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DOD Defense Information Systems 
Agency 

FY 2020 

Affirmative Action Plan 
for the Recruitment, Hiring, Advancement, and 

Retention of Persons with 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 I: Efforts to Reach Regulatory Goals 
EEOC regulations (29 CFR §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 a trigger involving PWD by grade level cluster in the 
permanent workforce? If “yes”, describe the trigger(s) in the text box. 

a. Cluster GS-1 to GS-10 (PWD) Answer No 

b. Cluster GS-11 to SES (PWD) Answer No 

*For GS employees, please use two clusters: GS-1 to 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 a trigger involving PWTD by grade level cluster in the 
permanent workforce? If “yes”, describe the trigger(s) in the text box. 

a. Cluster GS-1 to GS-10 (PWTD) Answer No 

b. Cluster GS-11 to SES (PWTD) Answer Yes 

***Note: Inconsistencies in the Data Identified in Part J of our 2020 MD-715 report: In reviewing the final MD715 submission, 
several inconsistencies in the data were discovered. Specifically, the data that is populated on the various tables in Section J of the 
Affirmative Acton Plan is inconsistent with the Agency’s statistical data and narrative that was uploaded to FEDSEP. NOTE-The 
tables in Section J are created thru the FEDSEP data integration process. We are unable to revise the data identified in the tables nor 
are these tables visible to us prior to submission. Additionally, several of the Workforce Tables in Table B which contains the 
Agency’s supporting back up data for the Permanent Workforce are inconsistent with what was uploaded in FEDSEP. Specifically, 
the data reflected on Table B4P-GENERAL SCHEDULE (GS) GRADES - Distribution by Disability (Participation Rate) and Table 
B6- MISSION-CRITICAL OCCUPATIONS - Distribution by Disability (Participation Rate) are in question. These tables are used 
to address multiple questions identified in the Affirmative Action Plan, Section J. The Agency contacted Ms. Lori Grant, EEOC 
Assistant Director, Agency Oversight Division for guidance. We were advised by Ms. Grant that the EEOC OIT Group would not 
be able to modify the AAP for this reporting period; however, it would be addressed for next FY AAP submission. Ms. Grant also 
advised the Agency to make a notation in Part J regarding the tables and certify the report. Data review: Using the goal of 2% as the 
benchmark, DISA has identified a trigger involving PWTD in the GS-11 to SES cluster. We are currently at 1%. Grade Level 
Cluster (GS or Alternate Pay Plan/b) Numerical Goal for Reportable Disability = 12% Numerical Goal for Reportable Targeted 
Disability = 2% Grades GS-1 to GS-10 Total =341 Reportable Disability = 73/19.26% Targeted Disability = 8/2.35% Grades GS-11 
to SES Total =6167 Reportable Disability = 1058/17.61% Targeted Disability = 89/1% 
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Grade Level Cluster(GS or Alternate Pay 
Planb) 

Total Reportable Disability Targeted Disability 

# # % # % 

Numarical Goal -- 12% 2% 

Grades GS-1 to GS-10 328 0 0.00 0 0.00 

Grades GS-11 to SES 6178 0 0.00 0 0.00 

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

The agency continues to encourage hiring managers to hire employees with disabilities. Managers are educated on the importance 
of diversity in the workforce. Recruiters who lead the outreach programs and events are given the numerical goals of the agency and 
they in turn help recruit qualified applicants in those categories to the hiring managers during quarterly training sessions. Courses 
are provided quarterly via HRM training for Supervisors course, Aspiring Leaders course, Annual HR Brown Bags, and Directorate/ 
Organizational level Brown Bags as needed upon request. 

Section II: 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 has in place. 

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

1. Has the 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 Yes 

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

Disability Program Task 
# of FTE Staff By Employment Status Responsible Official  

(Name, Title, Office 
Email) Full Time Part Time Collateral Duty 

Special Emphasis Program for PWD and 
PWTD 

1 0 0 Cary Marshall, Special 
Emphasis Program 
Manager, OEDI 
cary.a.marshall.civ@mail.mil 
 

Processing applications from PWD and PWTD 2 0 0 Zelia Delilly, Disability 
Program Manager, MP14 
zelia.a.delilly.civ@mail.mil 
roderick.duncan3.civ@mail.mil 

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

4 0 0 Charlotte Wright, Deputy 
Chief Civilian Personnel 
Division 
charlotte.m.wright18.civ@mail.mil 
jackie.t.long.civ@mail.mil 

Processing reasonable accommodation requests 
from applicants and employees 

2 0 0 Zelia Delilly, Disability 
Program Manager, MP14 
zelia.a.delilly.civ@mail.mil 
roderick.duncan3.civ@mail.mil 
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Disability Program Task 
# of FTE Staff By Employment Status Responsible Official  

(Name, Title, Office 
Email) Full Time Part Time Collateral Duty 

Section 508 Compliance 1 0 0 Ameenah A. Ghoston, 
Section 508 Program 
Coordinator (Acting), 
Compliance, Operations 
Center Mission Support 
Division 
ameenah.a.ghoston.civ@mail.mil 
 

Architectural Barriers Act Compliance 2 0 0 Zelia Delilly, Disability 
Program Manager, MP14 
zelia.a.delilly.civ@mail.mil 
roderick.duncan3.civ@mail.mil 

3. Has the 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 

The Disability program team did attend the following training: Nuts and Bolts of Disability Law and Reasonable Accommodation; 
FDR2020 conference; JAN Accommodation and Compliance Webcast training. The staff is also currently registered for the 
following courses: EEO Counselor Refresher; Disability Program Manager (Basic), Barrier Analysis, Special Emphasis Program 
Manager; EEO legal update; FED021021 Telework, Leave, Reassignment: Tackling Reasonable Accommodations During and 
After the Pandemic and ADR Refresher course. 

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM 

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 

Section III: Program Deficiencies In The Disability Program 

Section IV: 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. PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES 

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

DISA utilizes USA Staffing (formal notification) and our Schedule A email address (informal notification) to identify job applicants 
with disabilities. DISA utilizes the Workforce Recruitment Program (WRP) as a recruitment and referral program for college 
students and recent graduates interested in working for the federal government. 

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 positions in the permanent workforce 
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In addition to the Schedule A hiring authority DISA also utilizes the Veterans' Recruitment Appointment and 30 Percent or More 
Disabled Veterans hiring authorities to recruit PWD and PWTD positions in the permanent workforce. 

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

If an applicant applies for a position using USAJOBs their application would follow the standard qualification process. If the 
applicant is deemed qualified, their application would be referred along with the applications of the other candidates that were 
deemed qualified for the position. If the applicant applies directly to the agency the SPPC would review the applicant's resume and 
supporting documents to determine their qualifications and applicant ability. Once the applicant has been deemed qualified, the 
SPPC would send their resume to the hiring official for consideration. The SPPC informs the hiring official that the applicant may 
be appointed to their vacant position "non-competitively". 

4. Has the agency provided training to all 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 agency provides training to all hiring managers on the use of hiring authorities that take disability into account by way of a 
quarterly HRM (Human Resource Training for Managers), quarterly Aspiring Leaders Program Orientation, brown bags sessions, 
and desk side training by request of the selection official. 

B. PLAN TO ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT ORGANIZATIONS 

Describe the agency’s efforts to establish and maintain contacts with organizations that assist PWD, including PWTD, in 
securing and maintaining employment. 

As a part of DISA's efforts to assist PWD, including PWTD, in securing and maintaining employment, we have established and will 
maintain contacts with organizations such as The Employer Assistance and Resource Network (EARN), Job Access and Ability 
Jobs, Gallaudet University, Vocational Rehabilitation Centers, and Wounded Warrior Programs. 

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 PWTD among 
the new hires in the permanent workforce? If “yes”, please describe the triggers below. 

a. New Hires for Permanent Workforce (PWD) Answer Yes 

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

A. Using the goal of 12% for PWD as the benchmark, a trigger does exist among the new hires in the permanent workforce. We are 
currently at 1.5%. B. Using the goal of 2% for PWTD as the benchmark, a trigger does exist among the new hires in the permanent 
workforce. We are currently at 0%. 

New Hires Total 
Reportable Disability Targeted Disability 

Permanent 
Workforce 

Temporary 
Workforce 

Permanent 
Workforce 

Temporary 
Workforce 

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

15817 5.75 0.00 3.52 0.00 % of Total 
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Applicants 

% of Qualified 
Applicants 

8702 5.71 0.00 3.84 0.00 

226 2.65 0.00 1.33 0.00 % of New Hires 

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 data in the text box. 

a. New Hires for MCO (PWD) Answer Yes 

b. New Hires for MCO (PWTD) Answer Yes 

A. Using the qualified applicant pool as the benchmark, triggers exist for PWD among the new hires for all of the mission-critical 
occupations. B. Using the qualified applicant pool as the benchmark, triggers exist for PWTD among the new hires for all the 
mission- critical occupations. 

New Hires to Mission-Critical Occupations 
Total 

Reportable Disability Targetable Disability 

New Hires New Hires 

(#) (%) (%) 

Numerical Goal -- 12% 2% 

0343 PROGRAM ANALYST 22 4.55 4.55 

0391 TELECOMMUNICATIONS 9 0.00 0.00 

0855 ELECTRONICS ENGINEER 13 7.69 7.69 

1102 CONTRACT SPECIALIST 0 0.00 0.00 

1550 COMPUTER SCIENCE 14 7.14 7.14 

2210 INFORMATION TECHNOLOGY 168 1.79 0.00 

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 data in the text box. 

a. Qualified Applicants for MCO (PWD) Answer N/A 

b. Qualified Applicants for MCO (PWTD) Answer N/A 

At this time, DISA cannot determine whether or not a trigger exists. USA Staffing does not provide information/date points for 
internal applicants. 

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 data is not available for your agency, and describe your plan to provide the data in the text box. 

a. Promotions for MCO (PWD) Answer N/A 

b. Promotions for MCO (PWTD) Answer N/A 

At this time, DISA cannot determine whether or not a trigger exists. USA Staffing does not provide information/date points for 
internal applicants. 
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Section V: Plan to Ensure Advancement Opportunities for Employees with 
Disabilities 
Pursuant to 29 C.F.R. §1614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities for employees 
with disabilities. Such activities might include specialized training and mentoring programs, career development opportunities, 
awards programs, promotions, and similar programs that address advancement. In this section, agencies should identify, and provide 
data on programs designed to ensure advancement opportunities for employees with disabilities. 

A. ADVANCEMENT PROGRAM PLAN 

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

Educate managers and selecting officials of the hiring authorities available to PWD and to PWTD as well as the scope of what those 
opportunities entail through the Quarterly HRM for Supervisors training, Brown bags and the newly established Quarterly 
Supervisors Symposium. Also, continue to enforce and reinforce current Merit promotion plan and Civilian Personnel Management 
policies. 

B. CAREER DEVELOPMENT OPPORTUNITES 

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

The competitive Programs are comprised of three sub-program collections: Competitive Education Program (CEP), Competitive 
Development Program (CDP), and the Leadership Development Program (LDP). DISA offers these programs competitively to high 
performing civilian and military personnel by applying via the DISA Talent Selection System (DTSS) on an annual basis. CEP 
provides participants an opportunity to complete a mission-related degree program of study at the undergraduate, graduate or post- 
graduate level at an accredited academic institution of their choice. CDP presents various nationally prominent developmental 
programs. These programs broaden and enhance leadership skills through advanced academic courses, focused training, and 
challenging developmental assignments. LDP addresses the needs of organizations and their employees to stay relevant adapt to 
change, and be equipped with the necessary skills to lead. These programs include the New Leader Program (NLP), Executive 
Leadership Program (ELP), and Executive Potential Program (EPP). NLP, Executive Leadership Program (ELP), and Executive 
Potential Program (EPP). NLP is a six-month program designed to prepare employees at the GS 7-11 levels for management and 
leadership positions. The program theme is leading self. The program objectives are to give motivated individuals the confidence 
and training they need to set and meet personal and professional goals, expand their network, and broaden their experience. ELP is a 
nine- month competency-based leadership development program that provides training and developmental experiences for mid-level 
employees at the GS 11-13 levels or equivalent. The program theme is Leading People. The program objectives are to help 
participants expand their knowledge, experience, and increase their visibility through a myriad of competency-based developmental 
activities. EPP is a 12-month competency-based leadership development program that provides training and development 
experiences for high-potential executives at the GS 13-15 levels or equivalent. The program theme is leading change. The program 
objective is to equip leaders with the information, tools, and experience they need to serve at the highest levels. 

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

Career Development 
Opportunities 

Total Participants PWD PWTD 

Applicants (#) Selectees (#) 
 Applicants 

(%) Selectees (%) 
 Applicants 

(%) Selectees (%) 

Internship Programs N/A N/A N/A N/A N/A N/A 

Fellowship Programs N/A N/A N/A N/A N/A N/A 

Mentoring Programs N/A N/A N/A N/A N/A N/A 

Coaching Programs N/A N/A N/A N/A N/A N/A 

Training Programs 84 15 13 4 3 0 

Detail Programs N/A N/A N/A N/A N/A N/A 
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Career Development 
Opportunities 

Total Participants PWD PWTD 

Applicants (#) Selectees (#) 
 Applicants 

(%) Selectees (%) 
 Applicants 

(%) Selectees (%) 

Other Career Development 
Programs 

357 117 32 10 6 2 

3. Do triggers 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 data is not available for your agency, and describe your 
plan to provide the data in the text box. 

a. Applicants (PWD) Answer No 

b. Selections (PWD) Answer No 

At this time, DISA cannot determine whether or not a trigger exits for PWD among the applicants and/or selectees for any of the 
career development programs as this information was not collected. 

4. Do triggers 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 data is not available for your agency, and describe your 
plan to provide the data in the text box. 

a. Applicants (PWTD) Answer No 

b. Selections (PWTD) Answer No 

No triggers currently exist. 

C. AWARDS 

1. Using the inclusion rate as the benchmark, does your agency have a trigger involving PWD and/or PWTD for any level of 
the time-off awards, bonuses, or other incentives? 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 

The agency was unable to obtain accurate FY20 data. We are working with our servicing agency to receive to consistent accurate 
data on a year to year basis. We are assuming for this year that no change have occurred. We will watch for changing trends in 
FY21 and continue to educate managers on the importance of equality among awards and recognition to all employees. A. Using 
the inclusion rate as the benchmark, DISA has a trigger involving PWD. The rate of time-off awards, bonuses, or other incentives is 
more than double the rate of those without disabilities. B. Using the inclusion rate as the benchmark, DISA has a trigger involving 
PWTD. The rate of time-off awards, bonuses, or other incentives is more than double the rate of those without disabilities. 

Time-Off Awards Total (#) 
Reportable 
Disability % 

Without Reportable 
Disability % 

Targeted Disability 
% 

Without Targeted 
Disability % 

Time-Off Awards 1 - 10 hours: 
Awards Given 

407 6.01 6.24 7.14 5.84 

Time-Off Awards 1 - 10 Hours: 
Total Hours 

3230 47.26 49.54 53.06 46.39 

Time-Off Awards 1 - 10 Hours: 
Average Hours 

7.94 1.05 0.15 7.58 0.07 

Time-Off Awards 11 - 20 hours: 
Awards Given 

316 4.27 5.01 9.18 3.53 
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Time-Off Awards Total (#) 
Reportable 
Disability % 

Without Reportable 
Disability % 

Targeted Disability 
% 

Without Targeted 
Disability % 

Time-Off Awards 11 - 20 Hours: 
Total Hours 

5380 72.36 85.55 157.14 59.60 

Time-Off Awards 11 - 20 Hours: 
Average Hours 

17.03 2.26 0.32 17.46 -0.03 

Time-Off Awards 21 - 30 hours: 
Awards Given 

372 6.81 5.66 7.14 6.76 

Time-Off Awards 21 - 30 Hours: 
Total Hours 

9173 165.95 140.10 175.51 164.52 

Time-Off Awards 21 - 30 Hours: 
Average Hours 

24.66 3.25 0.46 25.07 -0.03 

Time-Off Awards 31 - 40 hours: 
Awards Given 

522 9.08 8.14 5.10 9.68 

Time-Off Awards 31 - 40 Hours: 
Total Hours 

19542 335.38 304.94 187.76 357.60 

Time-Off Awards 31 - 40 Hours: 
Average Hours 

37.44 4.93 0.70 37.55 0.02 

Time-Off Awards 41 or more 
Hours: Awards Given 

0 0.00 0.00 0.00 0.00 

Time-Off Awards 41 or more 
Hours: Total Hours 

0 0.00 0.00 0.00 0.00 

Time-Off Awards 41 or more 
Hours: Average Hours 

0 0.00 0.00 0.00 0.00 

Cash Awards Total (#) 
Reportable 
Disability % 

Without Reportable 
Disability % 

Targeted Disability 
% 

Without Targeted 
Disability % 

Cash Awards: $501 - $999: Awards 
Given 

98 0.93 1.54 2.04 0.77 

Cash Awards: $501 - $999: Total 
Amount 

73671 1096.26 1161.00 1530.61 1030.88 

Cash Awards: $501 - $999: 
Average Amount 

751.74 156.61 13.99 765.31 64.98 

Cash Awards: $1000 - $1999: 
Awards Given 

657 12.42 9.94 13.27 12.29 

Cash Awards: $1000 - $1999: Total 
Amount 

935729 17239.65 14242.57 17345.92 17223.66 

Cash Awards: $1000 - $1999: 
Average Amount 

1424.25 185.37 26.62 1334.31 12.41 

Cash Awards: $2000 - $2999: 
Awards Given 

530 9.21 8.19 11.22 8.91 

Cash Awards: $2000 - $2999: Total 
Amount 

1232359 21407.88 19026.88 24234.69 20982.33 

Cash Awards: $2000 - $2999: 
Average Amount 

2325.21 310.26 43.14 2203.15 25.31 

Cash Awards: $3000 - $3999: 
Awards Given 

333 4.81 5.40 3.06 5.07 

Cash Awards: $3000 - $3999: Total 
Amount 

1071035 15400.00 17385.57 9821.43 16239.78 

Cash Awards: $3000 - $3999: 
Average Amount 

3216.32 427.78 59.74 3273.81 -0.66 

Cash Awards: $4000 - $4999: 
Awards Given 

196 2.00 3.25 1.02 2.15 

Cash Awards: $4000 - $4999: Total 
Amount 

815997 8305.74 13519.45 4591.84 8864.82 

Cash Awards: $4000 - $4999: 
Average Amount 

4163.25 553.72 77.25 4591.84 -54.17 
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Cash Awards Total (#) 
Reportable 
Disability % 

Without Reportable 
Disability % 

Targeted Disability 
% 

Without Targeted 
Disability % 

Cash Awards: $5000 or more: 
Awards Given 

68 0.53 1.13 0.00 0.61 

Cash Awards: $5000 or more: Total 
Amount 

516629 4830.84 8505.68 0.00 5558.06 

Cash Awards: $5000 or more: 
Average Amount 

7597.49 1207.71 139.44 0.00 1389.52 

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

a. Pay Increases (PWD) Answer No 

b. Pay Increases (PWTD) Answer No 

Other Awards Total (#) 
Reportable 
Disability % 

Without Reportable 
Disability % 

Targeted Disability 
% 

Without Targeted 
Disability % 

Total Performance Based Pay 
Increases Awarded 

2 0.00 0.04 0.00 0.00 

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 is the inclusion rate.) If “yes”, describe the 
employee recognition program and relevant data in the text box. 

a. Other Types of Recognition (PWD) Answer No 

b. Other Types of Recognition (PWTD) Answer No 

The agency is working on a method to collect PWD and PWTD data during the nomination process without it giving the appearance 
that it is a selection factor. The agency has an honorary awards program that is open to all employees in multiple categories. At this 
time, DISA cannot determine whether or not a trigger exist for PWD and/or PWTD among employees in the agency recognition 
programs as this information was not collected. We are also exploring a manual data collection process for FY21 that will enable us 
to identify the PWD and PWTD nominees and winners. 

D. PROMOTIONS 

1. Does your agency have a trigger involving PWD among the qualified internal applicants and/or selectees for promotions to 
the senior grade levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and 
the qualified applicant pool for selectees.) For non-GS pay plans, please use the approximate senior grade levels. If “yes”, 
describe the trigger(s) in the text box. Select “n/a” if the applicant data is 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 No 

ii. Internal Selections (PWD) Answer No 

b. Grade GS-15 

i. Qualified Internal Applicants (PWD) Answer No 

ii. Internal Selections (PWD) Answer No 

c. Grade GS-14 

i. Qualified Internal Applicants (PWD) Answer No 
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ii. Internal Selections (PWD) Answer No 

d. Grade GS-13 

i. Qualified Internal Applicants (PWD) Answer No 

ii. Internal Selections (PWD) Answer No 

2. Does your agency have a trigger involving PWTD among the qualified internal applicants and/or selectees for promotions 
to the senior grade levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants 
and the qualified applicant pool for selectees.) For non-GS pay plans, please use the approximate senior grade levels. 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 data in the text box. 

a. SES 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 

b. Grade GS-15 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 

c. Grade GS-14 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 

d. Grade GS-13 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 

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

a. New Hires to SES (PWD) Answer No 

b. New Hires to GS-15 (PWD) Answer No 

c. New Hires to GS-14 (PWD) Answer No 

d. New Hires to GS-13 (PWD) Answer No 

4. Using the qualified applicant pool as the benchmark, does your agency have a trigger 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 data is not available for your agency, and describe your plan to 
provide the data in the text box. 
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a. New Hires to SES (PWTD) Answer No 

b. New Hires to GS-15 (PWTD) Answer No 

c. New Hires to GS-14 (PWTD) Answer No 

d. New Hires to GS-13 (PWTD) Answer No 

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

a. Executives 

i. Qualified Internal Applicants (PWD) Answer No 

ii. Internal Selections (PWD) Answer No 

b. Managers 

i. Qualified Internal Applicants (PWD) Answer No 

ii. Internal Selections (PWD) Answer No 

c. Supervisors 

i. Qualified Internal Applicants (PWD) Answer No 

ii. Internal Selections (PWD) Answer No 

At this time, DISA cannot determine whether or not a trigger exists. USA Staffing does not provide information/data points for 
internal applicants. 

6. Does your agency have a trigger involving PWTD among the qualified internal applicants and/or selectees for promotions 
to supervisory positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and 
the qualified applicant pool for selectees.) 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 data in the text box. 

a. Executives 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 

b. Managers 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 

c. Supervisors 

i. Qualified Internal Applicants (PWTD) Answer No 

ii. Internal Selections (PWTD) Answer No 
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At this time, DISA cannot determine whether or not a trigger exists. USA Staffing does not provide information/date points for internal applicants. 

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

a. New Hires for Executives (PWD) Answer No 

b. New Hires for Managers (PWD) Answer No 

c. New Hires for Supervisors (PWD) Answer No 

At this time, DISA cannot determine whether or not a trigger exists. USA Staffing does not provide information/data points for new 
hire positions. We are working to determine if USA Staffing can produce this information as part of their on-boarding report. 

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

a. New Hires for Executives (PWTD) Answer No 

b. New Hires for Managers (PWTD) Answer No 

c. New Hires for Supervisors (PWTD) Answer No 

At this time, DISA cannot determine whether or not a trigger exists. USA Staffing does not provide information/data points for new 
hire positions. We are working to determine if USA Staffing can produce this information as part of their on-boarding report. 

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

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS 

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

Answer Yes 

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. 

a.Voluntary Separations (PWD) Answer No 

b.Involuntary Separations (PWD) Answer No 
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Seperations Total # Reportable Disabilities % 

Without Reportable 
Disabilities % 

Permanent Workforce: Reduction in Force 0 0.00 0.00 

Permanent Workforce: Removal 7 0.27 0.09 

Permanent Workforce: Resignation 95 1.06 1.50 

Permanent Workforce: Retirement 137 3.19 1.95 

Permanent Workforce: Other Separations 350 5.98 5.27 

Permanent Workforce: Total Separations 589 10.51 8.82 

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. 

a.Voluntary Separations (PWTD) Answer No 

b.Involuntary Separations (PWTD) Answer No 

Seperations Total # Targeted Disabilities % 
Without Targeted Disabilities 

% 

Permanent Workforce: Reduction in Force 0 0.00 0.00 

Permanent Workforce: Removal 7 0.00 0.11 

Permanent Workforce: Resignation 95 0.00 1.48 

Permanent Workforce: Retirement 137 0.00 2.13 

Permanent Workforce: Other Separations 350 5.10 5.36 

Permanent Workforce: Total Separations 589 5.10 9.07 

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

No triggers exist. 

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 a violation. 

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

https://www.disa.mil/About/Legal-and-Regulatory/Accessibility 

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 a complaint. 

https://www.disa.mil/About/Legal-and-Regulatory/Accessibility 

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. 

https://www.disa.mil/About/Legal-and-Regulatory/Accessibility
https://www.disa.mil/About/Legal-and-Regulatory/Accessibility


DOD Defense Information Systems 
Agency

FY 2020

Page 14

The agency is currently undergoing a complete overhaul of the exterior lighting that will be an improvement for our disabled and 
non- disabled employees. The agency constantly makes assessments for the needs for facility upgrades. The OEDI has also stood up 
several Employee Resource Groups (ERG) that make recommendations and suggestions for facility updates and improvements. 
Each ERG has a Senior Champion to ensure the issues are raised to the correct levels. 

C. REASONABLE ACCOMMODATION PROGRAM 

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

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 Disability Program Manager will process initial requests from employees within 3-5 days of receipt and requests should be 
processed within 30 days, absence extenuating circumstances. During the reporting period there was a total of 139 cases processed 
by the Disability Program Managers, of those 18% percent were not processed within the require timeframe. New processes to 
include directorate training for employees and supervisors, consistent communication with the supervisor regarding request 
approval, and updates to the reasonable accommodation tracking tool have been instrumental in streamlining the process. 82% of 
RA requests were processed in a timely manner. 

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency’s reasonable 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. 

DISA’s Reasonable Accommodation (RA) policies, procedures and/or practices were adhered to for the vast majority of the 
requests managed by the RA team. RA briefings are provided to both employees and supervisors throughout the year to address 
their role in the process. Specifically, RA is briefed at the New Employee Orientation, every two weeks; Human Resource 
Management Refresher Training and as part of the Telework training. A SharePoint site was also developed to facilitate better 
information sharing with the workforce. 

D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN THE 
WORKPLACE 
Pursuant to 29 CFR §1614.203(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 examples 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. 

The guidance for PAS is included in our signed Reasonable Accommodation Policy and in training materials. To date the Agency 
has not received any requests for PAS, but timeline for processing would be same as processing any other RA requests. 

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

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

Answer No 

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

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. 

No findings of discrimination (alleging harassment based on disability status) during FY20. 

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION 

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging failure to provide a 
reasonable 
accommodation, as compared to the government-wide average? 

Answer Yes 

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 No 

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. 

No findings of discrimination (alleging harassment based on disability status) during FY20. 

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

Answer No 

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

Answer N/A 

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 

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

There were a few areas regarding DISA PWD and PWTD employees where triggers were identified as follows: 1. Using the goal of 
2% as the benchmark, a trigger involving PWTD in the GS-1 to GS-10 cluster. 2. Using the goal of 2% as the benchmark, a trigger 
involving PWTD in the GS-11 to SES cluster. 3. Using the qualified applicant pool as the benchmark, triggers exist for PWD 
among the new hires for all of the mission-critical occupations. 4. Using the qualified applicant pool as the benchmark, triggers 
exist for PWTD among the new hires for all the mission-critical occupations. 5. Using the inclusion rate as the benchmark, a trigger 
involving PWD on the rate of time-off awards, bonuses, or other incentives is more than double the rate of those without 
disabilities. 6. Using the inclusion rate as a benchmark, a trigger involving PWTD on the rate of time-off awards, bonuses, or other 
incentives is more than double the rate of those without disabilities. WSD will continue to educate the DISA workforce on the 
inclusion, recruitment, advancement, and development of PWDs and PWTDs. The agency plans to attend several special emphasis 
hiring events throughout the year. 

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

We acknowledge that there is still much work to be done regarding the OPM USA Staffing system and DISA internal data 
collection system (CMIS and DCPDS) to ensure we have the necessary tools in place to collect all of the required applicant flow 
and demographic data and track our recruitment and hiring efforts. In particular, we are still not able to fully collect and/or track all 
the data needed to complete data tables A/B-6, A/B-7, and A/B-8, due to an inadequate data collection system. 

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. 

We will continue to review and monitor our progress throughout the year to ensure all deficiencies identified in the MD-715 report 
are being addressed. It is our understanding OPM is working to update USAJOBS/USASTAFFING which will allow us to track 
applicant flow data for individuals with disabilities. This will help us to understand how many individuals with disabilities actually 
applied for DISA jobs/vacancies (outside of Schedule A announcements). We will continue to work with employees with 
disabilities focus groups to discuss their recruitment, hiring, and career growth experiences with the agency; meet with disability 
organizations and college placement offices to explore the perception of the agency within the disability community; evaluate the 
career advancement opportunities for PWD/ PWTD to DISA’s mission critical occupations; review all occupations and identify 
series having occupational requirements that may preclude employment of PWD/PWTD. 


