DHS Immigration and Customs FY 2020
Enfor cement
Affirmative Action Plan
for the Recruitment, Hiring, Advancement, and
Retention of Personswith Disabilities

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

Section | Efforts to Reach Regulatory Goals

EEOC regulations (29 CFR 8§1614.203(d)(7)) require agencies to establish specific numerical goals for increasing the participation
of persons with disabilities and persons with targeted disabilities in the federal government

1. Using the goal of 12% as the benchmark, does your agency have atrigger involving PWD by grade level cluster in the
permanent workforce? If “yes’, describe the trigger(s) in the text box.

a. Cluster GS-1to GS-10 (PWD) Answer No
b. Cluster GS-11 to SES (PWD) Answer Yes

Analysis of the permanent workforce data contained in Table B-4 indicates that the percentage of PWD in the GS-1 to GS-10
cluster was 25.11% in FY 2020, which indicates that | CE does not have atrigger in the GS-1 to GS-10 cluster. Analysis of the
permanent workforce data contained in Table B-4 indicates that the percentage of PWD in the GS-11 to SES cluster was 11.53% in
FY 2020. ICE experienced a 0.5% increase in the PWD representation in GS-11 to SES during FY 2020, however, PWD
representation remains below the benchmark. The increase noted in PWD representation in the GS-11 to SES isadirect result of the
Disability Team engaging with hiring managers to encourage the use of Special Hiring Authorities, conducting a resurvey of the
I|CE Workforce, and provision of Reasonable Accommodation training across the entity. Further analysis indicates that the U.S.
Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees, of whom 167 are LEOs and 180 non-
LEOs that self-identified as PWD in the GS-11 to SES Cluster. The physical requirements of the Law Enforcement positions at |ICE
has, and will continue to hamper ICE’s ability to attain a Law Enforcement PWD presence of 12% in the GS-1 to GS-10 and the
GS-11 to SES clusters.

*For GS employees, please use two clusters: GS-1to GS-10 and GS-11 to SES, as set forth in 29 C.F.R. § 1614.203(d)(7). For all
other pay plans, please use the approximate grade clusters that are above or below GS-11 Step 1 in the Washington, DC
metropolitan region.

2. Using the goal of 2% as the benchmark, does your agency have atrigger involving PWTD by grade level cluster in the
permanent workforce? If “yes’, describe the trigger(s) in the text box.

a. Cluster GS-1to GS-10 (PWTD) Answer No
b. Cluster GS-11 to SES (PWTD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845, of which 218 are Persons With Targeted
Disahilities. Further analysis of the ICE Workforce Data indicates that 3 LEOs and 44 non-LEOs self-identified as PWTDsin
Cluster GS-1 to GS-10. Analysis of the permanent workforce data contained in table B-4 indicates that the percentage of PWTD in
the GS-11 to SES Cluster was 0.90% in FY 2020, which falls below the benchmark, thus has atrigger in regard to the GS-11 to SES
Cluster. Analysis of the permanent workforce data contained in table B-4 indicates that the percentage of PWTD in the GS-1to
GS-10 Cluster was 2.78% in FY 2020, which indicates that ICE does not have atrigger in the GS-1 to GS-10 Cluster. | CE continues
to demonstrate their ability to meet the PWTD goal as the Disability Team diligently engages with hiring managers to encourage the
use of Special Hiring Authorities, conducting aresurvey of the |CE Workforce, and provision of Reasonable Accommodation
training across the entity. The physica requirements of the Law Enforcement positions at | CE has, and will continue to, hamper
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|I CE’' s ahility to attain aLaw Enforcement PWTD presence of 2% in the GS-1 to GS-10 and the GS-11 to SES clusters. |

Grade Level Cluster(GS or Alternate Pay Total Reportable Disability Targeted Disability
Planb) # # % # %
Numarical Goal -- 12% 2%
Grades GS-1to GS-10 1836 461 25.11 51 2.78
Grades GS-11to SES 17978 2072 11.53 162 0.90

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

Information regarding the numerical goalsis shared with hiring officials, managers, and recruiters during the ICE Office of Human
Capital (OHC) training regarding special hiring authorities. Additionally, the annual EEO & Diversity Managers and Supervisors
update contains information regarding the numerical goals.

Section 11: Model Disability Program

Pursuant to 29 C.F.R. § 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire persons with
disabilities and persons with targeted disabilities, administer the reasonable accommodation program and special emphasis program,
and oversee any other disability hiring and advancement program the agency hasin place.

A.PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY
PROGRAM

1. Hasthe agency designated sufficient qualified personnel to implement its disability program during the reporting period?
If “no”, describe the agency’ s plan to improve the staffing for the upcoming year.

Answer No

During FY 2020 the Disability Program staff consisted of a Disability Program Manager and two Reasonable Accommodation
Coordinators. The Disability Program at | CE includes facilitating the Reasonable Accommodation Program, Personal Assistance
Services Program, Architectural Barriersinitiatives to identify barriers, 508 Compliance barrier identification and resolution,
provision of customized training across the Agency, as well as the establishment and monitoring of contracts to meet the needs of
employees with disabilities. The Disability Team accomplished a tremendous number of objectives this year, including reducing the
number of processing days, and providing numerous sessions of customized reasonable accommodation training, resurveying the
workforce, and initiating disability-related initiatives. However, due to the limited number of Disability Team members, ICE was
unable to process RA requests within the parameters established in the ICE RA procedures. ODCR is aso leveraging contractual
staff to assist with data management, data analysis projects, and other projects in support of the Disability Program.

2. ldentify al staff responsible for implementing the agency's disability employment program by the office, staff
employment status, and responsible official.

# of FTE Staff By Employment Status Responsible Official
Disability Program Task (Name, Title, Office
Full Time Part Time Collateral Duty Email)

Section 508 Compliance 0 0 0 ArvaParker, IT Specialist,
ICE Section 508
Coordinator,
Arva.Parker@ice.dhs.gov
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# of FTE Staff By Employment Status Responsible Official
Disability Program Task (Name, Title, Office
Full Time Part Time Collateral Duty Email)
Processing reasonable accommodation requests 0 0 0
from applicants and employees
Processing applications from PWD and PWTD 2 0 0 Riza Takeda Office of

Human Resources
Operations Center Team
A — Staffing Branch Chief
hrasstdro@i ce.dhs.gov
Ekron Tanwongprasert
Office of Human
Resources Operations
Center Team B — Acting
Staffing Branch Chief
DCS-HR-
Staffing@ice.dhs.gov

Architectural Barriers Act Compliance 0 0 0 Lynn Dickson, Disability
Program Manager,
Lynn.M.Dickson@ice.dhs.(

Answering questions from the public about 2 0 0

hiring authorities that take disability into

account _
Lynn Dickson, Disability
Program Manager,
Lynn.M.Dickson@ice.dhs.(

Special Emphasis Program for PWD and 0 0 0 Natahsa Tyler, Special

PWTD Emphasis Program

Manager,
Natahsa. Tyler@ice.dhs.gov

3. Hasthe agency provided disability program staff with sufficient training to carry out their responsibilities during the
reporting period? If “yes’, describe the training that disability program staff have received. If “no”, describe the training
planned for the upcoming year.

Answer Yes

ODCR provided training for al Disability Program team members to bolster their knowledge and skills for responding to
reasonable accommodation requests. During FY 2020, the Reasonable Accommodation Coordinators attended the EEOC Excel
Conference. The Disability Program manager attended the Federal Dispute Resolution (FDR) Training conference and participated
in Federal Exchange on Employment and Disability meetings. Additionally, the Disability Program Manager provided weekly
training for the Reasonable Accommaodation Coordinators.

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM
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Has the agency provided sufficient funding and other resources to successfully implement the disability program during

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

Answer  Yes

The | CE Central Accommodation Fund (CAF) was established in FY 2016 and remainsin place. It continues to be sufficiently
funded to meet the accommodation needs of |CE employees and applicants for employment. During FY 2020 I CE also established
contracts to provide services for Deaf/HOH/BIind, Personal Assistance Services, and an Interagency Agreement for ergonomic
assessments. Additionally, during FY 2020 I CE initiated two additional contract packets to provide services for the | CE workforce.
Additionally, the Disability Program receives support from our current contractors. The contractors assist with data management,
data analysis projects, and other projects in support of the Disability Program. Office of the Chief Information Officer, Solutions
Delivery Division is reviewing available solutions to assist the Disability Team with data analysis of the Career Development
information in support of the MD-715 Part J requirement. The Department of Defense, Computer/Electronic Accommodation
Program (CAP) received seventeen accommodation requests from |CE employees, as of June 2020. CAP granted nine ( 9) of the
requests, which represents an expenditure of approximately $1500.00 from CAP on behalf of |CE employees for FY 2020. |CE will
conduct further analysis of the FY 2020 requests submitted to CAP and CAPs financial expenditure on behalf of ICE, upon receipt
of the FY 2020 final report. CAP received and granted eighteen accommodation requests from |CE employees during FY 2019. The
provision of these accommodations represents an expenditure of $22,321.11 on behalf of ICE employeesfor FY 2019. The
Disability Team is preparing to receive an increased number of RA requests, due to CAPs change in scope for FY 2020. Beginning
October 1, 2020 I CE employees can no longer request accommodations via CAP. Additionally, ICE is prepared to absorb the cost
of providing these accommaodations via the Agency’s Centralized Fund for FY 2021.

Section I11: Program Deficiencies In The Disability Program

Brief Description of Program |B.4.a8. to effectively administer its special emphasis programs (such as, Federal Women's Program, Hispanic
Deficiency Employment Program, and People with Disabilities Program Manager)? [5 USC § 7201; 38 USC § 4214; 5CFR §
720.204; 5 CFR § 213.3102(t) and (u); 5 CFR § 315.709]

Obiective To obtain appropriate funding and qualified staffing to allow for proper management of the Federal
: Women's Program and the Hispanic Employment Program, to comply with the CFR.

Target Date Sep 30, 2022
Completion Date

Target Date Completion Date  Planned Activity

Feb 1, 2020 June 30, 2020 ODCR will launch the Primary Specia Emphasis Program Manager (P-
SEPM) for Women’s Employment Program and Hispanic Employment
Program

Planned Activities Feb 1, 2020 August 15, 2020 Publlsheq annogncement requesting applicants for the P-SEPM role as

other duties assigned

Feb 1, 2020 September 25, 2020 | Identify and select the P-SEPMs

Sep 30, 2021 At monthly update meetings, ODCR leadership will continue to advise
I CE senior leadership on the impact of the continuing lack of sufficient
staffing during monthly update meetings.

Fiscal Year Accomplishment

2020 ODCR successfully identified two Special Emphasis Program Managers as
representatives for Women's Employment Program and Hispanic Program. This
roleisafunction in addition to the employees normal duty requirements and are
only authorized to work in this area at 20%.

Accomplishments
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Brief Description of Program |C.2.b.5. Does the agency process al initial accommodation requests, excluding ongoing interpretative services, within
Deficiency the time frame set forth in its reasonable accommodation procedures? [see MD-715, I1(C)] If “no”, please provide the
percentage of timely-processed requests, excluding ongoing interpretative services, in the comments column.
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Obiective Process reasonabl e accommodations requests within the timeframe set forth in I CE reasonable
J accommodation procedures.

Target Date Mar 20, 2021

Completion Date

Target Date Completion Date  Planned Activity

Sep 30, 2019 September 30, 2019 | Provide updated plan to senior staff for consideration.

Sep 30, 2019 September 30, 2019 | Review the current staffing plan and submit requests to fill vacant
positions.

Sep 30, 2019 September 30, 2019 | Coordinate with the Contract Project Manager to facilitate the assignment
of RA projectsto available contractors.

Dec 31, 2019 December 31, 2019 | Revise ODCR internal Standard Operating Procedure (SOP) and
templates for processing RA requests to align with providing supervisors
with decision making authority.

Planned Activities Feb 28, 2020 March 30, 2020 With the assistance of outside facilitators, the Diversity Management
Division will engage in a series of process-mapping activities to identify
weaknesses and undue delays in the RA process.

Mar 30, 2020 February 28, 2020 |Initiate aplan to review the | CE Reasonable Accommodation procedures
to gaininterna efficiencies.

Apr 30, 2020 April 30, 2020 Update the | CE Reasonable Accommodation procedures in accordance
with results from the process mapping.

Jun 30, 2020 June 30, 2020 Assess reasonable accommodation system requirements to identify
bottlenecks and ascertain whether additional tracking mechanisms are
required.

Mar 30, 2021 Receive final approval of the ICE RA procedures.

Accomplishments
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Fiscal Year Accomplishment

2020 Modification to Target Date: The number of RA cases processed timely in FY
2019 increased by 11 percent in comparison with FY 2018. Whilethisisa
noteworthy accomplishment, additional time and tasks are needed in order for
the RA team to process all RA requests within the timeframes established in the

| CE Reasonable Accommodations procedures. The reasonable accommodation
team reduced the average number of processing days from 238in FY 2018, to 38
daysin FY 2020. Asaresult of the reduced number of processing days, 48% of
all reasonable accommodation requests were processed within the timeline
stipulated in the | CE Reasonable Accommodation procedures. In order to
continue working on these tasks, the target date is modified from September 30,
2020, to March 30, 2021. Accomplishments: During FY 2019, the ICE
Reasonable Accommodation internal tracking system was monitored and revised
to gather pertinent information for the MD-715 — Part J. For example, name of
the decision-maker, date(s) medical documentation was requested/received,
tracking of purchases, purchase costs, and detailed information related to
recurring requests have been captured throughout the year. Additionally, data not
needed for completion of the MD-715 or internal |CE reportsis no longer
tracked on the internal tracking system. This revision reduced the amount of time
spent gathering data for the MD-715 and resulted in areduction in the average
number of processing days. Case processing days were reduced on average by
23.55 days per case during FY 2019. The reasonable accommodation team
continued to streamline and update the ODCR interna tracking system during
FY 2020. Additionally, market research and benchmarking were conducted to
identify available reasonable accommodation software which could further
enhance the tracking of reasonable accommodation and personal assistive
services request, processing days, cost and provide enhanced data management
and reporting options. During the benchmarking and market research the need
for areasonable accommodation software program was identified and the
acquisition process was implemented. In FY 2020, ODCR’ s staffing needs were
fulfilled with two full-time Reasonable Accommodation Coordinators. The ICE
Reasonable Accommodation procedures have been revised, in accordance with
the EEOC instruction, and are currently under internal review.

Page 7



DHS Immigration and Customs FY 2020

Enfor cement

Brief Description of Program |D.1.c. Does the agency conduct exit interviews or surveys that include questions on how the agency could improve the

Deficiency recruitment, hiring, inclusion, retention and advancement of individuals with disabilities? [see 29 CFR §1614.203(d)(1)
(iii)(C)]
Obiective Obtain information that aids ICE in creating strategies and tools to institute ways for agency to
) improve the recruitment, hiring, inclusion, retention and advancement of disabilities.
Target Date Sep 30, 2021

Completion Date

Planned Activities

Target Date Completion Date  Planned Activity

Dec 15, 2018 December 15, 2019 |ODCR will initiate areview of the exit interview survey instrument to
capture data points for future assessment.

Jan 6, 2020 January 6, 2020 ODCR will contact the Office of Human Capital (OHC) to identify best
method(s) for securing information from the exit interview survey.

Mar 31, 2021 Schedule a meeting with the new National Recruitment and Retention

manager to discuss a repurposing of the Exit Interview to elicit
information from employees departing the agency regarding race,

disability, age, etc.

Apr 30, 2021 Develop questions related to race, disability, age, etc., to beincluded in
the repurposed Exit Interview to be launched in FY 2021.

Dec 31, 2021 Schedule quarterly meetings with OHC to receive updates on the primary

causes for employee departures, by data points such as race, disability,
age etc., to seek ways for improving retention and organizational
effectiveness.

Accomplishments

Fiscal Year Accomplishment

2020 Modification to Target Date: The exit interview was not finalized nor
implemented by OHC in FY 2019. The exit survey was launched on October 15,
2019, thus the target date to initiate a review of exit interview data has been
modified from December 1, 2018 to December 15, 2019. Although the Chief
Diversity Officer met with OHC and received the monthly exit survey data, the
data collected does not correspond to the data required in relation to identify
means to improve recruitment, hiring, inclusion, retention and advancement of
individuals with disabilities. The target date for receiving updates on the primary
causes for employee departures, by data points such as race, disability, age etc.,
to seek ways for improving retention and organizational effectiveness has been
modified from January 13, 2019 to December 31, 2021. Accomplishments: OHC
provided ODCR with monthly exit survey reports and data analysis. ODCR
reviewed the exit survey implemented by OHC in FY 2020 and determined that
the exit survey isfocused on identifying employees whom are retiring
(mandatory/voluntary and L EO/non-LEO) and the primary reason they are
leaving the agency. Additionally, ODCR reviewed the monthly report provided
by OHC, along with the resulting data. analysis of the monthly report and the
exit interview questions, questions included in the exit survey identified, six (6)
primary categories, however, none of the categories gather information regarding
disahility status, or disability related reasons for leaving the agency.

Section 1V: Plan to Recruit and Hire Individuals with Disabilities

Pursuant to 29 C.F.R. §1614.203(d)(1)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring of
individuals with disabilities. The questions below are designed to identify outcomes of the agency’ s recruitment program plan for

PWD and PWTD

A.PLANTO IDENTIFY JOB APPLICATIONSWITH DISABILITIES

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

targeted disabilities.
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Additionally, the NRR manager participated in three recruiting events through AbilityJobFair, Career Expo for People with
Disahilities, and Equal Opportunity Publications (EOP) for applicants with disabilities under the Schedule A and 30% or More
Disabled Veteran hiring authorities. The NRR manager also participated in nineteen Recruit Military Job Fairs for 30% or More
Disabled Veterans, aswell as DHS is Hiring — Individuals with Disabilities webinar highlighting | CE positions and the ability for
Schedule A and 30% or More Disabled Veterans to apply by submitting their resumes.

2. Pursuant to 29 C.F.R. §1614.203(a)(3), describe the agency’ s use of hiring authorities that take disability into account
(e.g., Schedule A) to recruit PWD and PWTD for positionsin the permanent workforce

The Agency currently use the following authorities to hire persons with disabilities: 1. Schedule A for PWD and PWTD 2. Veterans
with a 30% or greater disability rating Additionally, the agency uses the Wounded Warrior and the Human Exploitation Rescue
Operation (HERO) programs, which allow applicants to participate in an internship that may lead to a non-competitive appointment.
The Schedule A and Veterans hiring authorities are covered under the annual mandatory training for all hiring managers/supervisors
and HR Specidlists. Information regarding the Workforce Recruitment Program (WRP) was a so disseminated to managers and
Supervisors.

3. Whenindividuals apply for a position under a hiring authority that takes disability into account (e.g., Schedule A), explain
how the agency (1) determinesif the individual is eligible for appointment under such authority; and, (2) forwards the
individual's application to the relevant hiring officials with an explanation of how and when the individual may be
appointed.

Applications are submitted via USA Jobs. The applicant can upload their Schedule A letter, and/or their Disabled Veteran
documentation, to be considered under one of the special hiring authorities. The Office of Human Capital (OHC) reviewsthe
applicants resume to determine if they meet the minimum qualifications of the position for which they applied. If they are
determined to meet the minimum qualifications of the position, they are referred to the hiring authority on a Schedule A/non-
competitive cert, and/or Disabled Veteran 30% or more cert, for their consideration. Once the hiring official makes a selection, the
selecteeis notified and provided instructions for compl eting the pre-empl oyment requirements as outlined in the tentative job offer.
Once the applicant has completed and passed all pre-employment requirements they are provided an appointment |etter.
Additionally, the National Recruitment and Retention manager accepts resumes from Schedule A and 30% or More Disabled
\/eterans. The National Recruitment and Retention manager provides information regarding these individual s to hiring managers
and provides the following information; their resume, the special authorities for which they qualify and, whether the individual
meets the qualifications, to be non-competitively hired for the position.

4. Hasthe agency provided training to al hiring managers on the use of hiring authorities that take disability into account
(e.g., Schedule A)? If “yes’, describe the type(s) of training and frequency. If “no”, describe the agency’ s plan to provide
this training.

Answer Yes

The use of the Schedule A hiring authority is covered as part of the mandatory annual training for managers and supervisors.
Additionally, it is covered in “1CE Disabilities 201", an online training course. ODCR partnered with the Office of Leadership and
Career Development (OLCD), Instructional Management Unit to devel op a new Reasonable Accommodations training as a
prerequisite for managers and supervisors attending New Supervisors training at OLCD. Additionally, the new Reasonable
Accommodation training will replace Disability 201 in PALMS as the new mandatory training for all managers and supervisors The
Schedule A and veterans hiring authorities are covered under the annual mandatory training for all hiring managers/supervisors and
HR Specialists. Information regarding the Workforce Recruitment Program (WRP) was also disseminated to managers and
Supervisors.

B.PLAN TO ESTABLISH CONTACTSWITH 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.
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The National Recruitment and Retention manager provided training on resume preparation in Baltimore, MD and Burlington, VT.
ODCR and OHC meet quarterly to share resources, including the use of Field Special Emphasis Program Managers (F-SEPM) at
recruitment events and the development of targeted recruitment plans for increasing the representation of PWD'sand PWTD’s.
During FY 2021, the participation of OHC representatives and F-SEPMs at recruitment events has been limited due to the
COVID-19 restrictions on community events. Additionally, ODCR developed a nation-wide list of Vocational Rehabilitation
Offices, and American Job Centersin order to establish a platform for networking with agencies working with Persons with
Disahilities or Persons with Targeted Disabilities.

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

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

a. New Hires for Permanent Workforce (PWD) Answer No

b. New Hires for Permanent Workforce (PWTD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. Additional analysis of the ICE
\Workforce Data indicates that Law Enforcement Officers (LEO) comprise 62% of the permanent workforce, and 38% of the
permanent workforce held non-Law Enforcement positions (non-LEO) during FY 2020. During FY 2020, ICE had atotal of 2093
new hires, of whom 37% are were hired into LEO positions, and 63% were hired into non-LEO positions. Analysis of Table B-1
indicates that the percentage of New Hires in the permanent workforce for PWD is 14.92%, which exceeds the benchmark. Thus,

I CE does not have atrigger related to the percentage of PWD New Hiresin the permanent workforce. |CE continues to demonstrate
their ability to meet the PWTD goal as the Disability Team diligently engages with hiring managers to encourage the use of Special
Hiring Authorities, conducting a resurvey of the ICE Workforce, and provision of Reasonable Accommaodation training across the
entity. However, further analysis of Table B-1 indicates that the percentage of New Hires in the permanent workforce for PWTD is

0.8% which falls below the benchmark. Thus, ICE continues to have atrigger related to the percentage of PWTD New Hiresin the
permanent workforce.

Reportable Disability Targeted Disability

New Hires Total Permanent Temporary Permanent Temporary

Workforce Workforce Workforce Workforce

# (%) (%) (%) (%)

% of Total 0
Applicants
% of Qualified 0
Applicants
% of New Hires 781 9.60 0.00 0.51 0.00

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires for any
of the mission- critical occupations (MCO)? If “yes’, please describe the triggers below. Select “n/a’ if the applicant data
is not available for your agency, and describe your plan to provide the datain the text box.

a. New Hiresfor MCO (PWD) Answer Yes

b. New Hiresfor MCO (PWTD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. Further analysis of the ICE
\Workforce Data indicates that Law Enforcement Officers (LEO) comprise 62% of the permanent workforce, and 38% of the
permanent workforce held non-Law Enforcement positions (non-LEO) during FY 2020. In comparison to the benchmarks, the
percentage of New Hires (external selections) among the qualified external applicants for General Inspection, Investigation,
Enforcement and Compliance job series (1801) as mission critical positions are PWD (13.22) and PWTD (0.41%). The physical
requirements of the General Inspection, Investigation, Enforcement and Compliance series (1801), are a potential barrier for PWD
and PWTD applicants. Based on the information available on the MD-715 B6-1Per table, |CE does not have atrigger for New Hires
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to General Inspection, Investigation, Enforcement and Compliance job series (1801) regarding PWD. However, based on the
information available on the MD-715 B6-1Per table, ICE has atrigger for New Hiresto General Inspection, Investigation,
Enforcement and Compliance job series (1801) regarding PWTD. | CE conducted additional analysis regarding the General
Inspection, Investigation, Enforcement and Compliance series and determined that all positions within series 1801 are not Law
Enforcement positions. The non-Law Enforcement positions within the 1801 series, appears to provide a platform for the entrance
of PWD and PWTD individuals into the 1801 series. In comparison to the benchmarks, the percentage of New Hires (external
selections) among the qualified external applicants for Criminal Investigator series (1811) as mission critical positions are PWD
(4.60%) and PWTD (0%). The physical requirements of the Criminal Investigator series (1811), are a potential barrier for PWD and
PWTD applicants. Based on the information available on the MD-715 B6-1Per (2) table, ICE has atrigger for New Hiresto
Criminal Investigator job series (1811) in regard to PWD and PWTD selections. | CE conducted additional analysis regarding the
Criminal Investigator series and determined that al positions within series 1811 are not Law Enforcement positions. The non-Law
Enforcement positions within the 1811 series, appears to provide a platform for the entrance of PWD and PWTD individuals into
the 1811 series. In comparison to the benchmarks, the percentage of New Hires (external selections) among the qualified external
applicants for Attorney/General Attorney job series (0905) as mission critical positions are PWD (7.14%) and PWTD (1.19%).
Based on the information available on the MD-715 B6-1Per (3) table, ICE has atrigger for New Hires to Attorney/General Attorney
job series (0905) regarding PWD and PWTD selections. Although, | CE continues to have triggers related to PWD and PWTD
selections for the Attorney/General Attorney job series (0905), |CE made tremendous strides toward meeting these benchmarksin
FY 2020. During FY 2020 ICE experienced a 1.37% increase in the representation of PWD, aswell asa 1.19% increase in the
representation of PWTD in the Attorney/General Attorney job series (0905). The increase noted in PWD and PWTD representation
in the 0905 job seriesis adirect result of the Disability Team engaging with hiring managers to encourage the use of Special Hiring
Authorities, conducting aresurvey of the ICE Workforce, and provision of Reasonable Accommodation training across the entity.
In comparison to the benchmarks, the percentage of New Hires (external selections) among the qualified external applicants for
Intelligence Research Specialists job series (0132) as mission critical positions are PWD (15.15%) and PWTD (0.76%). Based on
the information available on the MD-715 B6-1Per (4) table, ICE no longer has atrigger for New Hires to Intelligence Research
Specialists job series (0132) regarding PWD. During FY 2020 I CE experienced a 5.63% increase in the representation of PWD, in
the Intelligence Research Specialists job series (0132). Based on the information available on the MD-715 B6-1Per (4) table, ICE
continues to have atrigger for New Hiresin the Intelligence Research Specialists job series (0132) regarding PWTD selections.
Analysis of the available | CE Workforce Data demonstrates that during FY 2020, ICE had atotal of 2,094 new hires, of which 1247
or 60% were hired into Mission Critical Positions. Further analysisindicates that of the breakdown of PWD and PWTD new hires
to Mission Critical Positionsis as follows: General Inspection, Investigation, Enforcement and Compliance Series 1801 — of the 490
new hires, 15 or 3.1% are PWDs and 2 or 4% are PWTDs. Furthermore, of the 15 PWDs, 11 were hired into LEO positions.
Criminal Investigator Series 1811 — of the 370 new hires, 8 or 2.2% are PWDs. Furthermore, of the 8 PWDs, 7 were hired into LEO
positions. Attorney/General Attorney Series 0905 — of the 238 new hires, 11 or 4.6% are PWDs and 4 or 1.7% are PWTDs.
Intelligence Research Specialists 0132 — of the 149 new hires, 8 or 5.4% are PWDs and 2 or 1.3% are PWTDs.

New Hiresto Reportable Disability Targetable Disability
Mission-Critical Total Qualified
Occupations Applicants New Hires Qualified Applicants New Hires
# (%) (%) (%) (%)

Numerical Goal -- 12% 2%
0132INTELLIGENC 0 0.00 0.00 0.00 0.00
OFFICER
0905GENERAL 0 0.00 0.00 0.00 0.00
ATTORNEY
1801IMMIGRATIO! 0 0.00 0.00 0.00 0.00
ENFORCEMENT
AGENT
1811CRIMINAL 0 0.00 0.00 0.00 0.00
INVESTIGATOR

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. Select “n/a” if
the applicant data is not available for your agency, and describe your plan to provide the datain the text box.

a. Qualified Applicants for MCO (PWD)

Answer Yes

Page 11



DHS Immigration and Customs FY 2020
Enfor cement

b. Qualified Applicants for MCO (PWTD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. Further analysis of the ICE
\Workforce Data indicates that Law Enforcement Officers (LEO) comprise 62% of the permanent workforce, and 38% of the
permanent workforce held non-Law Enforcement positions (non-LEO) during FY 2020. Analysis of Table B 6-1Per indicates that a
trigger exists regarding Qualified Internal Applicants for General Inspection, Investigation, Enforcement and Compliance job series
(1801) among PWD and PWTD. Analysis of Table B 6-1Per (2) indicates that atrigger exists regarding Qualified Internal
Applicants for Criminal Investigator job series 1811 among PWD and PWTD applicants. Analysis of Table B 6-1Per (3) indicates
that atrigger exists regarding Qualified Internal Applicantsfor Attorney/General Attorney series 0905 among PWD and PWTD.
Analysis of Table B 6-1Per (4) indicates that atrigger exists regarding Qualified Internal Applicants for Intelligence Research
Specialist job series 0132 among PWD and PWTD.

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. Select “n/a” if the
applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. Promotions for MCO (PWD) Answer Yes

b. Promotions for MCO (PWTD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. Analysis of the available ICE
\Workforce Data demonstrates that, during FY 2020, ICE had atotal of 3,608 promotions within the workforce. Analysis of the
MD-715 Tables provides the following information: According to Table B 6-1Per, that 21.91% of the internal selections for
promotion involving the General Inspection, Investigation, Enforcement and Compliance job series (1801) are PWDs. ICE
continues to demonstrate their ability to meet the PWTD goal as the Disability Team diligently engages with hiring managers to
encourage the use of Special Hiring Authorities, conducting aresurvey of the ICE Workforce, and provision of Reasonable
Accommaodation training across the entity. Additionally, |CE noted that 1.89% of the internal selections for promotion involving the
General Inspection, Investigation, Enforcement, and Compliance job series (1801) are PWTDs. During FY 2020 ICE noted a 0.23%
increase in the internal selections for promotion involving the General Inspection, Investigation, Enforcement, and Compliance job
series (1801) for PWTDs. The increase noted in PWTD representation in the in the internal selections for promotion involving the
General Inspection, Investigation, Enforcement, and Compliance job series (1801) isadirect result of the Disability Team engaging
with hiring managers to encourage the use of Special Hiring Authorities, conducting a resurvey of the ICE Workforce, and
provision of Reasonable Accommodation training across the entity. According to Table B6-1Per (2) that 5.39% of internal
selections for promotion involving the Criminal Investigator series (1811) are PWDs. Additionally, ICE noted that 0.15% of the
internal selections for promotion involving the Criminal Investigator series (1811) are PWTDs. According to Table B 6-1Per (3)
that 5.61% of internal selections for promotion involving the Attorney/General Attorney series (0905) are PWDs. During FY 2020
ICE noted a 1.26% increase in the internal selections for promotion involving the Attorney/General Attorney series (0905) for
PWDs. The increase noted in PWD representation in the in the internal selections for promotion involving the Attorney/General
Attorney series (0905) is adirect result of the Disability Team engaging with hiring managers to encourage the use of Special
Hiring Authorities, conducting a resurvey of the ICE Workforce, and provision of Reasonable Accommodation training across the
entity. Additionally, | CE noted that 0.47% of the internal selections for promotion involving the Attorney/General Attorney series
(0905) are PWTDs. During FY 2020 ICE noted a 0.47% increase in the internal selections for promotion involving the Attorney/
General Attorney series for PWTDs. The increase noted in PWD representation in the in the internal selections for promotion
involving the Attorney/General Attorney series (0905) isadirect result of the Disability Team engaging with hiring managers to
encourage the use of Special Hiring Authorities, conducting aresurvey of the ICE Workforce, and provision of Reasonable
Accommodation training across the entity. According to Table B 6-1 Per (4) that 22.75% of internal selections for promotion
involving the Intelligence Research Specialist job series (0132) are PWDs. Additionally, | CE noted that 0.60% of internal selections
for promotion involving the Intelligence Research Specialist job series (0132) are PWTDs. The available USA Staffing Applicant
Flow Data provides information regarding Internal Competitive promotions for Mission Critical Occupations across all grades, once
the closed and all certificates for the vacancy have been audited.

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

Pursuant to 29 C.F.R. 81614.203(d)(2)(iii), agencies are required to provide sufficient advancement opportunities for employees
with disabilities. Such activities might include specialized training and mentoring programs, career devel opment opportunities,
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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.
A. ADVANCEMENT PROGRAM PLAN

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

In FY 2020, ODCR’s Disahility Team provided customized training for Managers and Supervisors with the goa of increasing their
knowledge of Reasonable Accommodations. The customized trainings focused on the Decision-makers role and responsibilities,
supervisors/managers roles/responsibilities as well as those of the employee and ODCR. ODCR’s goal for providing thistraining is
to equip Managers and Supervisor’ s with the tools and resources available for conducting the interactive process, coordinating with
the reasonable accommaodation coordinator and effectively processing Reasonable Accommodation reguests within the timeframes
set forth in the ICE RA Procedures. The Disability team has noted a dramatic increase in participation in the interactive process of
Decision-makers, managers and supervisorsin offices where the training has been conducted. Additionally, the Disability Team
noted a dramatic increase in timely responses from managers and supervisors when providing needed information or
documentation, aswell asin finalizing and issuing the RA Decision to the requestor. In FY 2020, the Disability Program Manager
(DPM) continued to work with the ICE Office of Leadership and Career Development (OLCD) to ensure datawill be collected
regarding PWD and PWTD participation, and that all notifications/announcements contain information for requesting a reasonable
accommodation. In FY 2019 the data provided was limited to one Mentoring program and eight Career Devel opment programs. For
FY 2020 ODCR received information from OLCD regarding seven mentoring programs, one Coaching program, and eight career
development programs. Additionally, the DPM worked with the following Directorates and DHS entities to gather data regarding
FY 2020 Career Development Opportunities: « Director of the DHS Intelligence Training Academy; « Homeland Security
Investigations (HSI) — Office of Intelligence; » Office of the Chief Information Officer (OCIO) - Employee Development and
Management Liaison; and « Homeland Security Investigations (HSI) - Cyber Crimes Center. Additionally, the DPM initiated
contact with the Wounded Warrior Internship POC to ensure data will be collected and provided to ODCR regarding PWD and
PWTD participation for FY 2021.

B. CAREER DEVELOPMENT OPPORTUNITES

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

| CE offerstraining opportunities for employees viathe DHS Performance and L earning Management System (PALMS) online
portal. In addition to completing required training, This portal allows I|CE employees to complete certification(s) and career
development courses, which may lead to career advancement. The ICE OLCD consists of the Leadership Development Center and
the Training and Performance Support Division. OLCD provides training for the | CE workforce that serve to enhance current skills,
and build new skills, which may enhance opportunities for career advancement. The Leadership Development Center (LDC)
provides resident, virtual, and exported leadership and career development training to enhance the knowledge, skills, and abilities of
all employees. The LDC supports professional development of all leader-levels of the Department of Homeland Security Leader
Development Program framework to include a variety of services. Courses available viathe LDC provides opportunities for
employees to increase knowledge, skills and abilities leading to opportunities for career advancement. The Office of the Chief
Information Officer (OCIO) Employee Devel opment and Management Liaison coordinates the provision of career devel opment
training for employees throughout their division to enhance current skills, and build new skills, which may enhance opportunities
for career advancement. The Department of Homeland Security - Intelligence Training Academy coordinates the provision of career
development training for employees throughout HSI to enhance current skills, and build new skills, which may enhance
opportunities for career advancement. The Department of Homeland Security - Intelligence Training Academy coordinates the
provision of career development training for employees throughout the HSI Office of Intelligence to enhance current skills, and
build new skills, which may enhance opportunities for career advancement.

2. Inthetable below, please provide the data for career devel opment opportunities that require competition and/or
supervisory recommendation/ approval to participate.

Total Participants PWD PWTD
Career Devel opment : -
Opportunities _ Applicants Applicants
Applicants (#)| Selectees (#) (%) Selectees (%) (%) Selectees (%)
Training Programs 305 285 7.9 8.4 16 18
Internship Programs 107 14 214 14.3
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Total Participants PWD PWTD
Career Devel opment : -
Opportunities ' Applicants Applicants
Applicants (#) | Selectees (#) (%) Selectees (%) (%) Selectees (%)
Other Career Devel opment 2732 2732 7 7 2 2
Programs

Coaching Programs 240 240 6.30 6.30 1.30 1.30

Mentoring Programs 562 562 6.2 6.2 14 14

Fellowship Programs

Detail Programs

3. Dotriggers exist for PWD among the applicants and/or selectees for any of the career development programs? (The
appropriate benchmarks are the relevant applicant pool for the applicants and the applicant pool for selectees.) If “yes’,
describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your
plan to provide the data in the text box.

a. Applicants (PWD) Answer Yes

b. Selections (PWD) Answer Yes

Available Career Development Data breaks down as follows: Total Applicants 3,946, of whom 7.1% are PWD. Total Participants
3,834 of whom 7.3% are PWD. Further analysisindicates that atotal of 989 LEO’s applied for Career Devel opment opportunites,
of which 3% are PWD. Additionally, of the 972 LEO’s whom participated in Career Development programs 3% are PWD. Based
on the available data, | CE has atrigger regarding PWD participation within the Career Development programs.

4. Dotriggers exist for PWTD among the applicants and/or selectees for any of the career development programs? (The
appropriate benchmarks are the relevant applicant pool for the applicants and the applicant pool for selectees.) If “yes’,
describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your
plan to provide the datain the text box.

a. Applicants (PWTD) Answer No

b. Selections (PWTD) Answer No

Available Career Development Data breaks down as follows: Total Applicants 3,946, of whom 2% are PWTD. Tota Participants
3,834 of whom 2% are PWTD. Further analysisindicates that atotal of 989 LEO’s applied for Career Development opportunites, of
whom 0.1% are PWTD. Additionally, of the 972 LEO’s whom participated in Career Development programs 0.1% are PWTD.
Based on the data available, ICE met the benchmark and does not have atrigger related to PWTD participation within the Career
Devel opment programs.

C. AWARDS

1. Using theinclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for any level of
the time-off awards, bonuses, or other incentives? If “yes’, please describe the trigger(s) in the text box.
a. Awards, Bonuses, & Incentives (PWD) Answer Yes

b. Awards, Bonuses, & Incentives (PWTD) Answer Yes

Analysis of the MD-718 B-9 table identified triggers involving the percentage of PWD and PWTD who received Time Off Awards
hours, as follows: PWD whom received a Time Off Award of 11-20 hours. PWTD whom received a Time Off Award of 11-20
hours. PWD whom received a Time Off Award of 21-30 hours. PWTD whom received a Time Off Award of 21-30 hours. Analysis
of the MD-718 B-9 table identified triggers involving the percentage of PWD and PWTD who received Cash Awards, as follows:
PWD whom received a Cash Award $1,000-$1,999 PWTD whom received a Cash Award $1,000-$1,999 PWD whom received a
Cash Award $2,000-$2,999 PWTD whom received a Cash Award $2,000-$2,999 PWD whom received a Cash Award $3,000-

Page 14



DHS Immigration and Customs FY 2020

Enfor cement

$3,999 PWTD whom received a Cash Award $3,000-$3,999 PWD whom received a Cash Award $4,000-$4,999 PWTD whom
received a Cash Award $4,000-$4,999 PWD whom received a Cash Award $5,000-$5,999 PWTD whom received a Cash Award
$5,000-$5,999

Reportable Without Reportable | Targeted Disability | Without Targeted
Time-Off Awards Tota (#) Disability % Disahility % % Disability %
Time-Off Awards 1 - 10 hours: 1469 19.45 4.81 34.72 18.09
Awards Given
Time-Off Awards 1 - 10 Hours: 12032 156.94 39.87 277.78 146.19
Total Hours
Time-Off Awards 1 - 10 Hours: 8.19 0.31 0.05 3.70 0.00
Average Hours
Time-Off Awards 11 - 20 hours: 15225 60.20 76.56 46.30 61.43
Awards Given
Time-Off Awards 11 - 20 Hours: 222745 902.16 1116.33 728.70 917.59
Total Hours
Time-Off Awards 11 - 20 Hours: 14.63 0.57 0.08 7.29 -0.03
Average Hours
Time-Off Awards 21 - 30 hours: 2688 9.04 13.72 9.72 8.98
Awards Given
Time-Off Awards 21 - 30 Hours: 64940 216.53 331.63 233.33 215.04
Total Hours
Time-Off Awards 21 - 30 Hours: 24.16 0.91 0.14 11.11 0.00
Average Hours
Time-Off Awards 31 - 40 hours: 706 3.63 3.33 3.70 3.63
Awards Given
Time-Off Awards 31 - 40 Hours: 24732 131.52 115.82 140.74 130.70
Total Hours
Time-Off Awards 31 - 40 Hours: 35.03 1.37 0.20 17.59 -0.07
Average Hours
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Awards Given
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Total Hours
Time-Off Awards 41 or more 0 0.00 0.00 0.00 0.00
Hours: Average Hours
Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Tota (#) Disability % Disahility % % Disability %
Cash Awards: $501 - $999: Awards 6604 41.43 30.33 43.06 41.29
Given
Cash Awards: $501 - $999: Tota 5114562 31401.29 23629.31 31851.85 31361.19
Amount
Cash Awards: $501 - $999: 774.46 28.68 4.46 342.49 0.75
Average Amount
Cash Awards: $1000 - $1999: 13800 55.62 69.18 49.54 56.16
Awards Given
Cash Awards: $1000 - $1999: Total 20074653.3 77665.39 101140.03 70730.56 78282.58
Amount
Cash Awards: $1000 - $1999: 1454.69 52.83 8.37 661.03 -1.30
Average Amount
Cash Awards: $2000 - $2999: 2759 8.63 14.25 8.33 8.65
Awards Given
Cash Awards: $2000 - $2999: Total 6733655 20360.95 34919.70 20393.52 20358.06
Amount
Cash Awards: $2000 - $2999: 2440.61 89.30 14.02 1132.97 -3.58
Average Amount
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Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Total (#) Disability % Disability % % Disahility %
Cash Awards: $3000 - $3999: 1483 4,92 7.65 5.56 4.86
Awards Given
Cash Awards: $3000 - $3999: Total 5250835 16841.70 27181.29 19232.41 16628.92
Amount
Cash Awards: $3000 - $3999: 3540.68 129.55 20.35 1602.70 -1.56
Average Amount
Cash Awards: $4000 - $4999: 132 0.61 0.65 0.00 0.66
Awards Given
Cash Awards: $4000 - $4999: Total 574055 2684.11 2827.24 0.00 2922.99
Amount
Cash Awards: $4000 - $4999: 4348.9 167.76 24.80 0.00 182.69
Average Amount
Cash Awards: $5000 or more: 19 0.00 0.10 0.00 0.00
Awards Given
Cash Awards. $5000 or more: Total 99825 0.00 542.85 0.00 0.00
Amount
Cash Awards: $5000 or more: 5253.95 0.00 30.16 0.00 0.00
Average Amount

2. Using the inclusion rate as the benchmark, does your agency have atrigger involving PWD and/or PWTD for quality step
increases or performance- based pay increases? If “yes’, please describe the trigger(s) in the text box.

a. Pay Increases (PWD)

b. Pay Increases (PWTD)

Answer Yes

Answer Yes

Analysis of Table B-9 indicates that |CE has atrigger regarding Quality Step Increases for PWD and PWTDs. Additional analysis
of ICE WFD indicates that no | CE employees received a quality step increase during FY 2020.

Reportable Without Reportable | Targeted Disability | Without Targeted
Other Awards Total (#) Disability % Disability % % Disability %
Total Performance Based Pay 72 0.23 0.37 0.00 0.25
Increases Awarded

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

a. Other Types of Recognition (PWD) Answer Yes

b. Other Types of Recognition (PWTD) Answer Yes

The MD-715 B Tables do not contain information regarding the following awards: ¢ Individual Specia Act or Service cash award;
and ¢ Joint Financial Management Improvement Award. Analysis of the |CE Workforce Dataindicates that in FY 2020, 19
individuals received an Individual Specia Act or Service award, and 11 employees received a Joint Financial Management
Improvement Award. Additional analysis indicates that 0% of the individuals receiving Special Act or Service cash awards are
PWD or PWTD, thus ICE has atrigger related to PWD and PWTD for this award category. Furthermore, analysis regarding the
Joint Financial Management Improvement Award indicates that 8% of the individuals receiving this award are PWD, and 0% are
PWTD. Thus ICE has atrigger related to this award for PWD and PWTD. Individual Special Act or Service cash award $0-$999
was received by 1 individual. Individual Special Act or Service cash award $1,000-$1,999 was received by 7 individuas. Individual
Special Act or Service cash award $2,000-$2,999 was received by 1 individual. Individual Special Act or Service cash award
$3,000-$3,999 was received by 1 individual. Individual Special Act or Service cash award $4,000-$4,999 was received by 2
individuals. Individual Specia Act or Service cash award $5,000-$5,999 was received by 5 individuals. Individual Specia Act or
Service cash award $6,000-$6,999 was received by 1 individual. Individual Specia Act or Service cash award $8,000-$8,999 was
received by 1 individual. Joint Financial Management Improvement Award 8 hours was received by 7 employees. Joint Financial
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[Management Improvement Award 24 hours was received by 4 employees. |

D. PROMOTIONS

1. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotionsto
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. Select “n/a’ if the applicant datais not available for your agency, and describe your
plan to provide the data in the text box.

a. SES
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes
b. Grade GS-15
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes
c. Grade GS-14
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes
d. Grade GS-13
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes

Analysis of Table B 7-1 indicates that ICE has triggers among SES, GS-15, GS-14, and GS-13 grades for PWD. Additiona analysis
was conducted using USA Staffing Applicant Flow Data. However, | CE is unable to identify the percentage of qualified internal
PWTD applicants whom have been promoted to SES, GS-15, GS-14, or GS-13 positions, because the available datais only contains
positions for which announcement is closed and al certificates for avacancy have been audited.

2. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions
to the senior grade levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants
and the qualified applicant pool for selectees.) For non-GS pay plans, please use the approximate senior grade levels. If
“yes’, describe the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and
describe your plan to provide the datain the text box.

a SES
i. Qualified Internal Applicants (PWTD) Answer Yes
ii. Internal Selections (PWTD) Answer Yes
b. Grade GS-15
i. Qualified Internal Applicants (PWTD) Answer Yes
ii. Internal Selections (PWTD) Answer Yes
c. Grade GS-14
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i. Qualified Internal Applicants (PWTD) Answer Yes

ii. Internal Selections (PWTD) Answer Yes
d. Grade GS-13

i. Qualified Internal Applicants (PWTD) Answer Yes

ii. Internal Selections (PWTD) Answer Yes

Analysis of Table B 7-1 demonstrates that | CE has triggers among SES, GS-15, GS-14, and GS-13 grades for PWTD. Additional
analysis was conducted using USA Staffing Applicant Flow Data. However, ICE is unable to identify the percentage of qualified
internal PWTD applicants whom have been promoted to SES, GS-15, GS-14, or GS-13 positions, because the available datais only
contains positions for which announcement is closed and al certificates for a vacancy have been audited.

3. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the new hires
to the senior grade level s? For non-GS pay plans, please use the approximate senior grade levels. If “yes’, describe the
trigger(s) in the text box. Select “n/a” if the applicant datais not available for your agency, and describe your plan to
provide the data in the text box.

a. New Hiresto SES (PWD) Answer Yes
b. New Hiresto GS-15 (PWD) Answer Yes
c. New Hiresto GS-14 (PWD) Answer Yes
d. New Hiresto GS-13 (PWD) Answer No

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. However, upon conducting
further analysis of the ICE Workforce Data Law Enforcement Officers (LEO) comprise 62% of the permanent workforce, and 38%
of the permanent workforce were non-Law Enforcement positions (non-LEO) during FY 2020. Further analysis of the available ICE
workforce data indicates that 37% of new hires were LEO, and 63% of new hires were non-LEOs. FY 2020 new hiresin relation to
SES, GS-15, GS-14, or GS-13 positions are noted as follows: SES — Analysis of the available workforce data indicates there were 5
new hiresto SES positions, of whom 0.0% were LEO, and 100% were non-LEO. GS-15 — Analysis of the available workforce data
indicates there were 29 new hires to GS-15 positions, of whom 7% were LEO, and 93% were non-LEO. GS-14 — Analysis of the
available workforce data indicates there were 201 new hires to GS-14 positions, of whom 5% were LEO, and 94% were non-LEO.
GS-13 — Analysis of the available workforce data indicates there were 255 new hires to GS-13 positions, of whom 4.3% were LEQO,
and 95.7% were non-LEO. Analysis of Table B 7-1 indicates that ICE no longer has atrigger in regard to New Hiresto GS-13
positions for PWD. The resolution of thistrigger is a direct result of the Disability Team engaging with hiring managersto
encourage the use of Special Hiring Authorities, conducting aresurvey of the ICE Workforce, and provision of Reasonable
Accommodation training across the entity. Analysis of Table B 7-1 identified triggers regarding New Hires among GS-14, and
GS-15 grades for PWD. ICE was unable to confirm if atrigger exists for PWD new hiresto SES, as Table B 7-1 does not contain
information regarding new hiresfor SES. It is also important to note that the physical requirements of the Law Enforcement
positions at ICE, are abarrier for PWD and PWTD applicants, that cannot be resolved, therefore |CE may experience barriersin
reaching the PWD benchmark as it relates to L EOs among sel ectees for promotion.

4. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the new
hires to the senior grade levels? For non-GS pay plans, please use the approximate senior grade levels. If “yes’, describe
the trigger(s) in the text box. Select “n/a’ if the applicant datais not available for your agency, and describe your plan to
provide the datain the text box.

a. New Hiresto SES (PWTD) Answer Yes
b. New Hiresto GS-15 (PWTD) Answer Yes
c. New Hiresto GS-14 (PWTD) Answer Yes
d. New Hiresto GS-13 (PWTD) Answer Yes
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The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. However, upon conducting
further analysis of the ICE Workforce Data Law Enforcement Officers (LEO) comprise 62% of the permanent workforce, and 38%
of the permanent workforce were non-Law Enforcement positions (non-LEOQ) during FY 2020. Further analysis of the available ICE
workforce data indicates that 37% of new hires were LEO, and 63% of new hires were non-LEOs. FY 2020 new hiresin relation to
SES, GS-15, GS-14, or GS-13 positions are noted as follows: SES — Analysis of the available workforce data indicates there were 5
new hiresto SES positions, of whom 0.0% were LEO, and 100% were non-LEO. GS-15 — Analysis of the available workforce data
indicates there were 29 new hires to GS-15 positions, of whom 7% were LEO, and 93% were non-LEO. GS-14 — Analysis of the
available workforce data indicates there were 201 new hires to GS-14 positions, of whom 5% were LEO, and 94% were non-LEO.
GS-13 — Analysis of the available workforce dataindicates there were 255 new hiresto GS-13 positions, of whom 4.3% were LEO,
and 95.7% were non-LEO. Analysis of Table B 7-1 identified triggers regarding New Hires among GS-15, GS-14, and GS-13
grades for PWTD. It is also important to note that the physical requirements of the Law Enforcement positions at ICE, are abarrier
for PWD and PWTD applicants, that cannot be resolved, therefore ICE may experience barriersin reaching the PWTD benchmark
asit relates to Law Enforcement officers among sel ectees for promotion.

5. Does your agency have atrigger 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. Select “n/a” if the applicant data is not
available for your agency, and describe your plan to provide the datain the text box.

a. Executives
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes
b. Managers
i. Qualified Internal Applicants (PWD) Answer Yes
ii. Internal Selections (PWD) Answer Yes

C. Supervisors
i. Qualified Internal Applicants (PWD) Answer Yes

ii. Internal Selections (PWD) Answer Yes

Analysis of Table B 7-1 identified triggers regarding Qualified Internal Applicants among Executives, Managers, and Supervisors
whom are PWDs. Additional analysis of the available USA Staffing data, however, information is not available regarding Qualified
Internal Applicants among Executives, Managers, and Supervisors.

6. Doesyour agency have atrigger involving PWTD among the qualified internal applicants and/or selectees for promotions
to supervisory positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and
the qualified applicant pool for selectees.) If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant data
is not available for your agency, and describe your plan to provide the datain the text box.

a. Executives
i. Qualified Internal Applicants (PWTD) Answer Yes
ii. Internal Selections (PWTD) Answer Yes
b. Managers
i. Qualified Internal Applicants (PWTD) Answer Yes
ii. Internal Selections (PWTD) Answer Yes
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C. Supervisors
i. Qualified Internal Applicants (PWTD) Answer Yes
ii. Internal Selections (PWTD) Answer Yes

Analysis of Table B 7-1 identified triggers regarding Qualified Internal Applicants among Executives, Managers, and Supervisors
whom are PWTDs. Additional analysis of the available USA Staffing data, however, information is not available regarding
Qualified Internal Applicants among Executives, Managers, and Supervisors.

7. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWD among the selectees
for new hires to supervisory positions? If “yes’, describe the trigger(s) in the text box. Select “n/a” if the applicant datais
not available for your agency, and describe your plan to provide the data in the text box.

a. New Hires for Executives (PWD) Answer Yes
b. New Hires for Managers (PWD) Answer No
c. New Hiresfor Supervisors (PWD) Answer No

Analysis of the available | CE Workforce Data demonstrates that there were atotal number of 2093 New Hires during FY 2020, of
whom 2.6% are classified as supervisors. The breakdown of those classified as supervisorsis as follows: GS-13 7 individuals GS-14
21 individuals GS-15 21 individuals SES 5 individuals Analysis of Table B 8-1, indicates | CE continues to have atrigger in regard
to New Hires among Executives, Further analysis of Table B 8-1 indicates that | CE no longer has atrigger in regard to Managers
and Supervisors for PWD. The resolution of these triggersis adirect result of the Disability Team engaging with hiring managers to
encourage the use of Special Hiring Authorities, conducting aresurvey of the ICE Workforce, and provision of Reasonable
/Accommodation training across the entity. Additional analysis was conducted utilizing the Applicant Flow Datais provided by

USA Staffing. However, the available data does not contain information regarding New Hires for Executives, Managers, and
Supervisors.

8. Using the qualified applicant pool as the benchmark, does your agency have atrigger involving PWTD among the
selectees for new hires to supervisory positions? If “yes’, describe the trigger(s) in the text box. Select “n/a’ if the
applicant datais not available for your agency, and describe your plan to provide the datain the text box.

a. New Hires for Executives (PWTD) Answer Yes
b. New Hiresfor Managers (PWTD) Answer Yes
c. New Hiresfor Supervisors (PWTD) Answer Yes

Analysis of the available | CE Workforce Data demonstrates that there were atotal number of 2093 New Hires during FY 2020, of
whom 2.6% are classified as supervisors. The breakdown of those classified as supervisorsis asfollows: GS-13 7 individuals GS-14
21 individuals GS-15 21 individuals SES 5 individuals Analysis of Table B 8-1 identified triggers regarding New Hires among
Executives, Managers and Supervisors for PWTD. Additional analysis was conducted utilizing the Applicant Flow Datais provided
by USA Staffing. However, the available data does not contain information regarding New Hires for Executives, Managers, and
Supervisors.

Section VI: Plan to Improve Retention of Persons with Disabilities

To be model employer for persons with disabilities, agencies must have policies and programsin place to retain employees with
disahilities. In this section, agencies should: (1) analyze workforce separation data to identify barriers retaining employees with
disahilities; (2) describe efforts to ensure accessibility of technology and facilities; and (3) provide information on the reasonable
accommodation program and workplace assistance services.

A.VOLUNTARY AND INVOLUNTARY SEPARATIONS
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1. Inthisreporting period, did the agency convert al eligible Schedule A employees with a disability into the competitive
service after two years of satisfactory service (5 C.F.R. § 213.3102(u)(6)(i))? If “no”, please explain why the agency did
not convert al eligible Schedule A employees.

Answer No

All Schedule A employees, who were eligible for conversion to competitive service in FY 2020 were not converted. ODCR has
received updated data regarding the ICE Schedule A employees eligible for conversion and is working with the Office of Human
Capital to ensure those who have satisfactorily completed their 2 years are converted to competitive service, as appropriate.

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

aVoluntary Separations (PWD) Answer Yes

b.Involuntary Separations (PWD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. Analysis, of the available
Workforce Data indicates | CE had total of 1,361 separations, of which 1242 were voluntary separations, and 119 were involuntary
separations during FY 2020. The employees whom voluntarily separated from the agency were comprised of 551 Law Enforcement
Officers (LEO), and 553 were non-Law Enforcement Officers (non-LEO). The employees whom involuntarily separated from the
agency were comprised of 70 LEO, and 49 non-LEOs. Additonal anlaysisindicates that 110 PWD voluntarily separated, 4 PWD
involuntarily separated from the agency. Using the inclusion rate as the benchmark indicates that I CE has atrigger among PWD
whom voluntary or involuntary separated from the agency during FY 2020.

Without Reportable
Seperations Tota # Reportable Disabilities % Disabilities %
Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 74 0.56 0.32
Permanent Workforce: Resignation 125 1.02 0.54
Permanent Workforce: Retirement 599 3.58 2.77
Permanent Workforce: Other Separations 358 2.79 1.56
Permanent Workforce: Total Separations 1156 7.94 5.20

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

aVoluntary Separations (PWTD) Answer Yes

b.Involuntary Separations (PWTD) Answer Yes

The U.S. Immigration and Customs Enforcement (ICE) workforce consisted of 20,845 employees. Analysis, of the available
Workforce Dataindicates | CE had total of 1,361 separations, of which 1242 were voluntary separations, and 119 were involuntary
separations during FY 2020. The employees whom voluntarily separated from the agency were comprised of 551 Law Enforcement
Officers (LEO), and 553 were non-Law Enforcement Officers (non-LEO). The employees whom involuntarily separated from the
agency were comprised of 70 LEO, and 49 were non-LEOs. Additonal anlaysisindicates that 21 PWTD voluntarily separated and 3
PWTD involuntarily separated from the agency. Using the inclusion rate as the benchmark indicates that | CE has a trigger among
PWTD whom voluntary or involuntary separated from the agency during FY 2020.

Without Targeted Disabilities

Seperations Tota # Targeted Disabilities % %
Permanent Workforce: Reduction in Force 0 0.00 0.00
Permanent Workforce: Removal 74 0.92 0.35
Permanent Workforce: Resignation 125 0.92 0.60
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Without Targeted Disabilities
Seperations Tota # Targeted Disabilities % %
Permanent Workforce: Retirement 599 5.96 2.84
Permanent Workforce: Other Separations 358 3.67 1.70
Permanent Workforce: Total Separations 1156 11.47 5.48

4. If atrigger existsinvolving the separation rate of PWD and/or PWTD, please explain why they |eft the agency using exit
interview results and other data sources.

The Office of Human Capital initiated the | CE exit survey in FY 2020. An analysis of the available exit interview data was
conducted along with areview of the exit interview questions. The Exit Survey is streamlined to specifically identify if an employee
isretiring (mandatory/voluntary and LEO/non-LEQ) and what is the primary reason an employee leaves |CE. There are six (6)
primary categories: Job Characteristics, Work Environment, Career Development, Work-Life Balance, Retirement and Other factors
such as compensation or returning to school. No datais gathered viathe exit survey that indicatesif the individual isa PWD or
PWTD

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES

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

1. Please provide the internet address on the agency’s public website for its notice explaining employees’ and applicants
rights under Section 508 of the Rehabilitation Act, including a description of how to file a complaint.

A notice of employees’ and applicants’ rights under Section 508 appears at: https://www.ice.gov/doclib/about/offices/dcr/pdf/
noticeOfRightsABA .pdf.

2. Please provide the internet address on the agency’ s public website for its notice explaining employees and applicants
rights under the
Architectural Barriers Act, including a description of how to file acomplaint.

A notice of employees’ and applicants’ rights under the Architectural Barriers Act appears at: https://www.ice.gov/doclib/about/
offices/dcr/pdf/noticeOf RightsABA . pdf

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.

ODCR staff conducted Architectural Barrier Assessments of six | CE offices in Washington, DC during FY 2019. ODCR staff-
initiated contact with supervisorsin various locations throughout |1CE to address identified Architectural Barriers during FY 2020.
Additionally, ODCR staff has established a nationwide plan for rolling out the Architectural Barriers Assessment program.
However, a shift in focus for the Architectural Barriers assessment program was initiated due to COVID-19 and the inability to
conduct in-person assessments, or to complete tasks for resolving identified issues. During FY 2020 the Disability Program
Manager and the Acting Deputy Diversity Officer met with the Facilities Management team and were provided a wealth of
information regarding | CE facilities nationwide. The Facilities Management Team provided ODCR with alist of all ICE facilities
nationwide and their status (i.e. rental property, ICE owned, GSA owned, office or detention center). The information received is
the basis for establishing an Architectural Barriers Assessment tracking system. F-SEPM’straining is currently under revision to
incorporate information related to COVID-19 and itsimpact on conducting Architectural Barrier Assessments. Post Covid-19 the
Disability program will partner with the F-SEPM’ s Architectural Barrier Assessments of |CE facilities, during which they will
complete a checklist and return awritten report to the Disability Program Manager. We will implement development of plans and
strategies to address the identified Architectural Barriersin FY 2021.

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

1. Please provide the average time frame for processing initial requests for reasonable accommodations during the reporting
period. (Please do not include previously approved requests with repetitive accommodations, such as interpreting services.)

The average processing time for reasonable accommodation requestsin FY 2020 was 38 days. In comparison with the average
processing timein FY 2019, the RA team reduced the average processing daysin FY 2020 by 28.95 days.

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency’ s reasonabl e accommodation
program. Some examples of an effective program include timely processing requests, timely providing approved
accommodations, conducting training for managers and supervisors, and monitoring accommodation requests for trends.

In FY 2020, the reasonable accommodation tracking system was updated to include tracking reassignment searches, requests for
reconsideration, and to facilitate the identification of barriers within the processing of requests. The Disability Team along with the
Chief Diversity Officer and the Acting Deputy Chief Diversity Officer participated in process mapping which led to additionally
streamlined RA processes and updated RA Standard Operating Procedures. Standardized emails were further revised to aid
reasonable accommodation coordinators when requesting needed information from employees and decision-makers. The Disability
Team initiated the use of a“intake packet” for employee’s and supervisors. The initiation of the “intake packet” hasled to improved
participation in the process from supervisors, and quicker response times from supervisors/employees whom need to provide
additional information to the Reasonable Accommodation Coordinator. The initiation of the “intake packet” has had a significant
impact in the reduction in case processing days for each request. In FY 2020, a contract was established that provides services for
Deaf/HOH/Visualy Impaired. The initiation of the new contract has significantly streamlined the process for Reasonable
Accommaodation Coordinators in securing the needed services. A standal one contract was established that allows ICE to provide
PAS servicesin specific locations pending award of the ICE PAS BPA. Additionally, in FY 2020 an Inter-Agency Agreement
(IAA) wasiinitiated related to Ergonomic Assessments. Previously, ergonomic assessments were facilitated via the | CE Safety
Office. The establishment of the IAA allows ODCR to work directly with the vendor to obtain the needed assessments, eliminating
the “middle man” in the process, and lessening the wait time for employees to receive the requested services.

D. PERSONAL ASSISTANCE SERVICESALLOWING EMPLOYEESTO PARTICIPATE IN THE

WORKPLACE

Pursuant to 29 CFR 81614.203(d)(5), federal agencies, as an aspect of affirmative action, are required to provide personal
assistance services (PAS) to employees who need them because of a targeted disability, unless doing so would impose an undue
hardship on the agency.

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

During FY 2020, the PAS procedures and templates were cleared through ODCR internal clearance and were submitted to EEOC
for review on March 3, 2020. The PAS procedures were posted to the required websites on June 12, 2020. The procurement packet
for a standalone | CE contract was completed and awarded in September 2020. Additionally, a procurement packet was completed
and submitted to establish an ICE BPA for PAS services. Training was provided for ERO and OPLA at one ICE locationin FY
2020 and will be rolled out across ICE in FY 2021.

Section VII: EEO Complaint and Findings Data
A.EEO COMPLAINT DATA INVOLVING HARASSMENT

1. During thelast fiscal year, did a higher percentage of PWD file aformal EEO complaint alleging harassment, as compared
to the governmentwide average?

Answer No
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During the last fiscal year, did any complaints alleging harassment based on disability status result in afinding of
discrimination or a settlement agreement?

Answer Yes

3. If the agency had one or more findings of discrimination alleging harassment based on disability status during the last
fiscal year, please describe the corrective measures taken by the agency.

The finding was a default judgment for failure to timely investigate the complaint. The corrective action included: $95,000 in
compensatory damages; $15,091 in attorney fees and costs paid to Complainant; 8 hours of training for EEO office staff regarding
complaint processing and timetabl es/deadlines; and a Notice to Employees posted for 60 days.

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

1. During thelast fiscal year, did ahigher percentage of PWD file aformal EEO complaint alleging failure to provide a
reasonable

accommodation, as compared to the government-wide average?
Answer No

2. During the last fiscal year, did any complaints alleging failure to provide reasonable accommodation result in a finding of
discrimination or a settlement agreement?

Answer Yes

3. If the agency had one or more findings of discrimination involving the failure to provide a reasonable accommodation
during the last fiscal year, please describe the corrective measures taken by the agency.

Section VIII: Identification and Removal of Barriers

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

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

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

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

Page 24



DHS Immigration and Customs
Enforcement

FY 2020

Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The lower than expected representation of PWD and PWTD who received other types of awards.

STATEMENT OF

Barrier Group

BARRIER GROUPS:

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: N

STATEMENT OF

Barrier Name |

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Unidentified |To date no barrier has been identified.

Provide a succinct statement

of the agency policy,

procedure

or practice that has been

determined to be the barrier

of the

undesired condition.

Objective(s) and Datesfor EEO Plan
Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/02/2019 |12/21/2021 Yes Identify and resolve potential barriers regarding PWD
and PWTD in regard to receiving other types of
awards.

Responsible Official(s)
Title Name Standards Address The Plan?

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Deputy Assistant Director, ODCR Robin Kilgore Yes

(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes

Division, ODCR

Assistant Director, ODCR Scott Lanum Yes

Disability Program Manager, ODCR Lynn Dickson Yes
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2021 | Draft aplan of action to resolve barriers identified via No
barrier analysis.
06/30/2021  |Conduct afocus group with supervisors. No
03/30/2021  |Conduct additional analysis to identify any potential No
barriers.
12/31/2021 |Implement plans of action to resolve barriersidentified No
viabarrier analysis.
08/30/2021  |Conduct afocus group with employees. No
Report of Accomplishments
Fiscal Year Accomplishment
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF

A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The low number of selections of PWTD regarding new hires in the permanent workforce as
CONDITION THAT WAS |compared to the goal of 2%.

STATEMENT OF

Barrier Group

BARRIER GROUPS:

People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: Y

STATEMENT OF

Barrier Name

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

Law Enforcement Barrier

A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement
positions, and non- Law Enforcement positions.

or practice that has been
determined to be the barrier

Architectura Barriers

Architectural Barriers have been identified at |CE facilitiesin
Washington, DC.

undesired condition.

of the Physical Barrier

Physical requirement barriers have been identified regarding Law
Enforcement positions.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/0/2019 [12/31/2021 No To increase the number of PWTD selections (new
hires) in the permanent workforce
Responsible Official(s)

Title Name Standards Address The Plan?
Deputy Assistant Director, ODCR Robin Kilgore Yes
(A) Chief, Diversity Management Rita Bhanot Yes
Division, ODCR
Disability Program Manager, ODCR Lynn Dickson Yes
Assistant Director, ODCR Scott Lanum Yes
(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes
Division, ODCR
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Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2020  |Conduct additional analysisto identify additional barriers. No 09/30/2020
11/30/2020 |Draft aplan of action to resolve barriersidentified via No
barrier analysis.
03/30/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.
09/30/2020 |ODCR and OHC will share resources, including the No 09/30/2021
utilization of F-SEPM at recruitment events.
01/31/2021 |ODCR and OHC will share resources and participate in No

recruitment events for Gallaudet University and the
National Technical Ingtitute for the Deaf (NTID) at the
Rochester Institute of Technology.

03/30/2021 |Develop astate by state list of law schools and their No
disability program point of contact.

06/30/2021 |Draft an outreach plan in partnership with OHC to target No
these ingtitutions.

09/30/2021 | Develop marketing materials to be provided to the No

Disahility Program Point of Contact at these institutions.

Report of Accomplishments
Fiscal Year Accomplishment

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
The ongoing COVID-19 restrictions has impacted the agency’ s ability to timely complete various activities. At
this time |CE employees are teleworking to the maximum extent possible based on their location, local
pandemic related restrictions, and restrictions in place under the |CE Reconstitution Plan. Due to the ongoing
COVID-19 restrictions ODCR and OHC were limited in their ability to utilize F-SEPM’ s at recruitment events,
thus the completion date for this activity has been modified to September 30, 2021. Additionaly, the
completion date for ODCR and OHC participation in recruitment events at Gallaudet University and NTID has
been modified to September 30, 2021.

2019 Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical
requirements for employees throughout the | CE workforce. Review of position descriptions for the 1801 series
noted potential barriers regarding physical requirements, inability to control mealtimes, and necessity to
maintain a current driver’slicense, for both LEO and non-LEO positions.

2019 ODCR conducted seven (7) Architectural Barrier Assessments of | CE facilities in Washington, DC.

2020 Additional, barrier analysis was conducted identifying multiple positions throughout | CE with potential barriers
for PWD and PWTD employees in both LEO and non-LEO positions.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward

eliminating the barrier(s).

ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The low number of selections of PWTD regarding new hires for Mission Critical Position; General
Inspection, Investigation, Enforcement and Compliance job series (1801) and Intelligence Research
Specialist job series (0132) as compared to the goal of 2%. The low number of selections of PWD
and PWTD regarding new hires for Mission Critical Position; Criminal Investigator series (1811)
and Attorney/General Attorney (0905), and as compared to the goal(s) of 12% and 2%.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:
Barrier(s) Identified?: Y

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Barrier Name Description of Policy, Procedure, or Practice

Architectural Barriers have been identified at ICE facilitiesin
Washington, DC.

Architectural Barrier

Physical Barrier Physical requirement barriers have been identified regarding Law

Enforcement positions.

Law Enforcement Barrier A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement,

and non- Law Enforcement positions.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/0/2019 (12/31/2021 Yes To increase the number of PWD and PWTD selections
(new hires) for Mission Critical Positions.
Responsible Official(s)
Title Name Standards Address The Plan?

Deputy Assistant Director, ODCR Robin Kilgore Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Disability Program Manager, ODCR Lynn Dickson Yes

Assistant Director, ODCR Scott Lanum Yes

(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes

Division, ODCR
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 |Conduct additional analysisto identify any potential No 12/31/2019 12/31/2019
barriers regarding Attorney/General Attorney (0905).
09/30/2020 | Draft aplan of action to resolve barriers identified via No 09/30/2020
barrier analysis.
08/30/2020 |Conduct additional analysisto identify any potential No 08/30/2020
barriers regarding Criminal Investigator Series 1811, and
Intelligence Research Specialist Series 0132.
11/30/2020 |Implement plans of action to resolve barriersidentified No
viabarrier analysis.
09/30/2020 |ODCR and the Office of Human Capital will share No 09/30/2021
resources, including the utilization of F-SEPM at
recruitment events.
01/31/2020 |ODCR and OHC will share resources and participate in No 09/30/2021
recruitment events for Gallaudet University and the
National Technical Institute for the Deaf (NTID) at the
Rochester Institute of Technology.
03/30/2021 |Develop a state by state list of Law Schools and their No
Disability Program Point of Contact.
06/30/2021 | Draft an outreach plan in partner with OHC to target No
these institutions.
09/30/2021  |Develop marketing materials to be provided to the No
Disability Program Point of Contact at these institutions.
Report of Accomplishments
Fiscal Year Accomplishment

2020 Additional, barrier analysis was conducted regarding the 0132 and 1801 series as well as additional positions
throughout | CE with potential barriers for PWD and PWTD employeesin both LEO and non-LEO positions.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
The ongoing COVID-19 restrictions has impacted the agency’ s ability to participate in recruitment activities
with Gallaudet University or NTID due to local pandemic related restrictions, and restrictionsin place under
the ICE Reconstitution Plan. The completion date for ODCR and OHC participation in recruitment events at
Gallaudet University and NTID has been modified to September 30, 2021.

2020 3. 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.

Barrier analysis continued throughout FY 2020, however, due to the contractors limited availability ODCR was
unable to complete the review of position descriptions and move forward with areview of pertinent policies.

2019 The number of PWD and PWTD new hires for the General Inspection, Investigation, Enforcement and
Compliance job series (1801) increased in FY 2019, resulting in the resolution of the triggersidentified in FY
2018.

2019 Additionally, the number of PWD and PWTD new hires for the Criminal Investigator job series (1811)
increased in FY 2019, resulting in the resolution of the triggersidentified in FY 2018.

2019 Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical
requirements for employees throughout the | CE workforce. Review of position descriptions for the 1801 series
noted potential barriers regarding physical requirements, inability to control mealtimes, and necessity to
maintain a current driver’slicense, for both LEO and non-LEO positions.

2020 A plan of action to address the identified barriers was drafted.
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Report of Accomplishments
Fiscal Year Accomplishment

2012 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employess.
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Sour ce of the Trigger: Workforce Data (if so identify the table)

Specific Workforce Data  |Workforce Data Table - B1

Table:

STATEMENT OF ICE has atrigger involving PWD and PWTD among qualified internal applicants for Mission

CONDITION THAT WAS | Critical Occupations; Attorney/Genera Attorney (0905), and Intelligence Research Specialist job

A TRIGGER FOR A series (0132), General Inspection, Investigation, Enforcement and Compliance Series (1801) and

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

POTENTIAL BARRIER: |Criminal Investigator Series (1811) as compared to the goal(s) of 12% and 2%.

STATEMENT OF Barrier Group

BARRIER GROUPS:

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: Y

STATEMENT OF Barrier Name

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Architectural Barrier

Architectural Barriers have been identified at ICE facilitiesin
Washington, DC.

Provide a succinct statement

Physical requirement barriers have been identified regarding Law
Enforcement positions.

determined to be the barrier
of the
undesired condition.

of the agency policy, Physical Barrier
procedure
or prectice that has been Law Enforcement Barrier

A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement,
and non- Law Enforcement positions.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/0/2019 (12/31/2021 Yes To increase the number of PWD and PWTD selections
among qualified internal applicantsfor Mission
Critical Positions.

Responsible Official(s)
Title Name Standards Address The Plan?

Assistant Director, ODCR Scott Lanum Yes

(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes

Division, ODCR

Deputy Assistant Director, ODCR Robin Kilgore Yes

Disability Program Manager, ODCR Lynn Dickson Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR
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Planned Activities Toward Completion of Objective

Target Date

Modified
Date

Planned Activities Sufficient
Staffing &
Funding?

Completion
Date

09/30/2019

Monitor updates regarding the availability of updated No 09/30/2019

Internal Applicant Data.

09/30/2020

Conduct barrier analysisto determineiif triggers exist, No 09/30/2021

once datais available.

09/30/2020

Coordinate with the USA Staffing point of contact to No 09/30/2020
determine if a custom report can be developed for ICE
that would provide the internal competitive promotions

information broken down by grade level.

Report of Accomplishments

Fiscal Year

Accomplishment

2019

Applicant Flow Data was obtained viathe USA Staffing portal which provides information regarding internal
competitive promotions.

2019

Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical
requirements for employees throughout the | CE workforce. Review of position descriptions for the 1801 series
noted potential barriersin regard to physical requirements, inability to control meal times, and necessity to
maintain a current driver’s license, for both Law Enforcement Officers and non-Law Enforcement Officers.

2020

Additional dataisavailable from USA Staffing which contains Applicant Flow Dataregarding Internal
Competitive promotions for Mission Critical Positions across all grades, after the announcement is closed and
all certificates for avacancy have been audited.

2020

ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.

2020

3. 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.

Applicant Flow Data was obtained viathe USA Staffing portal which provides information regarding internal
competitive promotions. However, although ICE was able to obtain this data, it did not assist usin eliminating
the barrier. The information available provides information regarding internal competitive promotions across
the workforce and not broken down by grade level. The Disability Program Manager will coordinate with the
USA Staffing point of contact to determine if a custom report can be devel oped for ICE that would provide the
internal competitive promotions information broken down by grade level.

2020

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

The availability of Applicant Flow Dataincluded in the MD-715 tables and USA Staffing provided ICE the
ability to review and determine whether the information provided is sufficient for conducting the needed
analysis of the |CE workforce, as well as determining next steps to obtain additional data.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

ICE has atrigger involving PWD and PWTD among qualified internal applicants for Mission
Critical Occupations; Attorney/General Attorney (0905), and Criminal Investigator Series (1811) as
compared to the goal (s) of 12% and 2%. |CE has a trigger involving PWTD among qualified
internal applicants for Mission Critical Occupations; Intelligence Research Specialist job series
(0132), and General Inspection, Investigation, Enforcement and Compliance Series (1801)
compared to the goal(s) of 12% and 2%.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:
Barrier(s) Identified?: Y

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Barrier Name Description of Policy, Procedure, or Practice

Law Enforcement Barrier A barrier has been identified related to the obtaining and
maintaining avalid driver's licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement,

and non- Law Enforcement positions.

Architectural Barrier Architectural Barriers have been identified at ICE facilitiesin

Washington, DC.

Physical Barrier Physical requirement barriers have been identified regarding Law

Enforcement positions.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/0/2019 (12/31/2021 Yes To increase the number of PWD and PWTD selections
among qualified internal applicantsfor Mission
Critical Positions.

Responsible Official(s)
Title Name Standards Address The Plan?

Disahility Program Manager, ODCR Lynn Dickson Yes

(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes

Division, ODCR

Deputy Assistant Director, ODCR Robin Kilgore Yes

Assistant Director, ODCR Scott Lanum Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 [Monitor updates regarding the availability of updated No 09/30/2019
internal applicant data.
09/30/2020  |Conduct barrier analysisto turn determineiif triggers No 09/30/2020
exist, once datais available.
09/30/2020 |Coordinate with the USA staffing point of contact to No 09/30/2020
determine if a custom report can be developed for ICE
that would provide the internal competitive promotions
information broken down by grade level.
01/31/2021 | Draft aplan of action to resolve barriers identified via No
barrier analysis.
06/30/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.
Report of Accomplishments
Fiscal Year Accomplishment

2019 Applicant Flow Data was obtained viathe USA Staffing portal which provides information regarding internal
competitive promotions.

2019 Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical
requirements for employees throughout the | CE workforce. Review of position descriptions for the 1801 series
noted potential barriersin regard to physical requirements, inability to control meal times, and necessity to
maintain a current driver’s license, for both Law Enforcement Officers and non-Law Enforcement Officers.

2020 Additional datawas obtained from USA Staffing which provides information regarding Internal Competitive
promotions for Mission Critical Occupations across al grades, once the closed and all certificates for the
vacancy have been audited.

2020 ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

The availability of Applicant Flow Data from USA Staffing provided ICE the ability to review and determine
whether the information provided is sufficient for conducting the needed analysis of the | CE workforce, as well
as determining next steps to obtain additional data.

Completion of the additional barrier analysis allowed ODCR to identify potential barriers for LEO and non-
LEO positions throughout | CE. Potential barriers are related to the requirement to obtain and maintain a
driver’'slicense, strenuous physical activity, vision/hearing requirements and dexterity requirements were
identified as potentially impacting separation for PWD and PWTD employees.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The lower than expected participation of PWD and PWTD in the permanent workforce, regarding
grade GS-11 to SES, as compared to the goal of 12% and 2% respectively.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier Analysis Process
Completed?:

Y

Barrier(s) Identified?:

Y

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Barrier Name

Description of Policy, Procedure, or Practice

Architectural Barrier

Architectural Barriers have been identified at ICE facilitiesin
Washington, DC.

Physical Barrier

Physical requirement barriers have been identified regarding Law
Enforcement positions.

Law Enforcement Barrier

positions.

A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding LEO, and non-LEO

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/0/2019 (12/31/2021 Yes To resolve architectural barriersfor GS-11to SESin
the permanent workforce regarding PWD.
Responsible Official(s)
Title Name Standards Address The Plan?

Disability Program Manager, ODCR Lynn Dickson Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Assistant Director, ODCR Scott Lanum Yes

Deputy Assistant Director, ODCR Robin Kilgore Yes

(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes

Division, ODCR
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?

09/30/2019 |Conduct barrier analysisto identify any potential barriers. No 06/30/2020

09/30/2019 |Coordinate with SPPC and recruiting to provide No 09/30/2020 09/30/2020
information regarding reasonable accommodation to
perspective job applicants at community events.

09/30/2019 |Conduct a pilot walkthrough of ICE facilitiesin Yes 12/31/2021
Washington DC to identify architectural barriers.

12/30/2019 | Conduct a pilot walkthrough of ICE facilitiesin Yes 12/31/2021
Baltimore to identify architectural barriers.

12/30/2019 |Conduct apilot walk through of ICE facilitiesin Yes 12/31/2021
Baltimore to identify architectural barriers.

06/30/2020 | Develop reasonable accommodation materials to be No 11/07/2019
provided to prospective job applicants.

06/30/2020 |Develop astate by state list of universities and colleges No 09/26/2020
who provide career devel opment services for individuals
with disabilities.

08/30/2020 |Develop training for F-SEPM S regarding the No 08/30/2020
identification of architectural barriers.

09/30/2020 |Develop a state-by-state list of local disability agencies No 08/30/2020
that serve potential job candidates.

09/30/2020 | Develop reasonable accommodation materials to be No 03/10/2020
provided to prospective job applicants at community
events.

09/30/2020 |Develop marketing materials to provide to colleges that No 03/10/2020
provide career development services for individuals with
disabilities.

09/30/2020 |Draft a plan to address identified architectural barriers for Yes 09/11/2020
I CE facilities in Washington DC.

09/30/2020 |Establish anationa strategy to conduct the architectural Yes 09/11/2020
barrier investigations of |CE facilities.

09/30/2020 |Draft a plan to expand assessments related to Yes 09/11/2020
architectural barriers to other geographic locations.

12/31/2020 |Implement resolutions for identified architectural barriers Yes 12/31/2021
for facilitiesin Washington DC.

01/31/2021 | Draft aplan of action to resolve barriers identified via No 12/31/2021
barrier analysis.

06/30/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.

09/30/2021 |Draft aplan to address identified barriers for ICE No 09/11/2020
facilitiesin Baltimore.

12/31/2021 |Implement resolutions for identified architectural barriers Yes 12/31/2021
for ICE facilitiesin Baltimore.

01/31/2021 |Providetraining for F-SEPMS for conducting Yes
independent inspections to identify architectural barriers.
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Report of Accomplishments

Fiscal Year Accomplishment
2020 ODCR devel oped reasonabl e accommodation materials to be provided to perspective job applicants at
community events and coordinated with the SPPC to ensure distribution.
2020 A state by state list of local disability agencies whom serve potential job candidates was developed.
2019 Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical

requirements for empl oyees throughout the | CE workforce. Review of position descriptions for the 1801 series
noted potential barriers regarding physical requirements, inability to control mealtimes, and necessity to
maintain a current driver’slicense, for both LEO and non-LEO positions.

2020 3. 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.

ODCR will shift the focus of Architectural Barrier Assessments from compl eting assessments to training of F-
SEPM'’s and preparation of assessment tools, due to restrictionsin place related to the COVID-19 pandemic.
Asindividual offices reopen under the ICE Reconstitution plan Architectural Barrier Assessments will be
initiated by the F-SEPM’s. Barrier analysis will continuein FY 2021 with afocus on position descriptions and
transitioning to areview of policies and procedures.

2019 OCDR coordinated with the General Services Administration (GSA) and the Architectural Barriers Board to
obtain information regarding the Architectural Barriers requirements and checklists for conducting
Architectural Barriers walk-throughs.

2019 ODCR conducted seven (7) Architectural Barrier Assessments of | CE facilities in Washington, DC.

2020 The DPM prepared a training presentation for F-SEPM S regarding the identification of architectural barriers.
The presentation is currently being reviewed in order to add relevant information regarding COVID-19.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.

The ongoing COVID-19 restrictions has impacted the agency’ s ability to complete the scheduled Architectural
Barrier Assessments, as at this time | CE employees are teleworking to the maximum extent possible based on
their location, local pandemic related restrictions, and restrictions in place under the ICE Reconstitution Plan.

2020 ODCR devel oped reasonabl e accommodation materials to be provided to Disability program POCs at colleges
that provide career development services for individuals with disabilities.

2020 A plan to address architectural barriersin the Washington DC metro area was established along with aplan to
conduct Architectural Barrier Assessments nationally with the assistance of the F-SEPM’s.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward

eliminating the barrier(s).

The Architectural Barrier assessments which were completed provided valuable information which will be used
to establish the plan for resolving the identified barriers. Barriers identified included issues such as absence of
electronic door openers, inaccessible kitchen areas or pantries, inaccessible file cabinets, and inaccessible maps
or notices for visually impaired employees.
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Sour ce of the Trigger: Workforce Data (if so identify the table)

Specific Workforce Data  |Workforce Data Table - B1

Table:

STATEMENT OF The lower than expected participation of PWD applicants and or selectees for career development

CONDITION THAT WAS (programs.
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

STATEMENT OF Barrier Group

BARRIER GROUPS:

People with Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: N

STATEMENT OF Barrier Name |

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Not Identified

| To date no barrier has been identified.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/0/2019 (12/31/2021 Yes Identify potential barriersto participation and enhance
data gathering for PWTD participants for Career
Development Programs.

Responsible Official(s)
Title Name Standards Address The Plan?

(A) Deputy Chief, Diversity Management |Catolyn L. Leary Yes

Division, ODCR

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Disability Program Manager, ODCR Lynn Dickson Yes

Deputy Assistant Director, ODCR Robin Kilgore Yes

Assistant Director, ODCR Scott Lanum Yes
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 | Schedule a meeting with the office of leadership and No 03/27/2019
career development OLCD to review data gathering
requirements.
10/31/2019 | Schedule a meeting with the ICE Chiefs of staff officeto No 12/31/2020
discuss detail assignments and data gathering
requirements.
11/30/2019 | Schedule a meeting with the office of leadership in career No 11/30/2020 10/13/2020
development to discuss internship and fellowship
programs and data gathering regquirements.
12/31/2019 | Schedule a meeting with the PALMS point of contact to No 09/30/2020 09/30/2020
ensure information is available regarding reasonable
accommodations.
12/31/2019 |Review application for leadership and career No 03/28/2019
devel opment programs to ensure it contains information
regarding requesting a reasonable accommodation.
09/30/2020  |ICE broadcast to workforce informing them that No 09/30/2021
reasonable accommodations are available for individuals
participating in career development programs.
09/30/2020 | Develop Reasonable Accommodation marketing No 03/10/2020
materials that can be distributed by OLCD and other ICE
career development programs, providing information on
how to request an RA for participation in a career
development program.
09/30/2020 | Disability Awareness month fair, to include community No 10/09/2019
partner demonstrations, info sessions, and career
devel opment sessions.
09/30/2021  |Callaborate with OLCD to update the website regarding No
Reasonable Accommodations an ensure 508 compliance.
12/31/2019 | Coordinate with leadership and career development to No 03/28/2020
ensure al announcements contain instructions for
requesting a reasonable accommaodation.
Report of Accomplishments
Fiscal Y ear Accomplishment
2019 ODCR staff and OLCD staff discussed the need to provide reasonable accommodation information for each of
OLCD's.
2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).
Throughout FY 2020 the Disability program manager worked with divisions throughout ICE, as well as DHS
training programs, to obtain the data needed to determine if ICE has triggers related to participation of PWD &
PWTD in career development programs. The data received allowed ODCR to identify triggers related to PWD
& PWTD participation in career development programs. Additionally, the data allowed ODCR to distinguish
between LEO and no-LEO participation in the various career development programs.
2020 3. 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.
ODCR will continue to work with divisions throughout ICE, as well as DHS training programs, to gain
additional data related to participation in career development programs. ODCR will begin meeting with the
various divisions to review the datain order to identify potential barriers to participation specific to the
individual divisions.
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Report of Accomplishments
Fiscal Year Accomplishment

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
The OLCD insight pageisin the process of being modified, therefore the | CE Broadcast regarding the
provision of reasonable accommodations quit participating in career development programs was not issued
during FY 2020. In coordination with OLCD the decision was made to modify the completion date to allow for
the new OLCD insight page to be completed and posted which will contain information regarding the
availability of reasonable accommodations for training program

2019 ODCR staff and OLCD staff reviewed the application for OLCD programs an insure it contains information for
requesting a reasonable accommaodation.
2019 ODCR met with OLCD to discuss the requirements for data collection. As aresult of that meeting, A meansto

provide ODCR when the needed data was devel oped.

2020 The Disability Program manager met with OLCD staff regarding internship and fellowship programs. OLCD
does not administer these programs and thus cannot assist with data gathering requirements. However, OLCD
provided the names and contact information for the individuals who do administer internship and fellowship
programs for ICE.

2020 The Disability Program manager met with the PALM S administrator regarding reasonable Accommodations
for employees completing online training. Per the PALM S administrator information regarding reasonable
accommodationsis not posted PALMS due to their mandate that each training posted must be 508 compliant.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF

A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The lower than expected representation of PWD and PWTD whom received time off awards of
CONDITION THAT WAS | 11-20 hours, 21-30 hours, and 31-40 hours; as well as cash awards of $1,000-$1999, $2,000-$2,999,
$3,000-$3,999. $4,000-$4,999, and $5,000-$5,999.

STATEMENT OF

Barrier Group

BARRIER GROUPS:

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: Y

STATEMENT OF

Barrier Name |

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Division, ODCR

Unidentified |To date no barrier has been identified.
Provide a succinct statement
of the agency policy,
procedure
or practice that has been
determined to be the barrier
of the
undesired condition.
Objective(s) and Datesfor EEO Plan
Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/02/2019 |12/31/2021 Yes Identify and resolve potential barriers regarding PWD
and PWTD within the awards programs.
Responsible Official(s)
Title Name Standards Address The Plan?
Disability Program Manager, ODCR Lynn Dickson Yes
(A) Chief, Diversity Management Rita Bhanot Yes
Division, ODCR
Deputy Assistant Director, ODCR Robin Kilgore Yes
Assistant Director, ODCR Scott Lanum Yes
(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes
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Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 |Conduct additional analysis to identify any potential No 09/30/2020 09/30/2020
barriers.
09/30/2020  |Conduct afocus group with supervisors. Yes 11/06/2019
12/31/2020 |Conduct afocus group with employees. Yes 11/06/2019
01/31/2021 | Draft aplan of action to resolve barriers identified via No
barrier analysis.
06/30/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.

Report of Accomplishments

Fiscal Year Accomplishment
2020 A focus group was conducted with employees representing ERO, M&A, and OCIO. The employees shared that
at times it seems that supervisors consider the employees disability status when determining the type of award
received.
2019 Barrier analysis was implemented and focused on identifying barriersin relation to physical requirements for

employees throughout the | CE workforce. Review of position descriptions for the 1801 series identified
potential barriers regarding physical requirements, inability to control mealtimes, and necessity to maintain a
current driver’slicense, for both LEO and non-LEO positions.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
Barrier analysis continued throughout FY 2020, however, due to the contractors limited availability ODCR was
unable to compl ete the review of position descriptions and move forward with areview of pertinent policies.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).
The focus groups provided information to direct additional research.

2020 3. 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.

ICE will continue with barrier analysis an FY 2021 transitioning from the review of position descriptionsto the
review of pertinent policies. Based on information gained from the focus groups ODCR will conduct further
research related to awards. Specifically, ODCR will conduct an analysis award data related to LEO, non-LEQO,
aswell as by directorate to identify any potential barriers or pattern in regard to the provision of awards.

2020 Barrier analysis continued in FY 2020 resulting in the identification of barriers for LEO and non-LEO positions
asit relates to physical requirements and the need to obtain and maintain adriver'slicense.
2020 A focus group was held with supervisors representing OPLA and ERO. The supervisors shared that awards are

provided based on year end performance appraisals, and could not readily identify reasons why PWD and
PWTD employees are receiving fewer awards than their colleagues.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS | 2020.
A TRIGGER FOR A

POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The lower than expected representation of PWTD whom received Quality Step Increasesin FY

STATEMENT OF

Barrier Group

BARRIER GROUPS:

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: N

STATEMENT OF

Barrier Name |

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Unidentified |To date no barrier has been identified.
Provide a succinct statement
of the agency policy,
procedure
or practice that has been
determined to be the barrier
of the
undesired condition.
Objective(s) and Datesfor EEO Plan
Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/02/2019 |12/31/2021 Yes Identify and resolve potential barriers regarding
PWTD in regard to receiving Quality Step Increases.
Responsible Official(s)
Title Name Standards Address The Plan?
(A) Chief, Diversity Management Rita Bhanot Yes
Division, ODCR
Assistant Director, ODCR Scott Lanum Yes
(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes
Division, ODCR
Disability Program Manager, ODCR Lynn Dickson Yes
Deputy Assistant Director, ODCR Robin Kilgore Yes

Page 44



DHS Immigration and Customs FY 2020

Enfor cement
Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
03/30/2020 |Conduct additional analysis to identify any potential No 09/30/2020 09/30/2020
barriers.
09/30/2020  |Conduct afocus group with supervisors. No 11/06/2019
01/31/2021 | Conduct afocus group with employees. No 11/06/2019
03/30/2021 | Draft aplan of action to resolve barriers identified via No
barrier analysis.
06/30/2021  |Implement plans of action to resolve identified barriers. No
Report of Accomplishments
Fiscal Year Accomplishment

2012 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

The focus groups provided information to direct additional research.

2020 3. 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.

ICE will continue with barrier analysisan FY 2021 transitioning from the review of position descriptions to the
review of pertinent policies. Based on information gained from the focus groups ODCR will conduct further
research related to awards. Specifically, ODCR will conduct an analysis award data related to L EO, non-LEQO,
aswell as by directorate to identify any potential barriers or pattern in regard to the provision of awards.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
Barrier analysis continued throughout FY 2020, however, due to the contractors limited availability ODCR was
unable to complete the review of position descriptions and move forward with areview of pertinent policies.

2020 A focus group was conducted with employees representing ERO, M&A, and OCIO. The employees shared that
at times it seems that supervisors consider the employee's disability status when determining the type of award
received.

2020 A focus group was held with supervisors representing OPLA and ERO. The supervisors shared that awards are
provided based on year-end performance appraisals, and could not readily identify reasons why PWD and
PWTD employees are receiving fewer awards than their colleagues.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF

A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

ICE has atrigger involving PWD among qualified internal applicants and/or selectees for
CONDITION THAT WAS |promotions regarding GS-13 to SES and PWTD to GS-14 to SES.

STATEMENT OF

Barrier Group

BARRIER GROUPS:

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: Y

STATEMENT OF

Barrier Name

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Architectural Barrier

Architectural Barriers have been identified at ICE facilitiesin
Washington, DC.

Provide a succinct statement
of the agency policy,
procedure

Physical Barrier

Physical requirement barriers have been identified regarding Law
Enforcement positions.

or practice that has been
determined to be the barrier
of the

undesired condition.

Law Enforcement Barrier

A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement
positions, and non- Law Enforcement positions.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/0/2019 (12/31/2021 Yes To increase the number of PWD selections among
qualified internal applicants for promotions regarding
GS-13to SESand PWTD to GS-14 to SES.

Responsible Official(s)
Title Name Standards Address The Plan?

Deputy Assistant Director, ODCR Robin Kilgore Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Assistant Director, ODCR Scott Lanum Yes

(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes

Division, ODCR

Disability Program Manager, ODCR Lynn Dickson Yes
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Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 [Monitor updates regarding availability of updated No 09/30/2019
Internal Applicant Data.
09/30/2020  |Conduct barrier analysisto identify potential triggers, No 09/30/2020
upon receipt of updated available.
01/31/2021 | Draft aplan of action to resolve barriers identified via No
barrier analysis.
06/30/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.

Report of Accomplishments

Fiscal Year Accomplishment
2019 Applicant Flow Data was obtained viathe USA Staffing portal which provides information regarding internal
competitive promotions.
2019 Barrier analysis was implemented and focused on identifying barriersin relation to physical requirements for

employees throughout the | CE workforce. Review of position descriptions for the 1801 series identified
potential barriersin regard to physical requirements, inability to control mealtimes, and necessity to maintain a
current driver’slicense, for both LEO and non-LEO positions.

2020 ODCR conducted areview of 191 position descriptionsto identify potential barriersfor LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentialy
impacting separation for PWD and PWTD employess.

2020 Additional datawas obtained from USA Staffing which provides information regarding Internal Competitive
promotions for Mission Critical Occupations across al grades, once the closed and all certificates for the
vacancy have been audited.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

The availability of Applicant Flow Datafrom USA Staffing provided | CE the ability to review and determine
whether the information provided is sufficient for conducting the needed analysis of the | CE workforce, as well
as determining next steps to obtain additional data. The completed barrier analysis identified specific barriers
for employeesin LEO and non-LEO positions. Thisinformation provides abasis for ODCR to begin dialogues
with OHC and | CE Directorates regarding the barriersto determine if the specific barrier truly exists.

2020 3. 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.

Barrier analysiswill continue during FY 2021. The focus will be to complete the review of position
descriptions and transition to areview of pertinent policies.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The lower than anticipated rate of selectees from the qualified applicant pool for PWD new hires
regarding GS-14 to SES and PWTD new hires from GS— 13 to SES.

STATEMENT OF

Barrier Group

BARRIER GROUPS:

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |Y
Completed?:

Barrier(s) Identified?: Y

STATEMENT OF

Barrier Name

Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER:

Physical Barrier

Physical requirement barriers have been identified regarding Law
Enforcement positions.

Provide a succinct statement
of the agency policy,
procedure

Architectural Barrier

Architectural Barriers have been identified at ICE facilitiesin

Washington, DC.

or practice that has been
determined to be the barrier
of the

undesired condition.

Law Enforcement Barrier

A barrier has been identified related to the obtaining and
maintaining avalid drivers licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement
positions, and non- Law Enforcement positions.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/0/2019 (12/31/2021 Yes To identify and resolve potential barriers, resulting in
an Increase in the number of PWD selectees for GS-14
to SES.

Responsible Official(s)
Title Name Standards Address The Plan?

Deputy Assistant Director, ODCR Robin Kilgore Yes

Assistant Director, ODCR Scott Lanum Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes

Division, ODCR

Disability Program Manager, ODCR Lynn Dickson Yes
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?

09/30/2019 |Conduct additional analysis to identify any potential No 09/30/2020 09/30/2020
barriers.

01/31/2020 |Implement plans of action to resolve barriersidentified No 12/31/2021
viabarrier analysis.

09/30/2020 |Develop alist of state by state disability agencies whom No 09/08/2020
serve potential job candidates.

09/30/2019 | Develop reasonable accommodation materias to be No 06/30/2020 03/10/2020
provided to perspective job applicants at community
outreach events.

12/31/2019 | Coordinate with SPPC and recruiting to provide No 09/30/2020 09/30/2020
information regarding reasonable accommodations to
perspective job applicants at community events.

09/30/2020 |Develop marketing materials to provide to colleges No 03/10/2020
whom provide career development services for
individuals with disabilities.

06/30/2020 |Draft a plan of action to resolve barriers identified via No 12/31/2021
barrier analysis.

Report of Accomplishments

Fiscal Year Accomplishment

2020 A state by state list of local disability agencies whom serve potential job candidates was devel oped.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
Barrier analysis continued throughout FY 2020, however, due to the contractors limited availability ODCR was
unable to complete the review of position descriptions and move forward with areview of pertinent policies.
The ongoing COVID-19 restrictions has impacted the agency’s ability to timely address the identified
Architectural Barriers. At thistime ICE employees are teleworking to the maximum extent possible based on
their location, local pandemic related restrictions, and restrictions in place under the | CE Reconstitution Plan.
Thus, employees are not working in offices where Architectural Barriers have been identified. Additionaly, the
agency isin the process of a Workforce Transformation Initiative (WTI) which will change the agencies
footprint throughout the Continental United States. The identified Architectural Barriers will be reviewed, and
resolutions developed once it has been determined if the Agency will continue to utilize the office spacein
which the barriers were identified. The completion date for implementing a plan of action to address the
identified Architectural Barriers has been modified to December 31, 2021 due to the current COVID-19
pandemic.

2020 3. 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.

ODCR will shift the focus of Architectural Barrier Assessments from completing assessments to training of F-
SEPM’s and preparation of assessment tools, due to restrictionsin place related to the COVID-19 pandemic.
Asindividua offices reopen under the ICE Reconstitution plan Architectural Barrier Assessments will be
initiated by the F-SEPM’s. Barrier analysis will continue in FY 2021 with a focus on position descriptions and
transitioning to areview of policies and procedures.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

The Architectural Barrier assessments which were completed provided valuable information which will be used
to establish the plan for resolving the identified barriers. Barriers identified included issues such as absence of
electronic door openers, inaccessible kitchen areas or pantries, inaccessible file cabinets, and inaccessible maps
or notices for visually impaired employees.
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Report of Accomplishments
Fiscal Year Accomplishment

2020 ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’slicense, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employess.

2020 ODCR devel oped reasonable accommodation materials to be provided to prospective job applicants at
community events and coordinated with the SPPC to ensure distribution.

2020 The DPM prepared atraining presentation for F-SEPM S regarding the identification of architectural barriers.
The presentation is currently being reviewed in order to add relevant information regarding COVID-19.

2020 ODCR devel oped reasonabl e accommodation materials to be provided to Disability program POCs at colleges
whom provide career development services for individuals with disabilities.

2020 A plan to address architectural barriersin the Washington DC metro area was established along with aplanto

conduct Architectural Barrier Assessments nationally with the assistance of the F-SEPM’s.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

| CE has a perceived trigger involving PWD and PWTD among qualified internal applicants and/or
selectees for promotions to supervisory positions.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier Analysis Process
Completed?:

Y

Barrier(s) Identified?:

Y

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Barrier Name

Description of Policy, Procedure, or Practice

Applicant Flow Data

Applicant flow datais not available regarding qualified internal
applicants per grade level.

Physical Barrier

Physical requirement barriers have been identified regarding Law
Enforcement positions.

Law Enforcement Barrier

A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding Law Enforcement
positions, and non- Law Enforcement positions.

Architectural Barrier

Architectural Barriers have been identified at |CE facilitiesin
Washington, DC.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/02/2019 |12/31/2021 Yes Obtain applicant flow datafor qualified internal
applicants.
Responsible Official(s)
Title Name Standar ds Address The Plan?

Disability Program Manager, ODCR Lynn Dickson Yes

(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes

Division, ODCR

Deputy Assistant Director, ODCR Robin Kilgore Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Assistant Director, ODCR Scott Lanum Yes

Page 51



DHS Immigration and Customs FY 2020

Enfor cement
Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 |Monitor updates regarding the availability of updated No 09/20/2019
Internal Applicant Data.
09/30/2020  |Conduct barrier analysisto identify potential triggers No 09/30/2020
upon receipt of updated data.
09/30/2021 | Draft aplan of action to resolve barriers identified via No
barrier analysis.
12/31/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.
Report of Accomplishments
Fiscal Year Accomplishment
2020 ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.
2019 Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical
requirements for empl oyees throughout the | CE workforce.
2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).
Theidentification of barriers related to obtaining and maintaining a driver’ s license, strenuous physical activity,
vision/hearing regquirements and dexterity requirements were identified as potentially impacting separation for
PWD and PWTD employees, provides a platform for continued analysis, and identified the parties with whom
ODCR needs to discuss the barriers identified in the position descriptions.
2019 Applicant flow data it was obtained viathe USA staffing portal which provides information regarding internal
competitive promotions.
2020 3. 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.
ICE was able to obtain Applicant Flow Data viathe USA Staffing portal which included information regarding
internal competitive promotions, However, available information provides information across the workforce
and not broken down by grade level. The Disability Program Manager will continue to monitor the new report
templates and updated data fieldsin USA Staffing to determine if a custom report can be developed for ICE
that would provide the internal competitive promotions information broken down by grade level.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The low number of selections of PWD among new hires to executive positions. The low number of
selections of PWTD among new hires to manager, supervisor and executive positions.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier Analysis Process
Completed?:

Y

Barrier(s) Identified?:

Y

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Barrier Name

Description of Policy, Procedure, or Practice

Architectural Barrier

Architectural Barriers have been identified at ICE facilitiesin
Washington, DC.

Physical Barrier
positions.

Physical requirement barriers have been identified regarding LEO

Law Enforcement Barrier

positions.

A barrier has been identified related to the obtaining and
maintaining avalid driver’s licenses and ability to drive a
government vehicle during duty hours regarding LEO, and non-LEO

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/0/2019 (12/31/2021 Yes To identify and resolve potential barriersresulting in
an Increase in the number of PWD and PWTD
selectees among new hires for managers and
SUPErVisors.

Responsible Official(s)
Title Name Standards Address The Plan?

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Assistant Director, ODCR Scott Lanum Yes

Deputy Assistant Director, ODCR Robin Kilgore Yes

(A) Deputy Chief, Diversity Management |Carolyn L. Leary Yes

Division, ODCR

Disability Program Manager, ODCR Lynn Dickson Yes
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Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
09/30/2019 |Conduct additional analysis to identify any potential No 09/30/2020 09/30/2020
barriers.
01/31/2020 |Draft aplan of action to resolve barriers identified via No 12/31/2020
barrier analysis.
06/30/2020 |Implement plans of action to resolve barriersidentified No 12/31/2021
viabarrier analysis.

Report of Accomplishments
Fiscal Year Accomplishment

2019 Barrier analysis was implemented in FY 2019, with afocus on identifying barriersin relation to physical
requirements for employees throughout the | CE workforce. Review of position descriptions for the 1801 series
noted potential barriers regarding physical requirements, inability to control mealtimes, and necessity to
maintain a current driver’slicense, for both LEO and non-LEO positions.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
Barrier analysis continued throughout FY 2020, however, due to the contractors limited availability ODCR was
unable to complete the review of position descriptions and move forward with areview of pertinent policies.
The complete dates for drafting an action plan and implementing the plans of action to resolve identified
barriers are being modified in order to allow completion of the review of position descriptionsin order to
present OHC with areport related to barriers identified in position descriptions. The report will form the basis
for discussions related to the identified barriers and determining if the barrier truly exists.

2020 ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO
positions. Potential barriers related to the requirement to obtain and maintain adriver’slicense, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.

2020 3. 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.

During FY 2021, ICE will continue with Barrier Analysisin order to identify any additional barriers related to
the low number of selections of PWD among new hires to supervisory positions.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

All schedule A employees eligible for conversion, were not converted into the competitive service
after two years of satisfactory service.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier AnalysisProcess |N

Completed?:

Barrier(s) Identified?: N

STATEMENT OF Barrier Name | Description of Policy, Procedure, or Practice

IDENTIFIED BARRIER: 1 i dentified | To date no barrier has been identified.

Provide a succinct statement

of the agency policy,

procedure

or practice that has been

determined to be the barrier

of the

undesired condition.

Objective(s) and Datesfor EEO Plan
Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?

10/02/2019 |12/31/2021 Yes All schedule A employees eligible for conversion, will
be converted into the competitive service after two
years of satisfactory service.

Responsible Official(s)
Title Name Standards Address The Plan?

Deputy Assistant Director, ODCR Robin Kilgore Yes

Assistant Director, ODCR Scott Lanum Yes

(A) Chief, Diversity Management Rita Bhanot Yes

Division, ODCR

Disability Program Manager, ODCR Lynn Dickson Yes

(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes

Division, ODCR
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Planned Activities Toward Completion of Objective
Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?

09/30/2019 | Schedule a meeting with RRPM to discuss the conversion No 09/30/2020 11/21/2019
of Schedule A employees.

10/31/2019 |Identify the Schedule A employees whom have not been No 03/04/2020
converted to competitive service.

12/31/2019 |Work with the RRPM to develop atracking system to No 12/31/2020
monitor and ensure the timely conversion of future
Schedule A employees.

09/30/2020  |Coordinate with OHC to ensure the supervisor of each No 12/31/2021
Schedule A employee who has not been converted is
contacted, to determine why the employee was not
converted.

04/30/2020 |Coordinate with OHC to ensure eligible Schedule A No
candidates, whom have not been converted, are converted
to competitive service.

06/30/2020 |Revise ODCR supervisor and manager training to include No 06/30/2020
information regarding the conversion of Schedule A
employees.

Report of Accomplishments

Fiscal Year Accomplishment

2020 ODCR’s managers and supervisors training contained information regarding the conversion of Schedule A
employees.

2020 All Schedule A employee’ s whom have not been converted were identified.

2020 DPM met with the SPPC and RRPM to discuss the conversion of Schedule A employees. Additionally, at the
invitation of the RRPM, the DPM discussed this issue with a member of OHC.

2020 2. For the planned activities that were completed, please describe the actual impact of those activities toward
eliminating the barrier(s).

The managers and supervisors whom participated in ODCR’s managers and supervisorstraining in FY 2020
are aware of the need to facilitate the conversion of Schedule A employees, aswell as of whom they can
contact for assistance.

2020 3. 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.

The Disability Team isincluding information regarding Schedule A conversionsin the Reasonable
Accommodation training presented throughout the year.

ODCR will continue to meet with the new National Recruitment and Retention Manager to develop a method
for ensuring the Schedule A employee’ s pending conversion are converted if eligible.

2020 1. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities.
The Chief Diversity Officer and the DPM met with representatives from the Office of Human Capital regarding
the conversion of Schedule A employees. The SPPC and representatives from the Office of Human Capital
shared that individual supervisors are responsible to initiate the conversion of Schedule A employees. A
tracking system was not established during FY 2020, as the SPPC retired in early FY 2020, and the position has
been filled on arotating basis by other members of OHC. However, in October 2020 the Acting Chief Diversity
Officer met with the new National Recruitment and Retention Manager. ODCR anticipates reaching a
resolution of the Schedule A conversions via a series of meetings with her during FY 2021.

Although ODCR updated the managers and supervisors training for FY 2020 with information related to
Schedule A conversions, the ongoing COVID-19 restrictions has impacted ODCR’s ability to provide the
training.
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Source of the Trigger:

Workforce Data (if so identify the table)

Specific Workforce Data
Table:

Workforce Data Table - B1

STATEMENT OF
CONDITION THAT WAS
A TRIGGER FOR A
POTENTIAL BARRIER:

Provide a brief narrative
describing the condition at
issue.

How was the condition
recognized as a potential
barrier?

The higher than average rate of voluntary and involuntary separations among PWD and PWTD

employees.

STATEMENT OF
BARRIER GROUPS:

Barrier Group

People with Disabilities
People with Targeted Disabilities

Barrier Analysis Process
Completed?:

Y

Barrier(s) Identified?:

Y

STATEMENT OF
IDENTIFIED BARRIER:

Provide a succinct statement
of the agency policy,
procedure

or practice that has been
determined to be the barrier
of the

undesired condition.

Barrier Name

Description of Policy, Procedure, or Practice

Physical Requirements

Physical requirements could potentially impact the separation of a
PWD or PWTD employee.

Exit Interview

The exit interview does not include questions focused on the reasons
for separation related to PWD or PWTD employees.

Objective(s) and Datesfor EEO Plan

Date Target Date| Sufficient Date Date Objective Description
Initiated Funding/ Modified | Completed
Staffing?
10/0/2019 [12/31/2021 Yes Lower Low rate of voluntary and involuntary
separations among PWDs and PWTDs.
Responsible Official(s)
Title Name Standards Address The Plan?

Disability Program Manager, ODCR Lynn Dickson Yes
Assistant Director, ODCR Scott Lanum Yes
(A) Deputy Chief, Diversity Management [Carolyn L. Leary Yes
Division, ODCR
(A) Chief, Diversity Management Rita Bhanot Yes
Division, ODCR
Deputy Assistant Director, ODCR Robin Kilgore Yes
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Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
12/31/2019 | Schedule a meeting with OHC to discuss the status of No 12/31/2020 07/16/2020
implementation of exit interviews.
09/30/2020  |Conduct barrier analysisto identify any potential barriers. No 09/30/2020
12/31/2020 |Draft aplan of action to resolve barriers identified via No
barrier analysis.
01/31/2021  |Implement plans of action to resolve barriersidentified No
viabarrier analysis.
03/30/2021 | Schedule around table with Managers/Supervisors No
09/30/2021  |Conduct an analysis of available workforce datato No
identify the series, grade, and occupation of the PWD/
PWTDs separating from service.

Report of Accomplishments

Fiscal Year Accomplishment
2020 OHC initiated the exit interview for voluntary and involuntary separations.
2020 ODCR conducted areview of 191 position descriptionsto identify potential barriers for LEO and non-LEO

positions. Potential barriers related to the requirement to obtain and maintain adriver’s license, strenuous
physical activity, vision/hearing requirements and dexterity requirements were identified as potentially
impacting separation for PWD and PWTD employees.

2020 3. 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.

During FY 2021 ODCR will continue with the review of position descriptions as part of our barrier analysis
program, and transition into areview of applicable policies. Additionally, ODCR isin the process of preparing
an analysis of the exit survey with recommendations to be provided to the Office of Human Capital.

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

I CE was unable to conduct the final architectural barrier walk-through in Washington, DC due to scheduling issues. | CE anticipates
completing this walk-through by March 31, 2020. Architectural barrier walkthroughs were further delayed in Washington DC and
Baltimore dueto COVID 19. Architectural barrier walkthroughs scheduled for FY 2020 will be rescheduled for FY 2021. Barrier
analysiswas initiated in FY 2019. However, due to the limited number of RA staff and Contractors available to conduct the
analysis, it will continue and be completed in FY 2020.

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

The completion of the Architectural Barrier walkthroughs provided valuable information which will be used to establish the plan for
resolving the identified barriers. Barriers identified included issues such as absence of electronic door openers, inaccessible kitchen
areas or pantries, inaccessible file cabinets, and inaccessible maps or notices for visually impaired employees. The training provided
resulted in a more confident and knowledgeable RA team. Asaresult of the training provided, the Reasonable Accommodation
team is more confident and skilled in responding to inquiries and processing reasonable accommodation requests. Additionally, the
training has provided a Reasonable Accommodation Coordinator with the knowledge of how and where to research Reasonable
Accommodation (RA) information, which in turn continues to increase knowledge and skill. Coordinating with the Program
Manager for the current contract facilitated the assignment of RA projects to available contractors. Additionally, thisresulted in the
Program Manager having the opportunity to identify the Contractor with the knowledge and skill to complete the task. An

additional benefit that occurred during FY 2019, was the opportunity for a Contractor to expand her knowledge and skill in
conducting research and completing projects for the RA team. The availability of Applicant Flow Datafrom USA Staffing provided
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I CE the ability to review and determine whether the information provided is sufficient for conducting the needed analysis of the

| CE workforce, as well as determining next steps to obtain additional data. The availability of Applicant Flow Data from USA
Staffing provided | CE the ability to review and determine whether the information provided is sufficient for conducting the needed
analysis of the ICE workforce, as well as determining next steps to obtain additional data. The meeting with OLCD established the
protocols and manner in which datawill be provided to ODCR.

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.

ODCR will be preparing the plan for addressing areas identified during the walkthroughs. Barrier analysiswill continue in FY 2020
and transition to areview of policies and procedures. Training provided resulted in a more confident and knowledgeable RA team.
ODCR will continue to monitor available training via DEOMI during FY 2020. Barrier analysis will continuein FY 2020 in order
to identify potential barriers regarding the Attorney/General Attorney series (0905), and Intelligence Research Specialist series
(0132). Applicant Flow Data was obtained viathe USA Staffing portal which provides information regarding internal competitive
promotions. However, although I CE was able to obtain this data, it did not assist usin eliminating the barrier. The information
available provides information regarding internal competitive promotions across the workforce and not broken down by grade level.
The Disability Program Manager will coordinate with the USA Staffing point of contact to determine if a custom report can be
developed for I CE that would provide the internal competitive promotions information broken down by grade level. Applicant Flow
Data was obtained viathe USA Staffing portal, which provides information regarding internal competitive promotions. However,
although ICE was able to obtain this data, it did not assist usin eliminating the barrier. The information available provides
information regarding internal competitive promotions across the workforce and not broken down by grade level. The Disability
Program Manager will coordinate with the USA Staffing point of contact to determine if a custom report can be devel oped for ICE
that would provide the internal competitive promotions information broken down by grade level. ODCR will continue to evaluate
data provided by OLCD to determine the PWD and PWTD participation rates and determine next steps to evaluate potential barriers
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