HHS Indian Health Service FY 2020

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

Cluster GS-1 to GS-10 contains 316 PWD (2.3%). Cluster GS-11 to SES contains 153 PWD (1.1%). Both below the goal of 12%

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

|CI uster GS-1 to GS-10 contains 28 PWTD (.21%). Cluster GS-11 to SES contains 15 PWTD (.11%). Both below the goal of 2%. |

Grade Level Cluster(GS or Alternate Pay Total Reportable Disability Targeted Disability
Planb) # # % # | %
Numarical Goal -- 12% 2%
Grades GS-1to GS-10 7973 316 3.96 28 0.35
Grades GS-11 to SES 3462 153 4.42 15 0.43

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

Agency EEO Managers have communicated hiring goals to managers and supervisors through regularly scheduled meetings with
Area|HS senior leadership. The Indian Preference Act provides absol ute preference to qualified American Indian and Alaska
Natives who are enrolled in federally recognized Indian tribes as defined by the Secretary of the Department of the Interior. Indian
Preference presents challenges to recruitment actions, however, EEO Managers are encouraged to identify qualified Native
Americans with disabilities or targeted disabilities

Section 11: Model Disability Program

Page 1



HHS Indian Health Service FY 2020

Pursuant to 29 C.F.R. 8 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire persons with
disahilities 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

Currently, EEO Managers in the Western and Southeast Region are directly included in recruitment activitiesin their respective
areas. To increase IHS' ability to attract and retain qualified persons with disabilities, the agency is implementing Reimagine EEO
which will increase staffing for complaints processing, Diversity and Inclusion activities, and for implementing its disability
program for the upcoming reporting period.

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)
Processing applications from PWD and PWTD 0 7 0 Each IHS Human

Resources Office has a
Specialist that processes
all employment
applications through

USAJobs
Special Emphasis Program for PWD and 0 7 0 Each Area EEO Manager
PWTD (and HQ) isresponsible

for Special Emphasis
Program Activities.

Answering questions from the public about 0 7 0 Each IHS Human
hiring authorities that take disability into Resources Office has an
account administrative assistant

that fields al inquiries
about the federal hiring

process.
Processing reasonable accommodation requests 0 0 0 Each IHS Manager is
from applicants and employees responsible for processing

their own RA requests

Section 508 Compliance 0 1 0 Located in the Office of
Technology, the 508
Coordinator is responsible
for all aspects of 508
compliance.
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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)
Architectural Barriers Act Compliance 0 1 0 Located in the Office of

Environmental Health and
Engineering, Facilities
Condition Assessment, the
OEHE Facilities
Coordinator is responsible
for compliance with the
Architectural Barriers Act.

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

Disahility program staff have been provided training on Reasonable Accommodation, Personal Assistance Services through the
EEOC, and in the case of field staff, other contract vendors on a case by case basis, as time permits.

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 No

Through its 2020 reorganization and restructuring effort (Reimagine EEO), Agency will work with senior leadership to identify
funding sources and work to obtain other resources to fund the agency disability program

Section I11: Program Deficiencies In The Disability Program
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Planned Activities

FY 2020

Brief Description of Program |A.2.a.2. Reasonable accommodation procedures? [see 29 CFR § 1614.203(d)(3)]
Deficiency
Objective Ensure IHS has a Reasonable Accommodation Plan that is communicated to all employees.
Target Date Jan 1, 2023
Completion Date

Target Date Completion Date  Planned Activity

Jan 1, 2022 Revise RA policy and procedures for dissemination to the IHS workforce

and new employees. Once approved by IHS senior leadership, the policy
and procedures will be posted on the EEO website and will be
communicated to new employees at orientation.

Jan 1, 2022 Reguest 1 FTE's dedicated to coordinating the processing of RA requests
(depending on approval of resources.)

May 31, 2022 Make additional RA program materials available across all IHS fecilities
and offices.

Jan 1, 2023 Ensure that all managers and supervisors receive training on their

responsibilities with regard to IHS' s RA procedures. Develop a database
warehouse for an RA system of records, thereby improving the
timeframes to handle the RA request.

Accomplishments

Fiscal Year Accomplishment

2020 DMEEO is currently working to revise RA policy. Dueto Covid, training for
managers and supervisors, employees in Navajo, Portland, Great Plains, and
Headquarters on Reasonable Accommodation procedures was not conducted. As
Covid activities are adjusted, Area Offices began to plan for areturn to training

using online resources.

Brief Description of Program
Deficiency

A.2.b.3. Reasonable accommodation procedures? [see 29 CFR § 1614.203(d)(3)(i)] If so, please provide the internet
address in the comments column.

Objective

Ensure IHS has a Reasonable Accommodation Plan that is communicated to al employees.

Target Date

Sep 30, 2022

Completion Date

Planned Activities

Accomplishments

Target Date Completion Date  Planned Activity

Sep 30, 2022 Upload digital version of the RA Policy to the IHS Policy website where
all other policies can be found.

Sep 30, 2022 Make additional RA program materials available across all IHS fecilities
and offices.

Dec 31, 2022 Ensure that all managers and supervisors receive training on their
responsibilities with regard to IHS's RA procedures.

Fiscal Year Accomplishment

2020 Continued to provide training and support for all area offices and service units.

Conducted audits of PHX, OKC, and GP offices to evaluate adherence to RA
policies and procedures. Currently working with OHR to revise RA policy.
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Brief Description of Program |B.4.a.10. to effectively manage its reasonable accommodation program? [see 29 CFR §1614.203(d)(4)(ii)]
Deficiency

Objective Ensure IHS has sufficient staff and funding to effectively manage the reasonable accommodation
program of the agency.

Target Date Sep 30, 2022

Completion Date
Target Date Completion Date  Planned Activity
Sep 30, 2021 7 Develop plan to assess needed staff and other resources to effectively

administer the reasonable accommodation program.

Obtain necessary funding for additional positions to support al
reasonable accommodation activities.

Sep 30, 2022 Fill any vacancies and obtain any necessary data collection and tracking
systems to support a model reasonable accommodation program.

Planned Activities Jan 31, 2022

Fiscal Year Accomplishment

2019 DMEEO Director and Reimagine EEO Team spent FY 2019 working to address
the resource needs of IHS' EEO program including the reasonable
accommodation program. Reasonable Accommodation (RA) tracking products
and services devel oped to meet the specific needs of IHS and maintain
Accomplishments confidentiality of employee’s medical information were identified. IN FY 2020,
DMEEO and Reimagine EEO Team developed a plan to allocate sufficient
budgetary resources for annual training of DMEEO Area and Headquarters staff
to ensure IHS is able to administer and evaluate all aspects of its reasonable
accommaodation program.

2020 No additional accomplishments

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]

Objective Obtain sufficient resources to support the Special Emphasis Programs
Target Date Jan 1, 2023
Completion Date
Target Date Completion Date  Planned Activity
Jan 31, 2023 Secure additional FTE to provide leadership and oversight for SEP
Planned Activities Jun 30, 2023 Include additional fund in the budget of DMEEO to support the SEPM
efforts through contract services, purchases of materials.
Jun 30, 2023 Initiate Employee Resource Groups (ERGS) to support agency SEP
activities
Fiscal Year Accomplishment
Accomplishments 2020 Area EEO Managers disseminated (via email) the HHS/White House
Proclamations marking all Special Emphasis Months. HQ DMEEO partnered
with HRSA to deliver a program celebrating Women's History Month.
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Brief Description of Program |C.4.e.1. Implement the Affirmative Action Plan for Individuals with Disabilities? [see 29 CFR §1614.203(d); MD-715,
Deficiency 1[(®]]

Objective Work with OHR to develop and implement AAP for Individuals with Disabilities
Target Date Sep 30, 2022
Completion Date
Target Date Completion Date  Planned Activity
Sep 30, 2021 Benchmark other operating divisionsto identify best practices and
incorporate into IHS policies and procedures.
Planned Activities Sep 30, 2021 Clarify roles and responsibilities of HR and EEO staff
Dec 31, 2021 Form a senior level working group of HR and EEO professionals to
develop AAP, develop and administer training on AAP for all employees.
Sep 30, 2022 Develop and maintain a quarterly reporting system to evaluate the success
of initiatives and make adjustments as a result of any deficiencies.
A lishment Fiscal Year Accomplishment
ccomplishments ; -
P 2020 No progress has been made to datein this area.

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)

(ii)(©)]
. Initiate exit interviews to include questions on inclusion, recruitment, hiring, retention and

Objective
advancement of PWD.

Target Date Sep 30, 2021

Completion Date
Target Date Completion Date  Planned Activity
Feb 28, 2021 Recruit Action in process for Program Specialist to be charged with HR

survey activity.

Planned Activities Jul 31, 2021 OPM Demo of their survey system pei ng coordinated with onboard? ng of
Program Specialist an exit survey will be developed or chosen within 9
months.

Sep 30, 2021 Conduct regular meetings with HR in order to maintain open
communication regarding the possibility of using exit interviews.

Fiscal Year Accomplishment

2018 No accomplishments on this item to date.

2020 DMEEO has been supporting the efforts of HHS and IHS Office of Human

Resourcesin their efforts to reorganize and realign (Reimagine HR). In FY 2020,
these efforts continued and DM EEO provided assistance and encourage HR to
utilize software applications that enable the agency to take advantage of the use
of exit interviews. In FY 2021, funding will be secured and position devel oped
for a Program Specialist within OHR — a position that will oversee HR surveys
aswell as other activities.

Accomplishments
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Brief Description of Program |D.4.d. Has the agency taken specific steps that are reasonably designed to increase the number of persons with

Deficiency disabilities or targeted disabilities employed at the agency until it meets the goals? [see 29 CFR §1614.203(d)(7)(ii)]
Objective Take specific steps designed to increase the number of persons with disabilities employed by the
agency
Target Date Feb 28, 2022
Completion Date
Target Date Completion Date  Planned Activity
Dec 31, 2021 Work with leadership to update and publish RA Policy
Planned Activities Dec 31, 2021 DMEEO will request resources for afull time RA Specialist.
Feb 28, 2022 Work with OHR to increase level and visibility of recruitment for PWD/
PWTD
) Fiscal Year Accomplishment
Accomplishments 2020 No accomplishments to date

Brief Description of Program |E.4.b. Does the agency have a system in place to re-survey the workforce on aregular basis? [MD-715 Instructions,
Deficiency Sec. 1]

Objective Develop an effective data collection system to survey the workforce
Target Date Sep 30, 2023
Completion Date
Target Date Completion Date  Planned Activity
Oct 31, 2021 Work collaboratively with HHS to administer Workforce Demographic
Planned Activities Survey
Sep 30, 2023 Work with HHS to devel op or procure computer systems to survey the
workforce
) Fiscal Year Accomplishment
Accomplishments 2020 | No accomplishments to date.

Section 1V: Plan to Recruit and Hire Individuals with Disabilities
Pursuant to 29 C.F.R. 81614.203(d)(1)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring of

individual s 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.

USA Staffing alows for the staffing specialists to filter applicants by those requesting consideration under Schedule A, individuals
with disabilities and targeted disabilities. EEO will work in collaboration with Human Resources to encourage managers and
supervisors to utilize Schedule A hiring authority, to partner with Veteran's organizations to identify potential candidates for

employment, and to work with colleges and universities to identify qualified persons with disabilities for intern and/or externships
through the IHS Scholarship Program.

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

|After applying Indian Preference, the remaining eligible and qualified candidate names are placed on the certificates of €ligibles- |
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|depending on their requested & eligible hiring authorities. |

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.

The applicant must submit documentation of eligibility for employment under Schedule A which generally comes from alicensed
medical or rehabilitation provider. The applicant’s name would be placed on a certificate of eligible for consideration if qualified
and eligible. Persons claiming Indian Preference are considered priority

4. Hasthe 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
thistraining.

Answer Yes

Supervisor training on hiring authorities includes an overview of Schedule A. Schedule A training is provided to new supervisors
within 6 months of hire.

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.

Agency must consider Indian Preference first when hiring. This drastically reduces the amount of opportunities for consideration
that targets PWD and PWTD applicants. To increase the number of persons with disabilities that identify as American Indian, IHS
DMEEO staff will partner with both veteran and state rehabilitation organizationsin FY 2021. Area EEO Managers will encourage
qualified persons with disabilities to participate in recruiting activities and identify sources of applicants they may be aware of so
that contacts can be established. IHS does utilize mechanisms such as the performance management system and award programsin
various Areas, to recognize managers that go above and beyond to assist the agency in attracting and retaining qualified persons
with disabilities/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 PWTD among
the new hiresin the permanent workforce? If “yes’, please describe the triggers below.

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

b. New Hiresfor Permanent Workforce (PWTD) Answer Yes

Using the goal's of 12% and 2%, triggers exist in the top 5 job titles among new hiresin the permanent workforce. These job titles
are: Nurse (0610), Medical Support Assistance (0679), Medical Officer (0602), Pharmacist (O660), and Health Aid Technician
(0640).

Reportable Disability Targeted Disability
New Hires Total Permanent Temporary Permanent Temporary
Workforce Workforce Workforce Workforce
# (%) (%) (%) (%)
% of Total
Applicants
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% of Qualified
Applicants

% 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 datain the text box.

a. New Hiresfor MCO (PWD) Answer Yes
b. New Hiresfor MCO (PWTD) Answer Yes

Using the goals of 12% and 2%, triggers exist in the top 5 job titles among new hiresin the permanent workforce. These job titles
are: Nurse (0610), Medical Support Assistance (0679), Medical Officer (0602), Pharmacist (0660), and Health Aid Technician
(0640).

Totdl Reportable Disability Targetable Disability
New Hires to Mission-Critical Occupations New Hires New Hires
G (%) (%)
Numerical Goal -- 12% 2%

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 datais not available for your agency, and describe your plan to provide the datain the text box.

a. Qualified Applicants for MCO (PWD) Answer Yes
b. Qualified Applicants for MCO (PWTD) Answer Yes

Using the goals of 12% and 2%, triggers exist in the top 5 job titles among promotions in the permanent workforce. These job titles
are: Nurse (0610), Medical Support Assistance (0679), Medical Officer (0602), Pharmacist (0660), and Health Aid Technician
(0640).

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

Using the goals of 12% and 2%, triggers exist in the top 5 job titles among promotions in the permanent workforce. These job titles
are: Nurse (0610), Medical Support Assistance (0679), Medical Officer (0602), Pharmacist (0660), and Health Aid Technician
(0640).

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,

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

Recruitment activities will be initiated with organi zations that target American Indians with disabilities and veterans. Reimagine
EEO will work to ensure adequate resources for providing reasonable accommodations and personal assistant servicesto PWD and
PWTD. IHS utilizes Senior Executive Service Candidate Development Program when offered, as well as a Leadership Training
Program. This Leadership Training Program includes a shadowing experience covering |HS-specific administrative and
programmatic topics that IHS leadership encounter on a daily basis followed by a practical experience. DMEEO and Human
Resources will encourage managers and supervisors to identify potential candidates for this program that are also qualified persons
with disabilities'targeted disabilities.

B. CAREER DEVELOPMENT OPPORTUNITES

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

|The Indian Health Service encourages supervisors to develop an Individual Development Plan with each of their employees.

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 (%)
Internship Programs N/A
Fellowship Programs N/A
Mentoring Programs N/A
Coaching Programs N/A
Training Programs N/A
Detail Programs N/A
Other Career Devel opment N/A
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 datain the text box.

a. Applicants (PWD) Answer N/A

b. Selections (PWD) Answer N/A

The Agency does not currently have formal Career Development Programs in place. There are various IHS Scholarship Programs
designed for students. Thereis also an IHS Leadership Program for employees. Currently, there is no mechanism designed to
identify disabled participants participating in these programs. In FY 2021, IHS DMEEO and HR will work in collaboration to
develop atracking system for this program in order to enable analysis to take place.

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 N/A

b. Selections (PWTD) Answer  N/A
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The Agency does not currently have formal Career Development Programs in place. There are various IHS Scholarship Programs
designed for students. Thereis also an IHS Leadership Program for employees. Currently, there is no mechanism designed to
identify disabled participants participating in these programs. In FY 2021, IHS DMEEO and HR will work in collaboration to
develop atracking system for this program in order to enable analysis to take place.

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)

b. Awards, Bonuses, & Incentives (PWTD)

Answer Yes

Answer Yes

PWD and PWTD receive less time-off awards and QSIs. Datafor Cash Awardsisinvalid as FY 2020 Workforce tables are not
correct.

Reportable Without Reportable | Targeted Disability | Without Targeted
Time-Off Awards Tota (#) Disability % Disability % % Disability %
Time-Off Awards 1 - 10 hours: 2377 12.41 18.20 1.89 13.54
Awards Given
Time-Off Awards 1 - 10 Hours: 19085 100.73 146.34 15.09 109.90
Total Hours
Time-Off Awards 1 - 10 Hours: 8 1.46 0.07 15.09 0.00
Average Hours
Time-Off Awards 11 - 20 hours: 1043 7.30 7.44 7.55 7.27
Awards Given
Time-Off Awards 11 - 20 Hours: 20524 145.26 146.13 150.94 144.65
Total Hours
Time-Off Awards 11 - 20 Hours: 19 3.47 0.16 37.74 -0.20
Average Hours
Time-Off Awards 21 - 30 hours: 1871 11.31 13.87 11.32 11.31
Awards Given
Time-Off Awards 21 - 30 Hours: 55327 338.32 409.66 339.62 338.18
Total Hours
Time-Off Awards 21 - 30 Hours: 29 5.29 0.24 56.60 -0.20
Average Hours
Time-Off Awards 31 - 40 hours: 2442 15.88 18.38 5.66 16.97
Awards Given
Time-Off Awards 31 - 40 Hours: 100064 635.04 753.19 226.42 678.79
Total Hours
Time-Off Awards 31 - 40 Hours: 40 7.30 0.33 75.47 0.00
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 % Disability % % Disability %
Cash Awards; $501 - $999: Awards 2445 18.25 18.28 18.87 18.18
Given
Cash Awards: $501 - $999: Total 1845052 13985.95 13820.06 15000.00 13877.37
Amount
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Reportable Without Reportable | Targeted Disability | Without Targeted
Cash Awards Tota (#) Disability % Disability % % Disability %
Cash Awards: $501 - $999: 754 139.78 6.20 1500.00 -5.86
Average Amount
Cash Awards: $1000 - $1999: 2167 18.43 16.40 18.87 18.38
Awards Given
Cash Awards: $1000 - $1999: Total 2903867 25295.80 21921.74 25313.21 25293.94
Amount
Cash Awards: $1000 - $1999: 1340 250.36 10.97 2530.19 6.26
Average Amount
Cash Awards: $2000 - $2999: 552 4.20 4.16 1.89 4.44
Awards Given
Cash Awards: $2000 - $2999: Total 1317386 10329.74 9913.52 5160.38 10883.23
Amount
Cash Awards: $2000 - $2999: 2386 449.09 19.55 5160.38 -55.35
Average Amount
Cash Awards: $3000 - $3999: 234 1.46 1.76 1.89 141
Awards Given
Cash Awards: $3000 - $3999: Total 804841 4914.42 6081.84 7160.38 4673.94
Amount
Cash Awards: $3000 - $3999: 3439 614.23 28.29 7160.38 -86.67
Average Amount
Cash Awards: $4000 - $4999: 179 0.91 137 1.89 0.81
Awards Given
Cash Awards: $4000 - $4999: Total 789721 4269.16 6030.58 8549.06 3810.91
Amount
Cash Awards: $4000 - $4999: 4411 853.83 36.11 8549.06 29.90
Average Amount
Cash Awards: $5000 or more: 118 0.18 0.92 0.00 0.20
Awards Given
Cash Awards: $5000 or more: Total 828380 1824.82 6448.34 0.00 2020.20
Amount
Cash Awards: $5000 or more: 7020 1824.82 57.57 0.00 2020.20
Average Amount

2. Using theinclusion 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) Answer Yes

b. Pay Increases (PWTD) Answer Yes

PWD and PWTD receive less time-off awards and QSls. Datafor Cash Awardsisinvalid as FY 2020 Workforce tables are not
correct.

Reportable Without Reportable | Targeted Disability | Without Targeted
Other Awards Total (#) Disability % Disability % % Disability %

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  N/A

b. Other Types of Recognition (PWTD) Answer N/A

IN/A |
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D. PROMOTIONS

1. Doesyour agency have atrigger involving PWD among the qualified internal applicants and/or selectees for promotionsto
the senior grade level s? (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 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
ii. Internal Selections (PWD) Answer No
d. Grade GS-13
i. Qualified Interna Applicants (PWD) Answer No
ii. Internal Selections (PWD) Answer No

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 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
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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
b. New Hiresto GS-15 (PWD) Answer
c. New Hiresto GS-14 (PWD) Answer
d. New Hiresto GS-13 (PWD) Answer

No
No
No

No

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 data in the text box.

a. New Hiresto SES (PWTD) Answer
b. New Hiresto GS-15 (PWTD) Answer
c¢. New Hiresto GS-14 (PWTD) Answer
d. New Hiresto GS-13 (PWTD) Answer

No
No
No

No

5. Doesyour 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 datais not

available for your agency, and describe your plan to provide the datain the text box.

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

No

No

No

No

No
No

6. Does your 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
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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 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

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 No
b. New Hires for Managers (PWD) Answer No
c. New Hires for Supervisors (PWD) Answer No

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 No
b. New Hires for Managers (PWTD) Answer No
c¢. New Hires for Supervisors (PWTD) Answer No

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
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

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 “nao”, please explain why the agency did
not convert al eligible Schedule A employees.

Answer N/A

Page 15



HHS Indian Health Service FY 2020

|Durinq FY 2020, there were no reported Schedule A employees eligible for conversion. |

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 Yes

b.Involuntary Separations (PWD) Answer Yes

|Triqqer for Involuntary Separations using inclusion rate. Nondisability Inclusion rateis 1.05, Disability rateis 1.44, PWTD is 3.44 |

Without Reportable
Seperations Tota # Reportable Disabilities % Disabilities %
Permanent Workforce: Reduction in Force 22 0.18 0.16
Permanent Workforce: Removal 136 144 0.95
Permanent Workforce: Resignation 772 2.70 5.61
Permanent Workforce: Retirement 361 541 245
Permanent Workforce: Other Separations 253 2.16 1.79
Permanent Workforce: Total Separations 1544 11.89 10.95

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 No
b.Involuntary Separations (PWTD) Answer Yes

|Triqqer for Involuntary Separations using inclusion rate. Nondisability Inclusion rate is 1.05, Disability rateis 1.44, PWTD is 3.44 |

Without Targeted Disabilities
Seperations Tota # Targeted Disabilities % %

Permanent Workforce: Reduction in Force 22 0.00 0.16
Permanent Workforce: Removal 136 3.77 0.96
Permanent Workforce: Resignation 772 5.66 5.49
Permanent Workforce: Retirement 361 1.89 257
Permanent Workforce: Other Separations 253 3.77 1.79
Permanent Workforce: Total Separations 1544 15.09 10.97

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.

|This item is an action plan item found in Part H. More datawill be collected and analysis completed in FY 2021. |

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.
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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.hhsqov/civi |-rights/for-individual s'/nondiscriminati on/index.html |

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.

No additional programs, policies, or practices that the agency has undertaken designed to improve accessibility of the agency’s
facilities and/or technology.

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 accommaodation 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.)

In FY 2020, there were 112 Reasonable Accommodation requests logged. Additionally, 25 COVID related RAs were processed.
The average processing time was 6-10 calendar 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, IHS DMEEO and Area EEO Managers did not provide formal training on Reasonable Accommodation dueto IHS
employees being involved in direct patient care for COVID-19. The average processing time for RA requests is 6-10 calendar days.

D. PERSONAL ASSISTANCE SERVICESALLOWING EMPLOYEESTO 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 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.

[To date, there have been no requests for Personal Assistance Services in the agency during FY 2020. |

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 aformal EEO complaint aleging harassment, as compared
to the governmentwide average?
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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?

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 agency had one (1) Settlement Agreements that contained allegations of harassment based on disability. There was one (1)
finding of discrimination with allegations of harassment based on disability for FY 2020

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION

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

Answer No

2. During thelast fiscal year, did any complaints alleging failure to provide reasonable accommodation result in afinding 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.

IN FY 2020, there was one (1) settlement agreements for complaints alleging failure to provide reasonable accommodation. There
was one (1) finding of discrimination based on failure to provide reasonable accommodation in FY 2020.

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
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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?

Number of persons with targeted disabilities employed by IHS is below the participation rate goal
of 2% (.38%). Additionally, number of persons with disabilities decreased from 575 to 555
(decrease of 1.7%

STATEMENT OF
BARRIER GROUPS:

Barrier Group

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: Disability Agency (recruitment, hiring and retention) policies, procedures,
Provid inct stat i practices and attitudes are a barriers for attracting and retaining
ovide asuccinct Stalemen qualified persons with disabilities.
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?
01/01/2012 | 09/30/2022 Yes 05/01/2020 Increase the representation of persons with disabilities
in the agency.
Responsible Official(s)

Title Name Standards Address The Plan?
Director, DMEEO AngelaK. Porter No
Director, Office of Human Resources LisaGyorda No

Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient M odified Completion
Staffing & Date Date
Funding?
12/31/2022 |DMEEO, and HR will work together to target/expand No 10/01/2020
recruitment efforts to organizations that serve persons
with disabilities.
09/30/2022  |Encourage al new employees to self-identify their Yes 10/01/2020
disability status on form 256. Reissue 256 internally and
work with HR to ensure accurate data captured.
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Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient Modified Completion
Staffing & Date Date
Funding?
09/30/2022  |Work with senior leadership to revise Reasonable No 06/01/2020

accommodation policy. Disseminate policy and continue
to train employees, supervisors and managers on
disability issues.

09/30/2022  |Work with HR and managers to encourage the use of Yes 06/01/2020
Schedule A Hiring Authority for every hiring decision
within their respective areas.

Report of Accomplishments

Fiscal Year Accomplishment
2019 DMEEO staff have met with and collaborated with HR staff to produce reports — FEORP and DVETS.
Training DVD for Reasonable Accommodation has been completed and utilized throughout the agency.
2020 No accomplishments to report.

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

The main factor preventing the agency from timely completing any of the planned activities was lack of resources. Reimagine EEO
is putting the framework in place to obtain the necessary staff, contract services, and products to enable goals to be met for FY 2021.

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

[None completed. |

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.

IHS will continue to enforce and publicize the HHS policies on Equal Employment Opportunity including Reasonable
Accommodation and Anti-Harassment. Revision of IHS Reasonable Accommodation, Sexual Harassment Prevention, Anti-
Harassment, and Alternative Dispute Resolution Policies and Proceduresis planned for FY 2021. IHS will utilize the FEVS and
climate assessment surveys to evaluate employees awareness of and perceptions about EEO programs and their work environment.
Thiswill enable IHS to increase the visibility of Diversity and Inclusion programs throughout the Agency, increase the
collaboration between EEO and HR, in order to improve the success of recruitment and retention of Hispanics and Persons with
Disabilities. IHS will utilize several awards and recognition programs to recognize accomplishmentsin EEO such asthe IHS
Director’s Awards. In addition to mandatory training, in FY 2021, all new supervisors will receive additional training on EEO,
Reasonable Accommodation, Alternative Dispute Resolution, Anti-Harassment, as well as effective communication and
interpersonal skills during new supervisors training. Further, IHS will develop and deliver in-person and web-based training
modules for employees and supervisors using information gathered from prior year reports such as MD-715, NoFEAR, EEOC 462,
and Area Office Compliance Reviews. Thistraining will enhance employees' knowledge of EEO and Diversity and reaffirm the
commitment of senior leadership to creating a model EEO program for IHS. MD-715 will be reviewed, monitored, and
implemented on an ongoing basis throughout the year to determine what actions to take to correct or improve in any areas noted.
This processisto include review by al stakeholders, especially IHS Human Resources, IHS executive officers and Area Directors.
In addition, barrier identification and action plans will be researched to address shortcomings. EEO will be included in IHS
deliberationg/decisions relative to recruitment, vacancy projections, training and development, and strategic planning. Personnel
policies, procedures, and practices will be submitted to EEO on aregular basis; EEO to be involved in reassignments such as 638
discussions with the goal of providing input on EEO law to assist in the reduction of EEO complaints, settlements, and to improve
the overall employee engagement as recommended by EEOC.
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