas wbe1·e barriers may exclude EEO groups 

(reasonable basis to act.) 

:\leasure 
:\let? 

(Yes/]'o;of.XA) 

Comments 

:.Xew Indicator 
:\Ieasures 

Does the agency have a process for analyzing the identified tnggers to find 
oss1ble bamers?sible barrie see MD-715 • See Part H-6 

D.2.b Does the agency regularly examine the impact ofmanagement/personnel policies, 
procedures, and practices by race, national origin, sex, and disability? [see 29 YES Conducted Annually B.2.c.2 
CFR 1614.102 a 3 

D.2.c Does the agency consider whether any group of employees or applicants might be See Part H-6 
negatively impacted prior to making human resource decisions, such as re- NO Establish Barrier analysis working B.2.c.1 
o anizations and reali ents? see 29 CFR 1614.102 a 3 OU 

D.2.d Does the agency regularly review the following sources ofinformation to find 
barriers: complaint/grievance data, exit surveys, employee climate surveys, focus 
groups, affinity groups, union, program evaluations, anti-harassment program, 
special emphasis programs, reasonable accommodation program; anti-harassment 
program; and/or external special interest groups? [see MD-715 Instructions, Sec. 

es", lease identi the data sources in the comments column. 

YES 

workforce data; complaint/grievance 
data; employee climate surveys; focus 
groups; special emphasis programs; 
reasonable accommodation program; 
and/or anti-harassment program 

New 

Jf ' 
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C 
Compliance ::\leasure Comments

D.3 - Tbe agency establishes appropriate action plans to remon identifiedIndicator :\let?baniers. 
(Yes/]'o;of.XA) :.Xew Indicatora 

::\Ieasures 
D.3.a. Does the agency effectively tailor action plans to address the identified barriers, in 

oarticular oolicies orocedures or nr,ictices? [see 29 CFR 61614.102(a)(3)l YES New 

D.3.b If the agency identified one or more barriers during the reporting period, did the 
agency implement a plan in Part I, including meeting the target dates for the 
olanned activities? [see MD-715 IICD)l 

NO 
See Part H-6 
Establish Barrier analysis working 
!!l'OUO 

New 

D.3.c Does the agency periodically review the effectiveness ofthe plans? [see MD-715, 
II(D)] NO 

See Part H-6 
Establish Barrier analysis working 
!!l'OUO 

New 

D.4 - Tbe agency bas an affirmatin action plan for people \\itb disabilities, C 
Compliance including those \\itb targeted disabilities. ::\leasure Comments 
Indicator :\let? 

(Yes/]'o;of.XA) :.Xew Indicatora 
::\leasures 

D.4.a 
Does the agency post its affumative action plan on its public website? [see 29 
CFR 1614.203(d)(4)] Please provide the internet address in the comments. YES 

Https://health mil/ About-
MHS/OASDHA/Defense-Health-
Agencv/EODM-Office 

New 

D.4.b 
Does the agency take specific steps to ensure qualified people with disabilities are 
aware ofand encouraged to apply for job vacancies? [see 29 CFR 
1614.203(d)(l)(i)l 

YES New 

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

D.4.d 
Has the agency taken specific steps that are reasonably designed to increase the 
number ofpersons with disabilities or targeted disabilities employed at the agency 
until it meets the goals? [see 29 CFR 1614.203(d)(7)(ii)l 

YES New 

Essential Element E : EfFICIE.'iCY 
This element requires tbe agency bead to ensure tbat there are effective s~·stems for evaluating the impact and effectinness of the agency' s EEO 

programs and an efficient and fair dispute resolution process. 
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C 
Compliance 

Indicator a 
::\Ieasures 

E.l - The agency maintains an efficient, fair, and impartial complaint 
resolution process. 

::\leasure 
:\let? 

(Yes/1'"0!.XA) 
Comments 

E.l.a Does the agency timely provide EEO counseling_ pursuant to 29 CFR § 1614 .1 OS? NO See Part H-10 E.3.a.1 
E.l.b Does the agency provide written notification ofrights and responsibilities in the 

EEO process during the initial counseling session, pursuant to 29 CFR 
61614.l0S(b)(l)? 

YES E.3.a.2 

E.l.c Does the agency issue acknowledgment letters immediately upon receipt ofa 
formal complaint. pursuant to MD-11o Ch. sm? NO See Part H-10 New 

E.l.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. S(I)? Ifso, please provide the average processing time in the 
comments. 

NO See Part H-10 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 §1614.102fb)(6)? 

NO See Part H-11 New 

E.lf Does the a2encv timelv comolete investi2ations oursuant to 29 CFR 61614.108? NO See Part H-10 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 oftheir 
rioht to reauest a hearin2 or file a lawsuit oursuant to 29 CFR 61614.108fo)? 

YES New 

E.l h When the complainant does not request a hearing, does the agency timely issue 
the final a2encv decision. oursuant to 29 CFR 61614.ll0fh)? NO See Part H-10 E.3.a.4 

E.l.i Does the agency timely issue final actions following receipt of the hearing file 
and the administrative iudire' s decision. oursuant to 29 CFR 61614.1 lOfa)? 

NO See Part H-10 E.3.a.7 

E.l.j 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. S(V)(A)] lf"yes", please describe how in the 
comments column. 

YES 
Coordinate with contractors for 
corrections and concerns, as needed. 

E.2.c 

E.l 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 oerformance review? [See MD-110 Ch. S(V)(A)l 

NIA New 

E.1.1 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 § 
1614.403fo)l 

YES New 
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C 
Compliance 

Indicator a 
::\Ieasures 

E.2 - Tbe agency bas a neutral EEO process. 
::\leasure 

:\let? 
(Yes/1"0!.XA) 

Comments 
Re,ised Indicator 

E.2.a Has the agency established a clear separation between its EEO complaint program 
and its defensive function? rsee MD-110 Ch. l(IV)(D)l 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. l (IV)(D)l Jf''yes", please identify the source/location ofthe attorney who 
conducts the le11al sufficiencv review in the comments column. 

YES E.6.a 

E.2.c Jfthe 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 
a11encv rimresentative? fsee MD-110 Ch. I(IV)(D)l 

YES New 

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. 
l(IV)(D)l 

YES E.6.b 

E.2.e If applicable, are processing tinle frames incorporated for the legal counsel's 
sufficiency review for timely processing ofcomplaints? [see EEOC Report, 
Attaininf a Model Afencv Pro¥Yam: Etfi.ciencv ffiec. 1 2004)1 

YES E.6.c 

C 
Compliance 

Indicator a 
::\Ieasures 

E.3 - Tbe agencv bas established and encouraged tbe "idespread use of a fair 
alternatin dispute resolution (ADR) program. 

::\leasure 
:\let? 

(Yes/1"0!.XA) 

Comments 

E.3.a Has the agency established an ADR program for use during both the pre-
complaint and formal complaint stages ofthe EEO process? [see 29 CFR 
61614 .102Cb)(2) l 

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, II(A)(l)] YES E.4.c 

E.3.c Does the agency encourage all employees to use ADR, where ADR is 
annrooriate? fsee MD-110 Ch. 3(M(C)l YES D.2.a 
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E.3.d 

E.3.e 

E.3 f 

C 
Compliance 

Indicator 

[l 
:\Ieasures 

E.4.a.l 

E.4.a.2 

E.4.a.3 
E.4.a.4 

E.4.a.S 

E.4.a.6 

E.4.b 

Does the agency ensure a management official with settlement authority is 
accessible durin the dis ute resolution rocess? see MD-110 Ch. 3 A 
Does the agency prohibit the responsible management official named in the 
d ute from havin settlement authori ? see MD-110 Ch. 3 
Does the agency annually evaluate the effectiveness of its ADR program? [see 
MD-110, Ch. 3(II)(D)] 

E.4- The agency bas effectin and accurate data collection svstems in place 
to eYaluate its EEO program. 

Does the agency have systems in place to accurately collect, monitor, and analyze 
the followin data: 
Complaint activity, including the issues and bases ofthe complaints, the 
aggrieved individuals/complainants, and the involved management official? [see 
MD-715 II 
The race, national origin, sex, and disability status ofagency employees? [see 29 
CFR 1614.601 a 
Recruitment activities? see MD-715 II 
External and internal applicant flow data concerning the applicants' race, national 
ori sex and disabili status? see MD-715 II 
The processing ofrequests for reasonable acco=odation? [29 CFR § 
1614.203 d 4 
The processing ofcomplaints for the anti-harassment program? [see EEOC 
Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment 
b Su isors 1999 V.C.2 
Does the agency have a system in place to re-survey the workforce on a regular 
basis? -715 Instructions Sec. 

YES 

YES 

YES 

:\lea sure 
:\let? 

(Yes/]'o;of.XA) 

YES 

YES 

YES 

YES 

YES 

NO 

YES 

New 

E.4.d 

New 

Comments 

E.5.a 

E.5.c 

E.5 f 

New 

New 

See Part H-14 New 

New 
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C 
Compliance :\lea sure 

Indicator E.5- The agency identifie~ an~ d_isseminates significant trends and best · :\let? Commentsa practices m 1ts EEO program. (Yes/1'"of.XA) 

::\Ieasures 
E.S.a Does the agency monitor trends in its EEO program to determine whether the Review ofMD 715 throughout the 

agency is meeting its obligations \lllder the statutes EEOC enforces? [see MD- YES reporting period and annually, as E.5.e 
715, II E If" ,es", rovide an exam le in the comments. needed. 

E.S.b Does the agency review other agencies' best practices and adopt them, where Periodically review hiring practices 
appropriate, to improve the effectiveness ofits EEO prograni? [ see MD-715, from other federal agencies. Recently

YES E.5.g ll(E)] If"yes", provide an example in the comments. coordinated with USDA to discuss 
authorizations and allocations. 

E.S.c Does the agency compare its performance in tlie EEO process to other federal 
YES E.3.a 

a encies ofsimilar size? see MD-715 II 

Essential Element F : RESP0:-iSJYE.',"ESS AJ\""D LEGAL C0:\IPLL-\.-.,-CE 
This element requires federal agencies to comply \\ith EEO statutes and EEOC regulations, policv guidance, and other written instructions. 

C 
Compliance ::\leasureF.1-The agency bas processes in place to ensure timelv and full compliance Indicator :\let? Comments 

C \\itb EEOC Orders and settlement agreements. 
(Yes/1'"0!.XA) 

::\Ieasures 
Does the agency have a system ofmanagement controls to ensure tliat its officials 
timely comply witlJ EEOC orders/directives and final agency actions? [see 29 

F.l.a 
See Part H-10 NO F.1.a 

CFR 1614.102 e · MD-715 II 
Does the agency have a system ofmanagement controls to ensure the timely, 
accurate, and complete compliance witlJ resolutions/settlement agreements? [see 

F.l.b 
YES E.3.a.6 

MD-715 II 
Are there procedures in place to ensure the timely and predictable processing ofF.l.c 

YES F.2.a.1 ordered mone relief? [see MD-715, II(F)] 
Are procedures in place to process oilier forms ofordered relief promptly? [see F.l.d 

YES F.2.a.2 
MD-715 II 
When EEOC issues an order requiring compliance by the agency, does the agency 
hold its compliance officer(s) acco\llltable for poor work product and/or delays 

F.l.e 
YES F.3.a. 

durin erformance review? see MD-110 Ch. 9 
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C 
Compliance 

Indicator a 
:\Ieasures 

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

:\leasure 
:\let? 

(Yes/1'"0!.XA) 

Comments 

Indicator moved from E-111 Re, ised 

Does the agency timely respond and fully comply with EEOC orders? [see 29 
CFR 1614.502· MD-715 II 

F.2.a.1 When a complainant requests a hearing, does the agency timely foiward the 
investigative file to the appropriate EEOC hearing office? [see 29 CFR YES E.3.a.S 

1614.108 
F.2.a.2 When there is a finding ofdiscrimination that is not the subject ofan appeal by 

the agency, does the agency ensure timely compliance with the orders ofrelief? YES E.3.a .7 
see 29 CFR 1614.501 

F.2.a.3 When a complainant files an appeal, does the agency timely foiward the 
investigative file to EEOC's Office ofFederal Operations? [see 29 CFR YES New 

1614.403 e 
F.2.a.4 Pursuant to 29 CFR § 1614 .502, does the agency promptly provide EEOC with the 

re uired documentation for com letin com liance? 
YES 

F.3.d (1 to 
9 

C 
Compliance
lnator F.3 - The agency reports to EEOC its p.-ogram effm·ts and accomplishments. 

:\leasure 
:\let? Comments 

(Yes/1'"0!.XA) 
:\Ieasures 

F.3.a Does the agency timely submit to EEOC an accurate and complete No FEAR Act 
re ? [Public Law 107-174 (Ma 15, 2002), §203(a)] NO See Part H-13 New 

F.3.b Does the agency timely post on its public webpage its quarterly No FEAR Act 
data? see 29 CFR 1614.703 d NO See Part H-13 New 
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MD-715 -Part H 
Agency EEO Plan to Attain the Essential Elements ofa Model EEO Program 

Please describe the status ofeach plan that the agency has implemented to correct deficiencies in the EEO program. 
n If the a2encv did not address anv deficiencies durin2 the reoortin2 oeriod. olease check the box. 

Statement of Model Pro2ram Essential Element Deficiencv 
Tvne of Prouam Deficiencv BriefDescription of Prooram Deficiencv 

PartH-1 PartG- A.3.a 
DHA does not provide recognition to employees, supervisors, managers, and units demonstrating superior accomplishment in equal 
employment opportunity. 

PartH-2 
Part G - B.4.a.3.; 
B.4.a .S. ; C.1.a.; 
C.1.b.: B.4.a.1 

DHA does not have sufficient budget or staffing to support the success of its EEO program to conduct thorough, accurate, and 
effective self-assessments or field audits of the EEO programs in components and the field offices. 

PartH-3 Part G - B.4.a .7 DHA does not have sufficient budget or staffmg to maintain accurate data collection and tracking systems for complaint tracking. 

PartH-4 
Part G - B.4.a .8.; 
B.6.a 

DHA does not have sufficient budget or staffing to effectively administer its special emphasis programs and are senior managers 
involved in the implementation ofSpecial Emphasis Programs 

PartH-5 
Part G - B.4.d .; 
B.4.e 

Completed-will be removed foc FY23. 

PartH-6 

Part G - B.4.a .2.; 
B.6.b. ; B.6.c. ; 
B.6.d. ; D.1.a.; 
D.2.a.; D.2.c.; D.3.b.; 
D.3.c: 

Senior Managers do not participate in the barrier analysis process; or when barriers identified and/or have a process for identifying 
triggers, assist in developing agency EEO action plans; or successfully implement EEO Action Plans and incorporate the EEO 
Action Plan Obj ectives into agency strategic plans. 

PartH-7 
Part G - C.2 .b.S.; 
B.4.a .10 

DHA does not process all accommodation requests within the time frame set forth in its reasonable accommodation procedures 
(within 30 business days 

PartH-8 PartG- C.4.a Completed-will be removed foc FY23. 

PartH-9 PartG- D.1.c 
The agency does not conduct exit interviews or surveys that include questions on how the agency could improve the recruitment, 
hiring, inclusion, retention and advancement ofindividuals with disabilities. 

PartH-10 
Part G - E.1.a.; 
E.1.c.; E.1.d.; E.1 f. ; 
E.1 h.; E.1.i. ; F .1.a.; 

1. Agency does not timely issue acknowledgment letters inunediately upon receipt ofa formal complaint; or timely issue acceptance 
letters/dismissal decisions within a reasonable time (e.g ., 60 days) after receipt of the written EEO Counselor report. 
2. Agency does not timely complete investigations; or have a system ofmanagement controls to ensure that its officials timely 
comply with EEOC orders/directives and fmal agency actions; or timely issue the final agency decision or timely issue final actions 
followin2 receiot of the hearin2 file and the administrative iud2e's decision. 
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PartH-11 PartG- E.1.e 
Agency does not 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. 

PartH-12 
PartG- C.4.c 
E.4.a.4 

Completed-will be removed foc FY23. 

PartH-13 Part G - F.3.a.; F.3.b Agency does not submit accurate and complete No FEAR Act report or post on its public webpage its quarterly No FEAR Act data. 

PartH-14 

Part G -B.4.a.9; 
C.2.a.; C.2.a.1.; 
C.2.a.S.; C.2.a.6.; 
E.4.a.6.; 

Failure to have sufficient budget and staffmg to support the success ofits program and established comprehensive anti-harassment 
policy and procedures that comply with EEOC' s enforcement guidance and implement policy require corrective action to prevent or 
eliminate conduct before it rises to the level ofunlawful harassment. 
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MD-715 -Paii H 
Agency EEO Plan to Attain the Essential Elem ents of a Model EEO Program 

Target Date Planned Activities Modified Date Completed Date 

Develop recognition program award criteria; application template; and determine what 
0l-Apr-22 YES 0l-Apr-24

ofreco ·tion/award will be ovided to winners 

02-Jun-22 Propose EEO program to leadership for approval and announce program launch YES 02-Jun-24 

0l-Oct-22 0l-Oct-24 

05-Dec-22 

Assess applications and detennine winners YES 

Announce and recognize winners YES 05-Dec-24 

Fiscal Year Accomplishments 
2021 This is a new H plan - no accomplishments to reoort 

2022 No activities were accomolished duriniz this FY due to limited EEO staffiniz and sunnort (EEO staffiniz at 18%) and ornanizational restructure in FY22. 

Part H-1 Statement of :\lode! Pro~ram Essential Element Deficiencv 
Ty e of Pro ram Deficienc BriefDesc1·i tion of Pro ram Deficiency 

DHA does not provide recognition to employees, supervisors, managers, and tmits demonstrating superior accomplishment in equal
Part G - A.3.a 

employment opportunity. 

Objective(s) and Dates for EEO Plan 

Date Initiated Objective Target Date Modified Date Completed Date 

To establish an agency level program that recognizes employees, supervisors, managers, and 
17-DEC-21 31-Sep-22 31-Sep-24

facilities demonstrating superior accomplishment(s) in EEO and diversity & inclusion. 

Responsible Official(s) 
Per-formance Standards Address 

Title Name the Plan? es 0 1· No 

Report of Accomplishments 
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MD-715 -Paii H 
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program 

17-DEC-21 
Conduct EEO program self-assessments or field audits in accordance with 29 CFR 
§1614.102(c)(2) 

Responsible Official(s) 

Title 

Director, Defense Health Agency 
Acting Deputy Director, Defense Health Agency 

DHA Fnual Oonortunitv and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 
Planned Acti,ities toward Completion of Objective 

Target Date 

0l-Jun-22 

02-Jul-22 

0l-Sep-22 

Planned Activities 

Develop EEO program field audits criteria to assess the EEO program throughout the 
agencv ffiHA) to idenfifv deficiencies remove barriers and identifv best oractices 

Propose EEO field audits program to leadership for approval and implementation 

Send proposed FY schedule for field audits supporting markets/facilities. 

Report of Accomplishments 
Fiscal Year Accomplishments 

2021 This is a new H olan - no accomolishments to r""°rt 

31-Sep-22 

Name 

Sufficient F11ndia2 & 
Staffing? (Yes or No) 

YES 

YES 

YES 

31-Sep-24 

Ped ormance Standards Address 
the Plan? CYes 0 1· No) 

Modified Date Completed Date 

0l-Jun-24 

02-Jul-24 

0l-Sep-24 

2022 No activities were accomolished during this FY due to limited EEO staffing and support (EEO staffing at 18%) and organizational restructure in FY22. 
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MD-715 - Part H 
Agency EEO Plan to Attain the Essential Elem ents of a Model EEO Program 

Date Initiated Objective Target Date Modified Date Completed Date 

17-DEC-21 Identify and fund an EEO Complaint Tracking System. 

Responsible Official(s) 

Title 

Director, Defense Health Agency 

Acting Deputy Director, Defense Health Agency 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 

Planned Acti,ities toward Completion of Objectin 

Target Date 

0l-Sep-22 

0l-Sep-22 

0l-Oct-23 

Planned Activities 

Identify the appropriate EEO Complaint Tracking System in collaborate with Chief 
Information Officer (CIO) to accommodate the a2encv ffiHA) EEO needs. 

Propose EEO Complaint Tracking System to leadership for approval and funding. 

Obtain and implement EEO Complaint Tracking System 

Report of Accomplishments 
Fiscal Year Accomplishments 

2021 This is a new H olan - no accomolishments to r""°rt. 
2022 Obtained funding for automated svstem. Pending IT certification and irnolementation. 

31-Sep-23 

Name 

Sufficient Fandiag & 
Staffin•? (Yes or No) 

YES 

YES 

YES 

Per-formance Standards Address 
the Plan? CYes 0 1· No) 

Modified Date Completed Date 

01-Sep-22 

0l-Sep-22 
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MD-715 -Paii H 
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program 

17-DEC-21 
Hire Special Emphasis Program Manager (SEPM) and involve senior managers in the 
implementation of Special Emphasis Progranis 

Responsible Official(s) 

Title 

Director, Defense Health Agency 

Acting Deputy Director, Defense Health Agency 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 
Planned Acti,ities toward Completion of Objectin 

Target Date Planned Activities 

0l-Sep-22 Submit hiring of Special Emphasis Program Manager (SEPM) for approval 

0l-OCT-22 Submit request to fill position description to Human Recourses (USAJobs) 

0l-Dec-22 Review potential applicants and make a selection 

0l-Feb-23 Onboard new Special Emphasis Program Manager (SEPM). 

Report of Accomplishments 
Fiscal Year Accomplishments 

2021 This is a new H plan - no accomplishments to reoort 

01-Feb-25 

Name 

Sufficient Fandiai & 
Staffin•? (Yes or No) 

YES 

YES 

YES 

YES 

Ped ormance Standards Address 
the Plan? CYes 0 1· No) 

Modified Date Completed Date 

0l-Sep-24 

01-OCT-24 

0l-Dec-24 

0l-Feb-25 

2022 
Implemented Diversity Outreach Awards program; however, no other activities were accomplished during this FY due to limited EEO staffing and 
suooort (EEO staffing at 18%) and organizational restructure in FY22. 
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MD-715 -Paii H 
Agency E EO Plan to Attain the Essential Elem ents of a Model EEO Program 

Part H-5 Statement of ::\Iodel Pro~ram Essential Element Deficiencv 
T e of Pro ram Deficien ' Brief Desc1i tion of Pro ram Deficiency 

Agency does not ensure that all experienced counselors and investigators, including contractors and collateral duty employees, receive 
Part G - B.4.d .; B.4.e the required 32 hours initial training and 8 hours ofannual refresher training. 

Objective(s) and Dates for EEO Plan 

Date Initiated 

17-DEC-21 

Objective 

Verify and report that agency, contract counselors, and investigators have the required training 
every year 

Responsible Official(s) 

Title 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 

Complaint Processing Program Manager 

Planned Activities toward Completion of Obiectin 

Target Date 

01 Jun 22 

01 Jun 22 

Planned Activities 

Ensuring Statement ofWork for contracting work includes training requirements and/or 
that the contractor can show oofthat trainin has occurred. 
Ensuring agency employees and additional duty counselors received required 32 hours 
initial trainin and 8 hours ofannual refresher trainin 

Target Date Modified Date Completed Date 

31 Sep 22 

Name 

Sufficient Fandiai & 
Staff'm ? (Y•s or No) 

YES 

YES 

31 Sep22 

Per-formance Standards Addr·ess 
the Plan? (Yes 0 1· :So) 

Modified Date Completed Date 

31 Sep22 

2022 
F.nsured EEO profemonals attended EEO related Coordinated with contract &Rencies to ensure timely 1nininR is conducted. 

leted-will be removed for FY23. 
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MD-715 -Paii H 
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program 

Part H-6 Statement of ::\Iodel Pro~ram Essential Element Deficiencv 
Ty e of Pro ram Deficien 

Part G - B.4.a.2.; B.6.b.; B.6.c.; Senior Managers do not participate in the barrier analysis process; or when barriers identified and/or have a process for identifying 
B.6.d.; D.1.a.; D.2.a.; D.2.c.; triggers, assist in developing agency EEO action plans; or successfully implement EEO Action Plans and incorporate the EEO 
D.3.b: D.3.c.· ActionPlanOb.ectivesintoa enc strate ·clans. 

Date Initiated Objective Target Date Modified Date Completed Date 

17-DEC-21 Implement and develop an AEP Council to assist in identifying barriers and triggers. 31 Sep 22 31 Sep 24 

Responsible Official(s) 

Title Name 
Per-formance Standards Addr·ess 

the Plan? (Yes 0 1· :So) 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 

Deputy Assistant Director, Administration and Management (HR) 
Planned Acti,ities toward Completion of Objectin 

Target Date Planned Activities Sufficient Fandiai & 
Staff'mg? (Y•s or No) Modified Date Completed Date 

01 Aug 22 
Develop a senior leader AEP Council to review MD715 (Barrier Analysis and develop 
recommended olans ofaction)· develoo achievable 11oals and measurements YES 01 Aug24 

31 Sep 23 Coordinate regularly scheduled meeting to goals achievement YES 31 Sep 24 

Report of Accomplishments 
Fiscal Year Accomolishments 

2021 This is a new H olan - no accomolishments to reoort 
2022 No activities were accomolished durin11 this FY due to limited EEO staffin11 and suooort (EEO staffin11 at 18%) and organizational restructure in FY22. 
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MD-715 -Paii H 
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program 

Establish a process for timely processing and tracking ofall DHA reasonable accommodation 
17-DEC-21 0l-Apr-22 0l-Apr-24 

requests 
Responsible Official(s) 

Ped ormance Standards Address 
Title Name the Plan? CYes 0 1· No) 

DHA Affirmative Employment Prograni Manager YES 
Planned Acti,ities toward Completion of Objectin 

Target Date Planned Activities 

l 7-Dec-21 
Utilize the RA tracking system to increase the accuracy ofthe RA data collected from 
res. 

0l-Apr-22 Initiate quarterly analysis to assess implementation of tracking system practices. 

Report of Accomplishments 
Fiscal Year Accomnlishments 

Sufficient Fandiai & 
Staffinr? (Yes or No) 

YES 

YES 

Modified Date Completed Date 

17-Dec-21 

01-Apr-24 

Mav: Develoned reasonable accommodation database to improve tracking and timelv resoonse - program improved timeliness. 
Partially completed; Significant increase in population ( over 500%) from previous FY with minimal increase in EEO support staff(EEO staffing at 

2021 

2022 18%). 
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Performance Standards Title Name 
Address the Plan? es or No 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 

Deputy Assistant Director, Administration and Management (HR) 

Planned Acti,ities toward Completion of Objective 
Sufficient Fandiai &Target Date Planned Activities Modified Date Completed Date Stafrmr? (Y•s or No) 

Establish quarterly scheduled meeting with HR Director to assess personnel programs, 
31 Sep 22 policies, and procedures in reference to EEOC laws, instructions, and management YES 31 Sep22 

directives. 
Report of Accomplishments 
Fiscal Year Accomplishments 

This is a new H plan - no accomplishments to reoort 
EEO Director coonlinated quarterly meetings wi1h Ap,ea;:y Director. 

2021 

2022 Comoleted-will be removed for FY23. 

Reporting Period: 
01 October 2021 thru 30 September 2022 Page45 of74 



EEOC 2.0 Fom1 
U.S. Equal Employment Opportunity Commission 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

MD-715 -Paii H 
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Develop agency wide swvey that include questions on how the agency could improve the 
17-DEC-21 31 Sep 2022 31 Sep 2023 

recruitment, hiring, inclusion, retention and advancement ofindividuals with disabilities. 

Responsible Official(s) 

Title Name 
Pedormance Standards Address 

the Plan? CYes 0 1· No) 

Deputy Assistant Director, Administration and Management (HR) 

DHA Affirmative Employment Program Manager 

Planned Acti,ities toward Completion of Objectin 

Target Date Planned Activities Sufficient F11ndia2 & 
Staffinr? (Yes or No) Modified Date Completed Date 

01 Jul 22 
Develop agency wide swvey that include questions on how the agency could improve the 
recruitment. hiring, inclusion, retention and advancement ofindividuals with disabilities. YES 01 Jul 24 

01 Sep 22 AEP and HR review data quarterly to identify trends, improvements, and best practices. YES 01 Sep 24 

Report of Accomplishments 

Fiscal Year Accomplishments 
2021 This is a new H plan - no accomplishments to renort 
2022 No activities were accomplished during this FY due to limited EEO staffing and suooort (EEO staffing at 18%) and organizational restructure in FY22. 
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Agency EEO Plan to Attain the Essential Elements of a Model EEO Program 

Part H-10 Statement of :\lode! Pro~ram Essential Element Deficiencv 
Ty e of Pro ram Deficienc Brief Desc1i tion of Pro ram Deficienc 

Part G - E l.a.; E.1.c.; E.1.d. ; 
E.1 f ; E.l h.; E.1.i.; F.1.a.; 

1. Agency does not timely issue acknowledgment letters immediately upon receipt ofa formal complaint; or timely issue acceptance 
letters/dismissal decisions within a reasonable time (e.g., 60 days) after receipt of the written EEO Counselor report. 
2. Agency does not timely complete investigations; or have a system ofmanagement controls to ensure that its officials timely comply 
with EEOC orders/directives and final agency actions; or timely issue the fmal agency decision or timely issue final actions following 
recei t of the hearin file and the administrative ·ud e' s decision. 

Date Initiated 

17-DEC-21 

Objective 

Improve timeliness with agency issue acceptance letters/dismissal decisions within a 
reasonable time (e.g., 60 days) after receipt of the written EEO Counselor report. 

Responsible Official(s) 

Title 

DHA Fnual Oonortunitv and Diversitv Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 

Complaint Processing Program Manager 
ADR Program Manager 

Planned Activities toward Completion of Obiective 

Target Date Planned Activities 

01 Apr22 
DHA Complaints teanJ develop quarterly assessment plan to improve timeliness in 
issuing acceptance /dismissal decisions letters 

01 May22 
Work with Office ofGeneral Counsel to improve timeliness ofresponse and to expedite 
processing ofacceptance letters and/or dismissal decisions. 

01 Jul 22 Assess timeliness ofcomolaint orocessing ouarterlv and annuallv. 
Reoort ofAccomDlisbments 
Fiscal Year 

2021 This is a new H plan - no accomplishments to report 

Target Date Modified Date Completed Date 

01 Jul 22 01 Jul 24 

Name Pedormance Standar-ds Address 
the Plan? IY es or No) 

S11fficitat f uding & Modified Date Completed Date Staffia2? (Y,s or No) 

01 Apr24 

01 May24 

01 Jul 24 

2022 Due to limited staffing; unable to effectively monitor and maintain orom-am (EEO staffing at 18%) and organizational restructure in FY22. 
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Agency E EO Plan to Attain the E ssential Elem ents of a Model EEO Program 

Date Initiated 

18 Dec 21 

Objective 
Implement policy to insure all employees fully cooperate with EEO counselors and EEO 
personnel in the EEO process, including granting routine access to personnel records related to 

sti ti! 

Responsible Official(s) 

Title 

Director, Defense Health Agency 

Acting Deputy Director, Defense Health Agency 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 
Planned Acti,ities toward Completion of Objectin 

Target Date 

31 Sep 22 

31 Sep 22 

Planned Activities 

Develop and/or Update current policy to reflect Agency guidance to insure all employees 
fully cooperate with EEO counselors and EEO personnel in the EEO process, including 

tin routine access to onnel records related to an investi ation. 
Develop training to reemphasize importance ofcomplying with EEO counselors and EEO 

ersonnel in ocessin EEO related matters. 
Coordinate with Agency management officials to incorporate participation processes in 
New Em lo ee and Leaders orientation· assess artici ation at a rterl rate. 

u dates and staffrn for a roval. 

Target Date 

31 Sep 22 

Name 

Sufficient Fandiai & 
Staff'mg? (Y•s or No) 

YES 

YES 

Modified Date Completed Date 

31 Sep 24 

Per-formance Standards Addr·ess 
the Plan? !Yes 0 1· :So) 

Modified Date Completed Date 

31 Sep 24 

31 Sep 24 
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Part H-12 Statement of ::\Iodel Pro~ram Essential Element Deficiencv 
T e of Pro ram Deficienc ' Brief Desc1i tion of Pro ram D eficiency 

Part G - C.4.c 
DHA does not have access to external and internal applicant flow data concerning the applicants' race, national origin, sex, and 
disability status or have timely access to accurate and complete data (e.g., demographic data for workforce, applicants, training 

Date Initiated 

0l-Oct-18 

etc. re uired to re are the MD-71S workforce data tables. 

Objective 

To obtain and submit all external and internal applicant flow data in reference to MD-71S 
Workforce Tables 

Responsible Official(s) 

Title 

Deputy Assistant Director, Administration and Management (HR) 

DHA Affinnative Employment Program Manager 

Target Date 

30-Sep-22 

30-Sep-22 

30-Sep-22 

30-Sep-22 

Planned Activities 

Establish timetables for internal and external collections ofapplicants for the following: 
a internal com etitive omotions new hires and mana ement ositions 

Establish timetables and procedures to capture data via vacancy announcements, 
voluntarily identified applicants, Qualified external, referred applicants, interviewed 
candidates and both external and internal selections 
Look at best practices for capturing applicant flow data by reaching out to federal 
a encies who ca ture a licant flow data 
1 Oct 2021, began working with Anny CHRC contract HR support to provide applicant 
flow data for 202 1 MD-71S 

No accom lishments obtained in FY 21 

Target Date 

30-Sep-21 

Name 

es or No 

YES 

YES 

YES 

YES 

tainedrequired access toretrieve applicant flow data. Completed-will be removed fur FY23. 

Modified Date Completed Date 

30-Sep-22 3~22 

Pe1formance Standards Address the 
Plan? es or No 

Modified Date Completed Date 

30-Sep-22 

30-Sep-22 

30-Sep-22 

30-Sep-22 
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Date Initiated 

17-DEC-21 

Objective 

Submit timely and accurate No FEAR Act report and post on its public webpage its quarterly 
No FEAR Act data. 

Responsible Official(s) 

Title 

DHA Equal Opportunity and Diversity Management (EODM) Director 

DHA Equal Opportunity and Diversity Management (EODM) Deputy Director 

Complaint Processing Program Manager 

Target Date 

IS Apr22 

IS Oct 22 

Planned Activities 

Develop plan for EEO managers to complete accurate and complete No FEAR Act report 
on a uarterl basis to st on DHA ublic web e. 
Develop plan for EEO managers to complete accurate and complete No FEAR Act report 
on an annual basis 

Report ofAccomplishments 
Fiscal Year 

2021 

Target Date Modified Date Completed Date 

0l-JUL-22 

Name 

es or No 

YES 

YES 

0l-JUL-24 

Pe1formance Standards Address the 
Plan? 'es or No 

Modified Date Completed Date 

I S Mar 22 

IS Oct 24 

2022 
Plan to complete quarterly reports was implemented; however, limited EEO staffing (18%) has affected the ability to complete in a timely manner and 
o anizational restructure in FY22. 
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MD-715 - Paii H 
Agency EEO Plan to Attain the Essential Elem ents of a Model EEO Program 

Part H-14 Statement of ::\Iodel Pro~ram Essential Element Deficiencv 
T e of Pro ram Deficien ' Brief Desc1i tion of Pro ram Deficiency 

Part G - C.2.a.; C.2.a.1.; 
C.2.a.5.; C.2.a.6.; E.4.a.6.; 

Failure to have sufficient budget and staffing to support the success ofits program and established comprehensive anti-harassment 
policy and procedures that comply with EEOC' s enforcement guidance and implement policy require corrective action to prevent or 
eliminate conduct before it rises to the level ofunlawful harassment. 

Objective(s) and Dates for EEO Plan 

Date Initiated Objective 

Established comprehensive anti-harassment policy and procedures that comply with EEOC's
01/01/2023 enforcement guidance 

01/01/2023 
Budget increase to support staff training requirements, conference participation, develop 
continuous program evaluations, and support data collection/timeline tracking 

01/01/2023 Deliver anti-harassment policy and procedures content in new and annual supervisors training 

01/01/2023 
Update policy memo and add clear administrative instructions/ procedures for reporting and 
addressing harassment 

01/01/2023 Initiate tracking database for all harassment allegations 

Responsible Official(s) 

Title 

Director, Force Resilience Office 

DHA Equal Opportm1ity and Diversity Management (EODM) Diredor 

Deputy Assistant Dire.ctor, Administration and Management (HR) 

Target Date Planned Activities 

1/31/2023 Deliver training content in all "Human Resources for New Supervisors" and "Refresher: 
HR for Su ervisors" courses 

Target Date 
10/01/2025 

10/01/2025 

10/01/2025 

10/01/2025 

10/01/2025 

Name 

es or No 

No 

Modified Date Completed Date 

Pe1formance Standards Address the 
Plan? 'es or No 

Modified Date Completed Date 
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6/ 1/2023 
Write updated anti-harassment policy memo and procedures. Coordinate and publish new 
oolicv memo and procedures No 

6/ 1/2023 FRO to start track timelines ofall harassment allegations No 

10/01/202S -Request FRO budget increase (100K up from 1 OK) for FY2S No 

10/01/202S Develop training content 

Renort ofAccomplishments 
Fiscal Year Accomplishments 

2022 This is a new H olan - no accomolishments to reoort 
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MD-715 - Part I 
Agency EEO Plan to Eliminate Identified Barrier 

Please describe the status ofeach plan that the agency implemented to identify possible barriers in policies, procedures, or practices for employees and applicants by race, 
ethnicity, and gender. 

D If the agency did not conduct barrier analysis during the reporting period, please check the box. 

Statement of :\lode! Program Essential Element Deficiency 

Source & Specific Workforce Data Table ofthe 
Trigger Narrative Description of Trigger 

Partl-1 
FedSep 2.0 
Workforce Data Tables Table A3 
(Total Pennanent Workforce) 

Women represent 64.86% (16.65% above the CLF benchmark) of the total pennanent workforce; however, 
underrepresent with 53.20 % ofSenior Level/Management Positions in DHA. 

DISCLAIMER: The Defense Health AKency continues the refonnation and transition ofcivilian employees in support ofthe DHA and military medical treatment 
facilities in accordance with section 702 ofthe National Defense Authorization Act (NDAA) for FYI 7, which has contributed to the continuous 
growth ofthe civilian population in the agency on an annual basis. The DHA will not be able to effectively assess for trends and identified barriers 
or triKKers until the reformation and transition ofcivilian employees in to the DHA is complete. 

The DHA continues to expand infonnation collection systems to improve data intewity, The DHA conducted workforce data analysis in FY 21by 
primarily assessinK whether any triKKers or barriers exist reKardinK the exclusion ofcenain woups compared to the National Civilian Labor Force 

L------.U:e!:O!.Lstandardsfor the 2014-2018 U.S. Census. 
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MD-715 - Part I 
Agency EEO Plan to Eliminate Identified Barrier 

Part I - 1 
Source of the Trilll!er Specific ,vorkforce Data Table Statement of Condition That ,vas a Trilll!er for a Potential Barrier 

FedSep 2.0 

Workforce Data Tables 

TableA3 

(Total Permanent Workforce) 

Women represent 64.86% (16.65% above the CLF benchmark) ofthe total pem1anent 
workforce; however, underrepresent with 53 .20 % of Senior Level/Management Positions in 
DHA. 

EEO Group(s) Affected by Trigger 
Hispanic or Latino Females; White Females; Black orAfrican American Females; Asian Females; American Indian or 
Alaska Native Feniales· Two or More Races Females 

Status of Barlier Analysis Process Barrier Analysis Process Completed? (Yes or No) INO I Barrier(s) Identified? (Yes or No) INo 

Statement of Identified Banier(s) 
Low participation rates for Women in the Senior Level/Management Positions (GS 13 or equivalent-SES) in the 
overall DHA Permanent workforce. 

Desc1iption of Policy, Procedure, or Practice 
An institutional or attitudinal barrier may exist with respect to the low participation rates for Women in the Senior 
Level/Management Positions (GS 13 or equivalent -SES) in the overall DHA Permanent workforce. Additional analysis 
r=nired to further classifv barrier. 

Obiective(s) and Dates for EEO Plan 

Objective Datt lnitiattd 
(mm/dd/m·y) 

Tari•t Datt 
(mllllidd/Ym•) 

S•f&c:itnt 
Fancliq& 
Stafliai? 

lVts or No\ 

Modifitd Datt 
(mm/dd/yyyy) 

Datt Compltttd 
(mm/dd/yyyy) 

Increase participation rates for Women in the Senior Level/Management Positions (GS 13 or 
equivalent -SES). 

21 Dec 22 30 Sep 24 NO 

Educate/Train hiring officials on ways to facilitate or provide additional professional or career 
development opportunities to Senior Level/Management positions. 

21 Dec 22 30 Sep 24 NO 

Resnonsible Official(s) 

Title Name 
Ptrformaac• Studards 

Addrtss tb• Plan? 
lV•s or No\ 

Deputy Assistant Director, Administration and Management (HR) Ronald A. Hamilton 

DHA Equal Opportunity and Diversity Management (EODM) Director Tonja K. Ancrum 
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DHA Equal Opportunity and Diversity Management (EODM) Deputy Director IKeith T. Gaiter I 
Planned Activities Toward Completion of Objective 

ra.-.•t Datt 
(mm/cldm-n•) Planned Activities MoclifitdDat• 

(mm/dd/n,...·) 
Datt Compltttd 
(mm/dd/n,...·) 

30 Sep 23 
Reach out to servicing Human Resources Officials and EEO Managers throughout DHA to inlplement a barrier analysis 
studv to assess participation rate ofWomen in (GS 13 or eouivalent and above positions 

30 Sep 23 Review FEVS and Clinlate Assessment results identify trends for Women perceptions in the workforce. 

30 Sep 23 Identify a DHA Working Group to assess reported and collected data for trends. 

30 Sep 23 Review policies, procedures, practices, and conditions relevant to identified barrier. 

30 Sep 23 DHA Working Group will develop an additional action plan to eliminate identified barrier(s). 

Reomi of Accomplishments 
Fiscal 
Year 

Accomplishments 

2022 This is a new I plan - no accomplishments to report 

Barlier Analysi~ Process 

Sources of Data 
Soa.rct Relitwtd? 

<Yts or No) Identify Information Collected 

Workforce Data Tables YES 

Table A-1 ~Women represent 64.86% (16.65% above the CLF benchmark) ofthe total permanent workforce. 
Table A-3 ~Women are underrepresent with 53.20 % of Senior Level/Management Positions (GS 13 or equivalent -SES) 

inDHA. 
Table A-4 {P&D ~Ofthe GS rated employees in GS-15 and above positions, Women represent 36.95% and 26.91% 
are White women. 
Table A-5 (P) ~Minority Women comprise ofless than 16% ofSalaries above $161,001. 
Table A-6 (P) ~In Mission Critical Occupations (0602-Physician and 2210-Information Technology Management) 
Women are overall less than 31 % in GS 15 and above positions. 
Table A-8 ~66.88% ofthe New Hires in FY 22 were Women (NOTE: most of the New Hires were transitioned 
from to DHA between July 22 and Sep 22). 
Table A-11 ~48.96% ofInternal Competitive Promotions for Senior Grades were Women. 
Table A-15 ~27 .27% ofNew Hires for Senior Grades (SES or equivalent) were Women. 
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In 2022, 62 formal complaints were filed, one more than the prior fiscal. In the beginning, the workforce totaled 
10,142. At the end of the fiscal year, the workforce has increased by 34,717 personnel. This increase has the 
potential ofincurring a larger volume ofcomplaints and associated processing costs. The direct impact on the health 
of the EEO program is the exhaustion of limited resources. Since the increase during this reporting period, 
manpower has remained at zero. 
Too 5 formal bases and issues ofdiscrimination claimed endiniz FY22: Complaint Data (Trends) NO 
*Bases* *Issues* 

Reprisal Nonsexual harassment ► ► 
Race Conditions ofEmployment► ► 
Sex Reasonable Accommodation ► ► 
Disability Performance Evaluation ► ► 
Color and Age Termination► ► 

Grievance Data (Trends) NO 

Findings from Decisions (e g, 
EEO, Grievance, MSPB, Anti- NO 
Harassment Processes) 

Focus Groups NO 

Interviews NO 

Reports (e g, Congress, EEOC, MSPB, NO 
GAO, OPM) 

*As of 30 September 2022* 
CHRA- Business Objects BI 

YES - 7.39% ofWomenhave a Disability and .78% have a Targeted Disability. (BOBI) Workforce Data 
- 14.44% ofWomen are Veterans and 6.67% are 30% or more Veterans. 

* Effective Date: 16 March 2021 * 
- Ofthose DHA respondents in the FY 2021 FEVS, 56% were Wmen. 

Climate Assessment / Survey Overall New IQ 66.52% 62.24%►NO (DHA FEVS Annual Report) Employees Work Satisfaction= 57% ► 
Employee Engagement Index = 67%► 
Develonment ofJob-Shadowing Program to enhance Occuoational growth for all emolovees (GS-4-15). ► 
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MD-715-PattJ 
Special Program Plan for the Recruitment, HiJing, Advancement, and Retention of Persons with Disabilities 

To capture agencies' atfmnative action plan for persons with disabilities (PWD) and persons with targeted disabilities (PWTD), EEOC regulations (29 C.F.R § 

1614 .203(e)) and MD-71 S require agencies to describe how their plan will improve the recruitment, hiring, advancement, and retention ofapplicants and employees with 
disabilities. All agencies, regardless ofsize, must complete this Part of the MD-71 S report. 

Section I: Efforts to Reach Regulatory Goals 

EEOC regulations (29 C.F.R. § 1614 .203( d)(7)) require agencies to establish specific nwnerical goals for increasing the participation ofpersons with reportable and 
targeted disabilities in the federal government. 

Using the goal of12% 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 
b . Cluster GS-11 to SES (PWD) YES 

The percentage ofPWD up to the grade ofGS-10 cluster was 11.81. (Reference: Table B-4(P)). 

The percentage ofPWD in the GS-11 to SES cluster was 10.72. (Reference: Table B-4(P)). 

Using the goal of2% as the benchmark, does your agency have a trigger involving PWTD by grade level cluster in the permanent workforce? Tf"yes", describe the 
trigger(s) in the text box. 

c. Cluster GS-1 to GS-10 (PWD) NO 
d. Cluster GS-11 to SES (PWD) NO 

The percentage ofPWTD up to the grade ofGS-10 cluster was 1S.77. (Reference: Table B-4(P)). 

The percentage ofPWTD in the GS-11 to SES cluster was 12.32. (Reference: Table B-4(P)). 

2. Describe how the agency has communicated the nwnerical goals to the hiring managers and/or recruiters. 

DHA conducted virtual new supervisory training to communicate the nwnerical goals and methods to hire individual with disabilities. The agency also 
communicates using methods suclt as schedule A and Workforce Recruitment Programs to meet goals. 
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Section II Model Disability Program 
Pursuant to 29 C.F.R. §1614.203(d)(l), 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. 

PLAN TO P ROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY P ROGRAM 

1. Has the agency designated sufficient qualified personnel to implement its disability program during the reporting period? lf"no", describe the agency's plan to 
improve the staffing for the upcoming year. 

• Although the agency is in the process ofobtaining allocations to increase overall EEO Program staffing (presently 18%), the current staffing to 
support the disability program is less than 9% for the entire agency. 

Identify all staff responsible for implementing the agency's disability employment program by the office, staffemployment status, and responsible official. 

Disability Program Task 

# ofFTE Staffby 
Em1lovment Status Responsible Official 

(Name, Title, Office, Email) Full 
Time 

Part 
Time 

Collateral 
Duty 

Processing applications from PWD and PWTD 66 0 0 

Ronald A. H3llli!ton 
Deputy Assistant Dir. (JI), ADMIN & MGMT 
Administration and Management 
ronald.a h3llli!ton2.civ@health mil 

Answering questions from the public about hiring authorities 
that take disability into account 

1 0 0 

DHAEODM 
Disability Program Manager 
James C. Gilliam Jr. 
iames.c .oilliaml .civ®.health mil 

Processing reasonable accommodation requests from 
applicants and employees 

3 4 0 

DHAEODM 
Disability Program Manager 
James C. Gilliam Jr. 
iames.c .inlliaml .civ@.health mill 

Section 508 Compliance 17 3 0 
DHA Section 508 Coordinator 
Taylor, Lewis R Lt Col USAF 
lewis.r.tavlor12 milll1lhealth mil 

Reporting Period: 
01 October 2021 thru 30 September 2022 Page 58 of74 



EEOC 2.0 Fom1 
U.S. Equal Employment Opportunity Commission 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

Architectural Barriers Act Compliance 3 0 0 

RoyHirchak 
ChiefOperations and Maintenance, Facility Ops 
DHA Facilities Enterprise 
rov.d hirchakciv@health mil 

Special Emphasis Program for PWD and PWTD 3 4 0 

DHAEODM 
Disability Program Manager 
James C. Gilliam Jr. 
iames.c.inlliaml .civ@.health mil 

Has the agency provided disability program staffwith sufficient training to carry out their responsibilities during the reporting period? If"yes", describe the training 
that disability program staffhave received. If"no", describe the training planned for the upcoming year. 

No activities were accomplished during this FY due to limited EEO staffing and support; DPM Program staffing at 6.12%. 

P LAN TO ENSURE SUFFICIENT F1JNDING FORTHE D ISABILITY PROGRAl\l 

Has the agency provided sufficient fimding 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 fimding and other resources. 

No; EEO personnel shortages at subordinate levels hinder programs effectiveness. Continuing to coordinate and engage with subordinate leadership to hire 
ersonnel. DPM Pro staffin at 6.12%. 

Section III: Plan to Recruit and Hire Individuals with Disabilities 
Pursuant to 29 C.F .R. § 1614 .203( d)(l )(i) and (ii), agencies must establish a plan to increase the recruitment and hiring ofindividuals with disabilities. The questions 

below are designed to identify outcomes of the agency's recruitment program plan for PWD and PWTD. 
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A. P LAN TO IDENTIFY JOB APPLICANTS WTTH DISABILITIES 

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

• Continue and improve upon the current processes ofdisseminating opportunities widely through USAJobs, DHA resume databank, Direct Hire 
Authorities, Schedule A, Workforce Recruitment Program (WRP), and social media platforms that targeted a variety of disabled and veteran 

organizations 

• Ensure that vacancy announcements provide information regarding special hiring authority preference 

• Improve hiring official' s awareness in order to increase their knowledge ofavailable non-competitive hiring authorities applicable to people with 

disabilities. 

• Focus marketing techniques on simplifying processes for candidates to improve employment consideration opportunities 

• Utilize the Workforce Recruitment Program to recruit people with disability and continue to promote the use of Schedule A to hire disabled veterans. 

• Utilize the Computer/Electronic Accommodation Program to assist veterans on reasonable accommodation requests for electronic or computer related 
accommodations. 

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. 

DHA hired 29, 174 permanent employees in 2022; 4,228 (14.49%) were people with a disability and 552 (1.89%) were people with a targeted disability. 
The agency uses schedule A hiring authority and Worlcforce Recruitment Program to hire employees with disabilities permanently and part-time. 

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 ofhow 
and when the individual may be appointed. 

Human Resources advises managers on the hiring process. A schedule A letter is required from a healthcare professional in the hiring process. 

Has the agency provided training to all hiring managers on the use ofhiring 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. 

!YES; DHA annually conducts First time supervisory training and mandatory refresher training to all managers. 
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B. P LAN 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 agency has established relationships and maintained several contacts with organizations to assist individuals with disabilities at DHA. We have a 

partnership with Computer Accommodation Program known as CAP, and seek guidance from Job Area Network (JAN) to assist with accommodation 
efforts to maintain employment. 

C. PROGRESSION TOWARDS GOALS @ CRUITMENT AND HIRING) 

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

a. New Hires for Permanent Workforce (PWD) NO 

b. New Hires for Permanent Workforce (PWTD) YES 

The percentage ofnew hires PWD was 14.49% and the percentage ofnew hires PWTD was 1.89% (Reference: Table B-8). 

2 . Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires for any ofthe mission-critical occupations 
(MCO)? Jf"yes", please describe the triggers below. 

a. New Hires for MCO (PWD) YES 
b. New Hires for MCO (PWTD) YES 

Mission-Critical Occuoations fMCO)- Reference: Table B-7(P) - ofthe iob series with emolovees: 
Oualified Aoolicant Pool (Benchmark) New Hires Comoarison 

Miscellaneous Clerk and Assistant (0303) PWD-0.00% PWTD- 0.00% 
Miscellaneous Clerk and Assistant (0303) PWD - 9 .40% PWTD-6.84% • None ofthe New Hires for 0303 MCO selected a disability category; DHA 

will continue to monitor for potential tri22er. 
Physician(0602)PWD - 8.33% / PWTD-0.00% 

Physician (0602) PWD -11.29% / PWTD - 3.23% • Both PWD and PWTD are below the benchmark and identifies a potential 
triooer. 

Nursing (0610) PWD-9.43% I PWTD - 3.77%
Nursing(0610)PWD - 6.59% / PWTD - 2.30% 

• Both PWD and PWTD are above the benchmark: no tri,nrer identified. 

Practical Nurse (0620) PWD - 5.00% I PWTD-10.00% 
Practical Nurse (0620) PWD - 8.89% / PWTD- 2.96% 

• PWD is below the benchmark and identifies a potential trigger. 
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Health Aid Technician (0640) PWD - 9.47% 1 PWID - 8.42% 
Health Aid Technician (0640) PWD - 6.67% I PWTD - 13.33% 
• PWD is below the benchmark and identifies a potential triiuzer. 

Pharmacy Technician (0661) PWD - 10.77% I PWTD- 6.15% 
Pharmacy Technician (0661) PWD- 11.11% I PWTD- 0.00% 
• PWTD is below the benchmark and identifies a ootential triooer. 

Medical Records Technician (0675) PWD - 13.21 % I PWTD - 5.66% 
Medical Records Technician (0675) PWD - 0.00% I PWTD- 0.00% 
• None ofthe New Hires for 0679 MCO selected a disability category; DHA 

will continue to monitor for potential trigger. 

Medical Support Assistance (0679) PWD - 11.33% I PWTD - 5.42% 
Medical Support Assistance (0679) PWD - 12.50% I PWTD - 6.25% 
• Both PWD and PWTD are above the benchmark no triooer identified. 

DentalAssistant(0681) PWD - 1.33%1 PWTD - 0.00% 
DentalAssistant(0681) PWD- 5.00% 1 PWTD- 0.00% 
• Both PWD and PWTD are above the benchmark; no tri1u1:er identified. 

Information Technology Management (2210) PWD - 14.47%1 PWTD - 7.89% 
Information Technology Management (2210) PWD - 0.00% I PWTD - 0.00% 
• None ofthe New Hires for 2210 MCO selected a disability category; DHA 

will continue to monitor for ootential tri22er. 

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) NIA 

b. Qualified Applicants for MCO (PWTD) NIA 

Mission-Critical Occupations (MCO) - Reference: Table B-9(P) - No relevant Applicant Pool data available. 

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 
b. Promotions for MCO (PWTD) YES 

Mission-Critical Occ•mations fMCO) - Reference: Table B-9(P) - ofthe iob series with emolovees 
Oualified Annlicant Pool (Benchmark) Internal Comoetitive Promotion Comoarison 

Miscellaneous Clerk and Assistant (0303) PWD - 7 .69% PWTD- 7.69% 
Miscellaneous Clerk and Assistant (0303) PWD - 17.92% PWTD - 9.19% • Both PWD and PWTD are below the benchmark and identifies a potential 

triooer. 
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Physician (0602) PWD - 0.00% / PWTD - 0.00% 
Physician (0602) PWD - 0.00% / PWTD - 0.00% 
• There were no qualified employees with a disability category for promotion 

identified for 0602 MCO· DHA will continue to monitor for ootential triooer. 

Nursing (0610) PWD - 10.91% / PWTD- 9.09% 
Nursing (0610) PWD - 0 00% I PWTD - 0.00% 
• There were no qualified employees with a disability category selected for 

promotion for 0610 MCO· DHA will continue to monitor for potential trigger. 

Practical Nurse (0620) PWD - 100% / PWTD - 100% 
Practical Nurse (0620) PWD- 0.00% / PWTD- 0.00% 
• There were no qualified employees with a disability category for promotion 

identified for 0620 MCO: DHA will continue to monitor for ootential tri,nrer. 

Health Aid Technician (0640) PWD - 100% / PWTD - 100% 
HealthAidTechnician (0640) PWD - 0.00% / PWTD- 0.00% 
• There were no qualified employees with a disability category selected for 

promotion for 0640 MCO; DHA will continue to monitor for potential trigger. 

Pharmacy Technician (0661) PWD - 0.00% I PWTD - 0.00% 
PharmacyTechnician (0661) PWD- 0.00% / PWTD - 0.00% 
• None ofthe internal employees for 0661 MCO selected a disability category; 

DHA will continue to monitor for potential triooer. 

Medical Records Technician (0675) PWD - 100% / PWTD - 100% 
Medical Records Technician (0675) PWD - 0.00% I PWTD- 0.00% 
• There were no qualified employees with a disability category for promotion 

identified for 0675 MCO· DHA will continue to monitor for ootential triooer. 

Medical Support Assistance (0679) PWD - 100% / PWTD - 55.00% 
Medical Support Assistance (0679) PWD - 0.00% I PWTD - 0.00% 
• There were no qualified employees with a disability category for promotion 

identified for 0679 MCO: DHA will continue to monitor for ootential triooer. 

Dental Assistant (0681) PWD - 100% / PWTD - 0.00% 
Denta1Assistant (0681) PWD- 0.00% / PWTD- 0.00% 
• There were no qualified employees with a disability category for promotion 

identified for 0681 MCO· DHA will continue to monitor for ootential triooer. 

Information Technology Management (2210) PWD - 100% / PWTD - 82.61% Information Technology Management (221 O) PWD - 100% / PWTD - 75 .56% 
• PWTD is below the benchmark and identifies a notential triooer. 

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

Pursuant to 29 C.F .R §1614.203(d)(l)(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. 
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A. ADVANCEMENT P ROGRAM P LAN 

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

The agency has a career development and mentoring program. Each year, selectees comprise ofindividuals with disabilities. Individuals with disabilities 
take part in mid-level and senior level supervisory courses in their career programs, Harvard business school ofgovernment, and take part in the agency 
mentoring program as either a mentor or mentee. 

B . CAREER DEVEL0Pl\ff.NT OPP0RTIJNITIES 

1. Please describe the career development opportunities that the agency provides to its employees. 

Annually the agency sponsors competitive program opportunities for employees to apply to: The Competitive Programs consist of short-term and long
term training programs. Long-Term Training refers to programs/courses of 120 consecutive work days or more and may be used to develop managerial 
and professional staff. Special long-term assignments and other professional development opportunities may be proposed for extended study, research, or 
development. 

In the table below, please provide the data for career development opportunities that require competition and/or supervisory recommendation/approval to participate. 

Career Development Opportunities 
Total Participants PWD PWTD 

Applicants (#) Selectees (#) Applicants (%) Selectees (%) Applicants(%) Selectees (%) 

Internship Programs 

Fellowship Programs 5 5 0.00% 0.00% 0.00% 0.00% 

Mentoring Programs 

Coaching Programs 

Training Programs 106 106 23.58% (25) 23.58% (25) 7.55% (8) 7 .55% (8) 

Detail Programs 3 3 0.00% 0.00% 0.00% 0.00% 

Other Career Development Programs 84 84 29.76% (25) 29.76% (25) 10.71% (9) 10.71% (9) 

Source: DHA H uman Resources Office - Limited participation due to agency rapid growth (plus 500%) during the last 90 days ofFY 2022. 
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2. Do triggers exist for PWD among the applicants and/or selectees for any ofthe career development programs? (The appropriate benchmarks are the relevant 
applicant pool for the applicants and the applicant pool for selectees.) lf"yes", describe the trigger(s) in the text box. 

a . Applicants (PWD) NIA 
b. Selections (PWD) NIA 

Career Development - Reference: Table B-12 - No Relevant Applicant Pool data available. 

3. Do triggers exist for PWTD among the applicants and/or selectees for any ofthe 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) NIA 

b. Selections (PWTD) NIA 

Career Development - Reference: Table B-12 - No Relevant Applicant Pool data available. 

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? Tf"yes", please describe the trigger(s) in the text box. 

a . Awards, Bonuses, & Incentives (PWD) NIA 
b. Awards, Bonuses, & Incentives (PWTD) NIA 

Reference: Table B-13 - No Inclusion Rate data available. 

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? Tf''yes", please describe the trigger(s) in the text box. 

a . Pay Increases (PWD) NIA 
b. Pay Increases (PWTD) NIA 

Reference: Table B-13 - No Inclusion Rate data available. 
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3. If the agency has other types ofemployee 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 ofRecognition (PWD) NO 
b. Other Types ofRecognition (PWTD) 

IReference: Table B-13 - NO 

NO 

PROMOTIONS 

1. Does your agency have a trigger involving PWD among the qualified internal applicants and/or selectees for promotions to the senior grade levels? (The appropriate 
benchmarks are the relevant applicant pool for qualified internal applicants and 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.SES 

i. Qualified Internal Applicants (PWD) NIA ii. Internal Selections (PWD) NIA 
Grade GS-1S Qualified Internal Applicants (PWD) NIA ii. Internal Selections (PWD) NIA 
Grade GS-14 Qualified Internal Applicants (PWD) NIA ii. Internal Selections (PWD) NIA 
Grade GS-13 ualified Internal A licants PWD NI A ii. Internal Selections WD NIA 

Reference: Table B-19- No relevant applicant pool data available 

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. lf''yes", describe the trigger(s) in the lexl box. 

i. Qualified Internal Applicants (PWD) NIA ii. Internal Selections (PWD) NIA 
Grade GS-1S Qualified Internal Applicants (PWD) NIA ii. Internal Selections (PWD) NIA 
Grade GS-14 Qualified Internal Applicants (PWD) NIA ii. Internal Selections (PWD) NIA 
Grade GS-13 Qualified Internal A licants (PWD) NIA ii. Internal Selections (PWD) NIA 

Reference: Table B-19- No relevant applicant pool data available 
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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 (PWID) NO 

b. New Hires to GS-1S (PWTD) NO 

C. New Hires to GS-14 (PWTD) NO 

d. New Hires to GS-13 

INone identified at this time. 

(PWTD) NO 

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

a. New Hires to SES (PWID) NO 

b. New Hires to GS-1S (PWTD) NO 

C. New Hires to GS-14 (PWTD) NO 

d. New Hires to GS-13 

INone identified at this time. 

(PWTD) NO 

S. 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. 

1. Executives Qualified Internal Applicants (PWD) NO ii. Internal Selections (PWD) NO 

ii. Managers Qualified Internal Applicants (PWD) NO ii. Internal Selections (PWD) NO 

iii. Supervisors Qualified Internal Applicants (PWD) NO ii. Internal Selections (PWD) NO 

INone identified at this time. 
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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.) lf"yes", describe the trigger(s) in the text box. 

1. Executives Qualified Internal Applicants (PWD) NO ii. Internal Selections (PWD) NO 

ii. Managers Qualified Internal Applicants (PWD) NO ii. Internal Selections (PWD) NO 

iii. Supervisors Qualified Internal Applicants (PWD) NO ii. Internal Selections (PWD) NO 

INone identified at this time. 

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) NO 

b. New Hires for Managers (PWD) NO 

c. New Hires for Supervisors (PWD) 

INone identified at this time. 

NO 

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

a. New Hires for Executives (PWTD) NO 

b. New Hires for Managers (PWTD) NO 

c. New Hires for Supervisors (PWTD) NO 

INone identified at this time. 
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Section V: Plan to Improve Retention ofPersons 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. 

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS 

1. In this reporting period, did the agency convert all eligible Schedule A employees with a disability into the competitive service after two years ofsatisfactory 

service (5 C.F.R. § 2 13.3102(u)(6)(i))? If"no", please explain why the agency did not convert all eligible Schedule A employees. 

• YES 

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

a. Voluntary Separations (PWD) NIA 

b. Involuntary Separations (PWD) NIA 

The Applicant Flow data was not available at this time 

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

c. Voluntary Separations (PWTD) NIA 

d. Involuntary Separations (PWTD) NIA 

The Applicant Flow data was not available at this time 

4. Ifa trigger exists involving the separation rate ofPWD and/or PWTD, please explain why they left the agency using exit interview results and other data sources. 

NIA 
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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 ofthe Rehabilitation Act of 
1973 (29 U.S.C. § 794(b), concerning the accessibility ofagency technology, and the Architectural Barriers Act of 1968 (42 U.S.C. § 4151-4157), concerning the 
accessibility ofagency 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 ofthe

Rehabilitation Act, including a description ofhow to file a complaint. 

https://dodcio.defense.gov/DoDSection508/Std_ Stmt.aspx 

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 ofhow to file a complaint. 

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. 

An examination of programs, policies or practices will be vetted with facility and HIT in FY 2022. 

C. REASONABLE A CCOMMODATION 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. 

I . 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.) 

Greater than 30 business da s an increase from the evious FY due to limited staff. FY 22 RA staffm at 6%. 
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2. Describe the effectiveness ofthe policies, procedures, or practices to implement the agency' s reasonable accommodation program. Some examples ofan 
effective program include timely processing requests, timely providing approved accommodations, conducting training for managers and supervisors, and 

monitoring accommodation requests for trends. 

The impact was an overall increase in requests for accommodation due to the reformation and transition ofcivilian employees to the DHA. 

The agency allocated multiple resources to support 0.96% (348) ofthe permanent workforce requesting a reasonable accommodation and 70.98% (247) of 
the reouest were aooroved or aooroved with modifications with an average completion time of=ter than 30 business davs. 

D. PERSONAL ASSISTANCE SERVICES ALLOWING E l\£PLOYEES TO P ARTICIPATE IN THE W ORKPLACE 

Pursuant to 29 C.F .R. § 1614 .203( d)(S), federal agencies, as an aspect ofaffirmative action, are required to provide personal assistance services (PAS) to employees who 
need them because ofa targeted disability, unless doing so would impose an undue hardship on the agency. 

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

IDHA incorporated personal assistance services (PAS) procedures in its reasonable accommodation guidance (DHA AI 1020.01) published in Nov 2020 

Section VI: EEO Complaint and Findings Data 

A. EEO C Ol\lPLAINTDATAINVOLVING HARASSl\lENT 

1. During the last fiscal year, did a higher percentage ofPWD file a formal EEO complaint alleging harassment, as compared to the government-wide average? 

NO 
2. During the last fiscal year, did any complaints alleging harassment based on disability status result in a finding ofdiscrimination or a settlement agreement? 

NO 
3. If the agency had one or more findings ofdiscrimination alleging harassment based on disability status during the last fiscal year, please describe the corrective 

measures taken by the agency. 

!Although the agency has received 9 findings, no PWD/PWTDs were involved. 
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B. EEO COMPLAJNT D ATA INVOLVING REASONABLE ACCOMMODATION 

1. During the last fiscal year, did a higher percentage ofPWD file a formal EEO complaint alleging failure to provide a reasonable accommodation, as compared to 

the government-wide average? 

NO 
2. During the last fiscal year, did any complaints alleging failure to provide reasonable accommodation result in a finding ofdiscrimination or a settlement 

agreement? 

NO 
3. If the agency had one or more findings ofdiscrimination involving the failure to provide a reasonable accommodation during the last fiscal year, please describe 

the corrective measures taken by the agency. 

NIA 

Section VII Identification and Removal ofBarriers 
Element D ofMD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure, or practice may be impeding the employment 
opportunities ofa protected EEO group. 

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

NO 

2. Has the agency established a plan to correct the barrier(s) involving PWD and/or PWTD? 

NO 

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. 

Ttigger 1 

Banier(s) 

Objective(s) 
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Responsible Official(s) Performance Standards Addr·ess the Plan? (Yes 0 1· :So) 

Barrier Analysis Process Completed? (Yes or No) Barrier(s) Identified? (Yes or No) 

Sources of Data 
So•rce-s 

Rtriewtd? Identify Information Collected 
IV,s or No\ 

Workforce Data Tables 

Complaint Data (Trends) 

Grievance Data (Trends) 

Findings from Decisions (e.g., EEO, Grievance, MSPB, Anti-
Harassment Processes) 

Climate Assessment Survey (e.g., FEVS) 

Exit Interview Data 

Focus Groups 

Interviews 

Reports (e.g., Congress, EEOC, MSPB, GAO, OPM) 

Other (Please Describe) 

TarittDatt 
(mmidcl/nJ'Y) 

Planned Activities Safficitnt 
Staffini & 

FDDcliai 
/Yts or No) 

Modifitd Datt 
(mm/dd/yyyy) 

Complftion Datt 
(mm/dd/nn•) 

I 
Fiscal Year Accomnlishments 

4. Please explam the factor(s) that prevented the agency from tunely completmg any of the planned achv1hes. 

• NIA 

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

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. 

• NIA 
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