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EXECUTIVE SUMMARY

The Department of Defense Education Activity (DoDEA) is pleased to submit its Management Directive (MD) 715 Equal Employment Opportunity
(EEO) Program Status Report for FY 2011 and the EEO Plan for 2012. Thisincludes DoDEA’s continued efforts to build and sustain aModel EEO
Program.

PART E.1 - Executive Summary: Mission

DoDEA isafield activity of the Office of the Secretary of Defense. DoDEA plans, directs, coordinates, and manages pre-kindergarten - 12th grade
education programs for Department of Defense (DoD) dependents who would otherwise not have access to a high-quality public education. DoDEA
also provides support and resources to local Education Activities throughout the United States that serve children of military families. DoDEA
schools are located in Europe, the Pacific, the Middle East, the United States, Guam, Cuba, and Puerto Rico.

DoDEA's mission is to provide an exemplary education that inspires and prepares all DoDEA students for successin adynamic, globa environment.

The Diversity Management and Equal Opportunity (DMEOQ) office staff are responsible for providing a variety of services and programs to prevent,
resolve, and process workplace disputesin atimely and high quality manner. Also, the staff advises and supports the Director of DoDEA with
organizationa effectiveness by working towards achieving and sustaining a diverse and inclusive workforce.

PART E.2 - Executive Summary: Essential Element A
Demonstrated Commitment from Agency L eader ship

This element requires the agency head to issue written policy statements ensuring a workplace free of discriminatory harassment and a commitment
to equal employment opportunity.

Policy Distribution: DoDEA annualy issues the following policy lettersto al employees: EEO Policy Anti-Harassment Policy, Reasonable
Accommodations Policy, the Notification and Federal Employee Antidiscrimination and Retaliation Act (NOFEAR), and the Diversity and Inclusion

policy.

Inclusion of DMEO: The DMEO Chief isamember of the DODEA Agency Director’s Cabinet and fully participatesin high-level Cabinet and staff
meetings.

Federal Organizational Climate Survey (FEOCS): Agency Leadership supported an EEO/EO Organizational Climate survey in March of 2010.
Survey results are being used to help assist action planning teams in the devel opment of a more inclusive environment for all DoDEA employees.

Increasing Diver sity Awareness. Domestic Dependent Elementary and Secondary Schools (DDESS) established a Special Emphasis Program
Committee of eight employees and held their 2nd Annual DoDEA/DDESS Diversity Day for approximately 120 employees.

Special Emphasis Events: Our FY 2011 budget constraints did not allow for large Special Emphasis events compelling usto leverage partnerships.
In the overseas | ocations, DODEA partnered with the host base to support local observances. On an organizational level, the DoODEA DMEO Chief
sent out informative and historica articles recognizing eight ethnic observances. This year during Disabilities Awareness Month in October, DMEO
partnered with the Communications Team and sent an e-mail to every employee with inspirationa quotes from famous and important people with
disabilities. The disabilities article and information were featured all month on the DoDEA homepage. These quotes were linked and archived for
continued viewing.

PART E.3 - Executive Summary: Essential Element B
Integration of EEO into the Agency’s Strategic Mission

This element requires that the agency's EEO programs be organized and structured to maintain a workplace that is free from discrimination in any of
the agency's poalicies, procedures or practices, and supports the agency's strategic mission.
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Five Year Strategic Plan: In FY 2009 the DMEO staff issued itsfirst 5-year strategic plan (revised in 2010). The plan has been strategically
aligned with DoDEA’s Community Strategic Plan (CSP) and the MD-715 plan.

DoDEA’s Community Strategic Plan (CSP): DoDEA’s CSP integrated EEO principlesinto its Goa 3. Thisgoal readsin part, “ The DoDEA
workforce will be motivated, diverse, and committed to continuous professional growth and devel opment resulting in exemplary performance and
optimum student achievement.” Outcome A of the CSP dictates that administrators at all levelswill continually recruit, hire, retain, train, support,
evaluate, and recognize personnel in order to retain a highly diverse, motivated, and committed workforce.

Priority Consideration: Diversity efforts are made within the constraints of the hiring mandates and priorities, including priority consideration
allowed to applicants who are locally available as family members of the military and civilian workforce stationed overseas as well as veterans with
hiring preference.

PART E.4 - Executive Summary: Essential Element C
M anagement and Program Accountability

This element requires the agency head to hold all managers, supervisors, and EEO Officials responsible for the effective implementation of the
agency's EEO Program and Plan.

M akeup of DM EO Offices The DMEOQ officeis comprised of its Headquarters (HQ) Office and three Area Offices. The six-member
Administrative Management team located at HQ performs the policy development, administrative management, and functional program area
oversight. DMEO Headquarters focuses on four functional areas that have independent strategies with integrated functions within the DMEO
structure: EEO Complaints and Compliance, Diversity & Inclusion, Disabilities and Reasonable Accommodations, and the Alternative Disputes
Resolution (ADR) Program. The three Area Offices, Department of Defense Dependents Schools (DoDDS)-Europe, DoDDS-Pacific, and DDESS
are staffed asfollows: A full-time counselor who manages the pre-complaint process, including ADR, during the informal stage, and an area
program manager who administers and oversees the formal complaint process, ADR, disability, and diversity programs.

DMEO Hired an Organizational Psychologist: DMEO posted a position for an Organizational Psychologist, a need identified in last year’s MD-
715 report in the summer of 2011. This staff member came on board in October of 2011. Having an employee with this skill set will allow DMEO
to more effectively implement and manage programs as well as embed the DMEO program within the DoDEA culture. This staff member will focus
on bringing innovation into projects and help manage programs in a 21st century environment and promote successful change transformation within
the organization. Performance objectivesinclude: Planning scientific research, planning and executing DMEO annual reports, overseeing data
collection (e.g. climate surveys) and analysis, writing research reports and presenting research, and providing consultative service.

Continued Need for Additional Resources. DMEO conducted a comprehensive review and identified that atotal of seven additional staff
members would be necessary to effectively implement amodel EEO program. Thiswould alow usto properly staff both a Complaints and
Compliance and a Diversity and Inclusion department. Currently, DMEO’s staff ratio to employee is 1:1443. Thisislower than many of our
counterparts. DoDEA is part of the Department of Defense’ s 4th Estate, whose ratio is 1:750. Army has aratio of 1:610, the Navy has aratio of
1:1060, and the Air Force has aratio of 1:1090. With our limited capacity, we have been less able to accomplish all of our goals. The following
positions are being considered for future hires: Four Organizationa Psychologists (one supervisory), one Investigator/Mediator, one Training
Program Manager, and one Program Assistant.

PART E.5 - Executive Summary: Essential Element D
Proactive Prevention of Unlawful Discrimination

This element requires that the agency head makes early effortsto prevent discriminatory actions and eliminate barriers to equal employment
opportunity in the workplace.
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Center for Early Dispute Resolution (CEDR): CEDR isaneutral, confidential resource that assists DODEA and its employees in addressing non-
EEO issues and managing conflicts and disputes constructively. While CEDR is not part of DMEO, DMEO channels non-EEO issuesto CEDR for
resolution efforts. CEDR provides education and training to help employees obtain the skills and knowledge for producing engagement in the
professional environment. CEDR relies extensively on DMEO mediators in executing their program. In FY 2011 CEDR worked with approximately
70 DoDEA employeesin roles such as conflict coaching and conflict management skills training and provided mediation or facilitation servicesin
non-EEO employment situations involving approximately 10 DoDEA employees.

Diversity and Inclusion Training: The DMEO HQ staff provided diversity training and relevant demographic data at districts and schools during
training with supervisors, managers, and employees.

Preventing Unlawful Discrimination: DMEO provides DoDEA employees information in cultura sensitivity, EEO sensitivity, discrimination,
hostile work environment, and communication. The team also provided services as subject-matter experts in interview pands, working groups and
various committees.

Disability Recruitment Plan: In compliance with the Presidential Executive Order 13548 requiring Federal agencies to develop a Disability
Recruitment Plan, DM EO collaborated with Human Resources (HR) to create the plan, in line with DMEO’ s 5-year strategic plan.

Workforce Recruitment Program (WRP): DoDEA was a key participant and exceeded expectationsin connection with the WRP in FY2011. As

aresult of this partnership: The Disabilities Program Manager served as a Recruiter for the WRP, interviewing 24 students (and referring 23) for the
WRP internship program. The Disabilities Program Manager, in collaboration with HR, hired 31 students in the WRP summer internship program to
work at DoDEA. Of these 31, two became permanent full-time hires, one with atargeted disability.

Schedule A Process Recognized as a Best Practice: In partnership with HR staffing, the DMEO sustained a streamlined Schedule A process and
developed afully accessible, on-line database to provide access to individuals who have submitted interest and documents regarding their Schedule
A authority. All on-line requests are answered via specific, pre-scripted e-mails with the appropriate information, resources, and links to other sites
aswell. The Disability Program Manager continues to work with other DoD components during Disability Program Managers meetings. The
Secretary of Defense Office of DMEO recognized DoDEA’s DMEO Disabilities Program as a “ best practice” program. This process exemplifies
collaboration with HR and showcases a simple, searchable repository and provides access to candidate’ s documents. The Disability Program
Manager has served as an advisor to the Defense Logistics Agency (DLA) to provide information regarding the availability of the repository as well
as discussions regarding the Schedule A Program.

Federal Disability Workforce Consortium (FDWC): The Disability Program Manager became a member of the FDWC. In thisforum, he has
provided guidance and made recommendations on how to better serve al Schedule A applicants regarding searchable features and the overall
application experience one should have on the usajobs.gov website. Thiswork is consistent with the requirement of the Office of Personnel
Management (OPM) to strengthen the Federal hiring process.

PART E.6 - Executive Summary: Essential Element E
Efficiency

This element requires that the agency head ensure that there are effective systems in place for evaluating the impact and effectiveness of the agency's
EEO Programs as well as an efficient and fair dispute resolution process.

Tracking with iComplaints: The DMEO staff usesiComplaints to efficiently track and monitor its complaints and compliance program. The
system also tracks the Alternative Dispute Resolution (ADR) process, both at the pre-complaint and formal process. iComplaints allows the DMEO
staff to plan future work accordingly and manage their workload. In addition, two reports have been custom designed for DoDEA for tracking
timeliness by counselors (informal process) and specialists (formal process).

Updating Disability Status: Although DMEO has encouraged employees to update their disability status in MyBiz (an employee web-based
personnel database), this solution does not work uniformly across DoDEA, as many staff (e.g., teachers and substitute teachers) do not have access to
MyBiz. Asan dternative, DMEO is now encouraging staff to work through HR to update their disability status through filling out the Standard
Form (SF) 256.
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Alternative Dispute Resolution (ADR): ADR is offered as an aternative method for resolving workplace disputes instead of the traditional equal
EEO informal counseling, or formal complaint process. At DoDEA, mediation is considered the primary method in resolving EEO disputes because
it empowers the parties involved to reach an acceptable resolution of the conflict. Although efforts are made to promote the benefits of ADR to
management and employees to resolve issues at the lowest possible level, ADR offer rates are not the sole indicator of an effective EEO program or
early resolutions outcomes of workplace conflict. Our goal isfor counselors to resolve issues at the lowest level and as soon as possible through a
variety of methods. At DoDEA in FY 2011, thisisclearly identified by our 100% timely processing of informal cases and, more importantly, our
counselors who focused on resolving cases and issues at the lowest level possible resulting in resolutions 52% of the time during the pre-complaint
process. Thisisin line with the FY 2010 government-wide pre-complaint resolution rate average of 54.5%.

ADR Areasof Strength: During FY 2011, the DMEO ADR Program Manager issued the DoDEA Agency ADR policy along with a standard
operating procedure for the EEO ADR process to al areas of our agency. Following avery successful audit review with EEOC staff, two other
agencies have been referred to DODEA asking for assistance to improve their complaint processes.

ADR Areas of Opportunity: Our FY2011 the ADR offer rate was 40% of the 124 pre-complaints counseled. DoDEA’s ADR offer rate for

FY 2011 decreased from FY 2010 for two reasons: |n FY 2011, EEO clarified that the election for aggrieved employeesto participatein ADR counted
as an offer only after management had agreed to participate. This added contingency adversely impacted our offer rate. During FY 2011, DMEO lost
one FTE position (the ADR Program Manager) through DoD efficiencies. This function was merged with the Complaints Program Manager’s
responsibilities. The elimination of the ADR Program Manager position impacted the strategic plans devel oped for improving the ADR program.
Another areato strengthen the ADR program could be to reconsider ADR being voluntary for managers. Although ADR is strongly recommended,
mandatory participation could be an area that might be revisited in the future.

PART E.7 - Executive Summary: Essential Element F
Responsiveness and L egal Compliance

This element requires that federal agencies arein full compliance with EEO statutes, EEOC regulations, policy guidance, and other written
instructions.

Pre-Complaints Counseled 100% Timely: DoDEA was 100% timely in regards to counseling pre-complaints. Thiswas an improvement from
FY 10 (94% timely).

93% Timely Investigations: DMEO's objective for FY 2011 was to have 100% timely investigations however, two (out of 42) investigations were
untimely. Regardless, the percentage of timely investigations for FY 2011 (93%) did improve from FY 2010 (91%). In addition, our average number
of processing days decreased to 178 days (which istwo days below the mandate); thiswas also an improvement from FY 2010 (average of 207

days).

The continuous challenge for DMEO in this areais that DMEO does not have purview of the investigative process. DoDEA investigations are
typically processed by the DoD, Civilian Personnel Management Services, Investigations and Resolutions Division (IRD). In January 2011, IRD
announced that they were experiencing a large backlog of cases and high turnover of staff, resulting in delays of up to three months in assigning
casesto investigators. To offset this, DMEO has to frequently request 90-day extensions of cases under investigation. |RD investigations have
resulted in higher average processing days. As an alternative, to bein compliance, DMEQ had to resort to contracting out 26 of the 42 investigations
(62%) for thisfisca year at a substantial cost for compliance. Contract investigations were processed in an average of 148 days compared to IRD
investigations which average 228 days. Asindicated under Management and Program Accountability, DMEO has requested an FTE to hire afull-
timeinvestigator to be in compliance with EEOC regulatory guidelines.

Improved Processing Timefor Final Agency Decisions (FADs): DMEO continues to improve with its FAD processing timelines and below the
60-day regulatory requirement. The average number of processing days improved for FY 2011 (50 days), compared to FY 2010 (53 days). DoDEA
was untimely for one FAD in FY 2011 and one FAD in FY2010. However, in FY 2010, DMEO wrote 15 FADS and in FY2011, DMEO wrote 13.
Thisresulted in a dlight percentage decrease in timeliness (92% for FY 2011 vs. 93% for FY 2010) although the number of untimely FADs did not
change (one for both FY 2011 and FY 2010).
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PART E.8 - Executive Summary: Workforce Analyses

As of September 30, 2011, DoDEA’s workforce population was comprised of 16,452 employees (14,187 permanent and 2,265
temporary). Compared to the previous fiscal year, the number of permanent employees increased (from 10,504 in FY 10) while the number of
temporary employees decreased (5,369 in FY 10).

In regards to gender, DoDEA’ s workforce is primarily female (78%), with males making up only 22% of the workforce. The discrepancy between
females and malesislikely influenced by the availability of candidates for our most common position, that of ateacher. The education civilian labor
forceis consistent with our population, with femal es representing 72% of the teacher labor force in 2008.

Considering breakdowns by gender and race, the most commonly represented groups were White females (58% of our employee population), White
males (17%), Black or African American females (10%), Hispanic or Latino females (6%), Asian females (3%), and Black or African American
males (3%). Three female groups, Native Hawaiian or Other Pecific Islander, American Indian or Alaskan Native, and individuals reporting Two or
More Races each represented just over 1% of our employees. Finaly, three male groups, Asian, American Indian or Alaskan Native, and those
reporting Two or More Races each made up less than 1% of our population.

Regarding DoDEA employees reporting their disability status, the majority of DoODEA employees reported no disability (95% of the
workforce). Some employees have not identified their disability status (1.71%). A total of 612 employees reported a disability (3.72% of the
workforce) and 42 employees reported having a targeted disability (0.26% of the workforce).

PART E.9 - Executive Summary: Accomplishments
EEO Plan Action Items | mplemented or Accomplished

In last year's MD-715, DoDEA focused on remedying three barriers. Each barrier isreviewed below, along with our progress against our stated
goals.

Declining Participation of Overall Rate of Personswith Disabilities

DoDEA noted a-.22% decline in employees identifying disabilities from FY 2009 to FY 2010, and a.27% increase in persons with targeted
disabilities (PWTD). In addition, the overall rate of PWTD at DoDEA (.5%) was lower than the government goal of 2%. DoDEA’s intended actions
arelisted below, followed by an explanation of our efforts to date.

Intended Actions
HR and DMEO will work to expand recruitment efforts, improve screening and hiring processes, and provide training to managers and employees.

HR and DMEO will work to target ads, develop relationships with educational institutions, and utilize MyBiz to accurately account for persons with
disabilities.

DoDEA will increase the number of persons hired using the Workforce Recruitment Program (WRP), Schedule A, and Student Temporary
Employment Program (STEP) for hiring individuals with disabilities.

DMEO will use a Diversity Council to address barriers of hiring persons with disabilities. The council will develop retention criteria, initiate a
mentoring program, as well as monitor awards, training, and individual development plans.
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Effortsto Date

As previously noted, DoDEA experienced efficiency staffing reductions that resulted in the elimination of akey DMEO position. Asaresult, we had
to consolidate the functions among the Headquarters staff with diminished capabilities to work with HR and hiring managersin order to help with
recruitment efforts or to provide training to managers and employees. Other efforts such as working on targeted ads and devel oping relationships
with educational institutions also failed to materializein FY2011. HR also lacked funding for new recruitment and hiring initiatives, nor were they
able to work on improving the screening and hiring processes.

DoDEA has not been able to maximize MyBiz because many of our teachers and staff overseas do not possess a Common Access Card (CAC) which
isrequired to access this system. The HR Office and DM EO have been collaborating on how to best resolve thisissue.

DoDEA’s WRP program remains strong and focused as a resource for increasing the number of persons hired using hiring authority programs. In
FY 2011 DoDEA hired two students full time from the WRP program, including one with atargeted disability. DoDEA currently employs three
students under the STEP program. This program has aggressive goals for hiring additional staff again at the end of this summer. The Schedule A
program continues to be fully accessible in order to provide access to individua s who have submitted interest and documents regarding their
Schedule A authority to hiring managers, local HR, and DLA.

The staffing efficiency reduction has also resulted in an inadvertent barrier for having a dedicated resource to create a Diversity Council. The
function of the Diversity Council would have been to devel op retention criteria, initiate a mentoring program, as well as monitor awards, training,
and individual development plans.

Lower Participation Rate of the Male Teacher Population

DoDEA noted that the population of male DoDEA teachers was 8% below that rate found in the Educational Industry Civilian Labor Force. Below,
DoDEA’s intended actions are listed, followed by an explanation of our efforts to date.

Intended Actions
DMEO and HR will provide proactive training, marketing, recruitment, and succession planning.

DMEO will develop marketing tools for all employees to become potential ambassadors of DoDEA to address the low participation rate of male
teachers.

DoDEA will use a Diversity Council to develop ideas to bolster recruitment efforts for men and minorities as well as, develop relationships with
educational ingtitutions to establish a pipeline of qualified male teacher applicants.

The Diversity Program Manager will develop cultural awareness training sessions to change the stereotypical beliefs of men in educator positions.
Effortsto Date

Dueto changesin DoDEA efficiencies, which resulted in the elimination of a full-time position in DMEOQ, the objectives to address the low
participation rate of the DoODEA male teacher population did not take place. DMEO continues to lack adequate staffing to fully pursue and improve
male teacher participation. DMEO is proposing a new staffing structure to the Director requesting additional resources that would focus on the
organizational changes required for DoODEA to transform our objectivesinto a 21st century Agency.

Dueto limited resources, this barrier has not yet been remedied and, we currently do not have plans to continue the initial identified actions. Rather,
we plan to focus on the barriers we deemed most critical for FY 2011 and to devote our time and energy in athoughtful and strategic manner. We do
not believe we can reasonably meet these goals at this particular time due to circumstances beyond our control. We will continue to re-assess our
needs against our resources as time continues.
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Lower Participation Rate of Minority Malesand Femalesin the OfficialsM anagers Category (Grade Disparity)

Minority males and females were not represented, or were underrepresented, in the occupational groups of executive/senior level officials, mangers,
mid-level officia ¥managers, and first-level officials/managers, professionals and administrative support workers. DoDEA’s intended actions are
listed below, followed by an explanation of our effortsto date.

Intended Actions

The Diversity Program Manager will serve as an advisor to DODEA'’ s Diversity Council to establish a mentoring program and succession plans.
Invest in career devel opment among the entire workforce.

Establish a Diversity Council for identifying barriers to minority males and females moving into leadership positions.

Establish succession planning structure.

Partner with Education Directorate Professional Development Division to focus on minority participants.

Organize official mentoring program into structure of agency.

Effortsto Date

As noted above, due to changesin DoDEA efficiencies that resulted in the elimination of a DMEO position, the objectives to address the low
participation rate of minority males and females in the official smanagers category did not take place.

Moving forward, although we do not anticipate that we will have the resources and staffing to meet each action previously identified, we do believe
that we can continue to make progressin thisarea. We recognize that although our DMEO office has the interest in pursuing these actions, we lack

the dedicated resources to this effort. Although, we have enhanced our partnerships with other areas within the agency, such as HR and professional
development, they too have incurred limitations. Our continued efforts to collaborate with these groups will maximize existing capacity and enable
us to judge the feasibility and our potential return on investment for various activities in the future.

PART E.10 - Executive Summary: Planned Activities
Participation of Personswith Targeted Disabilities (PWTD) Falls Short of Government Goal of 2%

At the end of FY 2011, our current participation rate for PWTD was .30%, which falls short of the government-wide participation goal of 2% for
PWTD. The Federal Organizational Climate Survey (FEOCS) which was conducted in March 2011, revealed that DODEA’s employees with a
disability generally do not feel they are discriminated against because of their disability. When DoDEA employees were asked about disability
discrimination, individuals reporting a disability had an average response of 4.06 on a 1-5 scale, where the anchor of 5 indicated the most positive
response. This suggests that with regards to PWTD, the organizational climate and perceptions are not the barrier as much as creating opportunities.
Additionally, the robust participation in the WRP intern program would further support this assessment. Accordingly, we should continue to focus
our efforts on outreach to potential employees and hiring managers to increase PWTD participation. Our specific plans to address thisinclude:
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Partnering with HR and hiring officials to hire one or more PWTDs as part of the WRP which provides college students and recent graduates with
disabilities an opportunity to intern with the Federal Government or private sector industry. Although the WRP does not directly impact our
participation goal, it offers potential employees aredlistic job preview of working for DoDEA. This should increase their likelihood to apply for a
permanent position. In addition, since the program offers a preview of the culture, climate, and work that DoDEA offers, it should positively impact
the retention of new employees who previously participated in the WRP. In the past, six WRP participants have been offered, and accepted full-time
permanent positions with DODEA. By continuing this program we are making DoDEA hiring managers aware of the strong talent that existsin the
WRP program, increasing the chance that managers will consider WRP candidates first when making decisions about hiring for new positions.
Given that only 0.30% of DoDEA’s employees are PWTD, many employees do not have an opportunity to work with someone with a disability on a
regular basis. Significantly increasing the presence of individuals with disabilities in our workforce, even if only for atemporary period, raises
awareness and improves the organizational culture to be more inclusive and welcoming to all persons.

Obtaining additional resources from the Director is key to re-surveying the current workforce with a more focused approach and support to the field.
Thisis paramount in establishing and ensuring our current data regarding PWTDs would be a more true and accurate representation. Currently, not
all educators have a CAC card and are unable to self identify in our current HR system when are-survey of the workforceis done. Thisissue has
been identified and elevated to the Directors level and is currently under review. Therefore, resources for HR are necessary to input updated data
into Defense Civilian Personnel Data System.

Federal Organizational Climate Survey (FEOCS) Highlights Barriersto Inclusion

In spring of 2011, DoDEA launched a diversity climate survey, the FEOCS, to al employees. Generally DODEA employees had more positive
perceptions of EEO (i.e. religious discrimination) and Organizational Effectiveness (e.g., organizational commitment) climate factors compared to
other government agencies that had recently completed this survey. However, for two organizational effectiveness factors, trust in the organization
and leadership cohesion, employees responded less favorably compared to other agencies. In addition, only 32% of employees responded positively
to the question, “The unit orientation program is adequate for new employees.” In order to improve our organizational climate, DoODEA proposes to:

Utilize the ADKAR change management model to create real and lasting positive change for our Diversity Climate. The ADKAR model focuses on:
Awareness, Desire, Knowledge, Ability and Reinforcement.

Increase transparency and trust in the organization by providing access to each of the 21 various FEOCS reports, along with executive summaries for
DoDEA overall and the four regiona areas (Headquarters, Americas, Pacific, and Europe). Thisincludes designing a new website focused on
DoDEA’s diversity climate and the FEOCS.

Create a collaborative and interactive way to dialogue with the employee population regarding the FEOCS results by creating an online virtua
community in DODEA Intersect, asocia networking site for employees.

Enhance employees' perceptions of leadership cohesion by increasing communication from senior leadership. Thisincludes launching a quarterly
newsdl etter from the DoDEA Director.

Improve employees’ on-boarding experience by designing a New Employee Orientation Program as well as a Sponsor Program to pair employees
new to an areawith an established employee. These programs should also have the effect of increasing the amount of trust in the organization for
new or transferred employees.
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EECC FORM
715-01
PARTF
U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPL.OYMENT OPPORTUNITY PROGRAMS

|, Alina Doreste-Johnson, Chief DMEQ, GS-15, am the

Principal EEO Director/Official for the Department of Defense Education Activity (DoDEA,).

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential elements as prescribed by EEQO MD-715.
If an essential element was not fully compliant with the standards of EEQ MD-715, a further evaluation was conducted and, as appropriate, EEQ Plans for
Attaining the Essential Elements of a Medel EEQO Program, are included with this Federal Agency Annua!l EEQ Program Status Report.

The agency has also analyzed its work force profiles and conducted barrier analyses aimed at detecting whether any management ar personnel policy, procedure
or practice is operating to disadvantage any group based on race, national origin, gender or disability. EEQ Plans to Eliminate identified Barriers, as appropriate,
are included with this Federal Agency Annual EEC Program Status Report.

umentation of this ass

1 certjfy that prop sment is in place and is being maintained for EEQOC review upon request.

5 "

Signature of Pringpal EEQ Director/Official ; )
Cerlifies that thjg’ Federal Agency Annual EECProgram Status Report is in compliance with EEO MD-715.
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Signature of Ageficy Head or Agency Head Designee
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U.S. Equal Employment Opportunity Commission
EE0C FOIR FEDERAL AGENCY ANNUAL

el EEO PROGRAM STATUS REPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
Essential Element A: Demonstrated Commitment from Agency Leadership
Requires the agency head to issue written policy statements ensuring a workplace free of
discriminatory harassment and a commitment to equal employment opportunity.
i Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element A, Section 1 - | ssuance of EEO Policy Statement the space below or
Indicator complete and attach
8 M easur es " Section” 1 Ves No |@1 EEOC FORM 715
01 PART H tothe
agency's status
report
A.l.a WasEEO policy statement issued within 6 - 9 months of installation of Agency Head? (Please list date of X Marilee Fitzgerald
agency head installation and date of issuance in the comments column.) was appointed as
Acting Director in
June of 2010 and

officially became the
Director of DoDEA in
November of 2011.
Policies were current
under the Acting
Directorship and new
policieswill be

prepared for signature
within 9 months of
appointment.
A.1lb During current Agency Head's tenure, has EEO policy statement been re-issued annually? | X | |
A.l.c Arenew employees provided a copy of the EEO policy statement during orientation? | X | |
A.1.d When an employee is promoted into the supervisory ranks, is s’he provided a copy of the EEO policy X
statement?
o Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element A, Section 2 - Communication of EEO Policy the space below or
Statements I ndicator complete and attach
. ! Measur " Section” 2 v N an EEOC FORM 715-
casures & ° 01 PART H tothe
agency's status
report
A.2.a Havethe Heads of subordinate reporting components communicated support of all agency EEO policies X
through the ranks?
A.2.b Hasthe agency made written materials available to al employees and applicants, informing them of the X

variety of EEO programs and administrative and judicial remedia procedures available to them?

A.2.c Hasthe agency prominently posted such written materialsin all personnel and EEO offices, and on the X
agency's internal website? [29 CFR 1614.102(b)(5)]
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U.S. Equal Employment Opportunity Commission
EEO7(]?5'_:§_RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUSREPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
- Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element A, Section 3 - Evaluation of Managers and the space below or
Supervisorson Their Commitment to EEO Principles Indicator complete and attach
. ! Measur " Section” 3 v N an EEOC FORM 715-
casures & ° 01 PART H tothe
agency's status
report
A.3.a Are managers and supervisors evaluated on their commitment to agency EEO policies and principles? | X |
A.3.b Aremanagers and supervisors evaluated on their commitment to resolve problems/disagreements and
other conflictsin their respective work environments as they arise?
A.3.c Are managers and supervisors evaluated on their commitment to address concerns, whether perceived or X
real, raised by employees and following up with appropriate action to correct or eliminate tension in the
workplace?
A.3.d Aremanagers and supervisors evaluated on their commitment to support the agency's EEO program X
through allocation of mission personnel to participate in community out-reach and recruitment programs with
private employers, public schools and universities?
A.3.e Are managers and supervisors evaluated on their commitment to ensure full cooperation of employees X
under his/her supervision with EEO office officials such as EEO counselors, EEO investigators, etc.?
A.3.f Aremanagers and supervisors evaluated on their commitment to ensure aworkplace that is free from all X
forms of discrimination, harassment and retaliation?
A.3.g Aremanagers and supervisors evaluated on their commitment to ensure that subordinate supervisors X
have effective managerial communication and interpersonal skillsin order to supervise most effectively in a
workplace with diverse employees and avoid disputes arising from ineffective communications?
A.3.h Are managers and supervisors evaluated on their commitment to ensure the provision of requested X
religious accommodations when such accommodations do not cause an undue hardship?
A.3.i Aremanagers and supervisors evaluated on their commitment to ensure the provision of requested X
disability accommodations to qualified individuals with disabilities when such accommodations do not cause an
undue hardship?
A.3j Haveall employees been informed about what behaviors are inappropriate in the workplace and that this X Disciplinary Rules and
behavior may result in disciplinary actions? If yes, describe what means were utilized by the agency to inform Procedures are posted
its workforce about penalties for unacceptable behavior in the comments column. on the DoDEA
websitewhichis
accessibleto all
employees.
A.3.k Have the procedures for reasonable accommodation for individuals with disabilities been made readily X
available/accessible to all employees by disseminating such procedures during orientation of new employees and
by making such procedure available on the World Wide Web or Internet?
A.3. Have managers and supervisors been trained on their responsibilities under the procedures for reasonable X
accommodation?
Report version number: 1.2 Page 8




Revision Number: 13

U.S. Equal Employment Opportunity Commission
EE%(:ESI_:(()?-RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUSREPORT

DOD Department of Defense Education Activity

For period covering October 1, 2010 to September 30, 2011

Agency Self-Assessment Checklist

Essential Element B: Integration of EEO into Agency's Strategic Plan
Requires that the agency's EEO programs be organized and structured to maintain aworkplace that is
free from discrimination in any of the agency's palicies, procedures or practices and supports the

agency's strategic mission.
o Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element B, Section 1 - Reporting Structurefor EEO the space below or
Program I ndicator complete and attach
. Measur " Section” 1 v N an EEOC FORM 715-
casures & ° 01 PART H tothe
agency's status
report
B.La Isthe EEO Director under the direct supervision of the Agency Head? [See 29 CFR 1614.102(b)(4)] | x|
B.1.b For subordinate level reporting components, is the EEO Director/Officer under the immediate N/A
supervision of the lower level component's head official? (For example, does the Regional EEO Officer report to
the Regional Administrator?)
B.1.c Arethe duties and responsibilities of the EEO officials clearly defined? | |
B.1.d Do the EEO officias have the knowledge, skills, and abilities to carry out the duties and responsibilities
of their positions?
B.1.e If the agency has 2nd level reporting components, are there organizational charts that clearly define the N/A
reporting structure for EEO programs? (If yes, attach them to this report.)
B.1.f If the agency has 2nd level reporting components, does the agency-wide EEO Director have authority for N/A
EEO programs within the subordinate reporting components? (If no, please describe how EEO program
authority is delegated to subordinate reporting components, in Part H.)

Report version number: 1.2
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U.S. Equal Employment Opportunity Commission

EEO7(]?5'_:§_RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
- Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element B, Section 2 - EEO Communication with Senior the space below or
L eaders|ndicator complete and attach
.'. M easur s " Section" 2 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
B.2.a Doesthe EEO Director/Officer have aregular, effective means of informing the Agency Head and other X
top management of the effectiveness, efficiency, and legal compliance of the agency's EEO program?
B.2.b After submission of the previous Form 715, did the EEO Director/Officer present a" State of the X
Agency" briefing to the Agency Head and other senior officials, including a performance assessment in each of
the 6 elements of the Model EEO program, and report agency progress in completing its barrier analysis -
including barriers identified, eliminated, or impact reduced?
B.2.c AreEEOQ officials present during agency pre-decisiona deliberations regarding recruitment strategies, X Currently we do not
vacancy projections, succession planning, selections for training/career development opportunities, and other do thisat an
workforce changes? organizationa level.
Andif wedid, our HR
division would not
have any oversight
into this process.
B.2.d Doesthe agency consider whether any group of employees or applicants might be negatively impacted X We did not have any
prior to making human resource decisions such as re-organizations and re-alignments? type of re-alignments
or reorganizations
within our agency this
reporting year.
B.2.e Are management/personnel policies, procedures and practices examined at regular intervals to assess X Every policy goes
whether there are any hidden impediments to the realization of equality of opportunity for any group(s) of through re-evaluation
employees or applicants? [See 29 C.F.R. 1614.102(b)(3)] and every divisionin
the agency has the
opportunity to review,
challenge and approve
each.
B.2.f Isthe EEO Director included in the agency's strategic planning, especially the agency's human capital X
plan, regarding succession planning, training, etc., to ensure that EEO concerns are integrated into the agency's
strategic mission?

Report version number: 1.2
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EEO7(]?5'_:§_RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
sl Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element B, Section 3 - Sufficient EEO Program Staffing the space below or
Indicator complete and attach
. Measures " Section” 3 Yes No |21 EEOC FORM 715-
01 PART H tothe
agency's status
report
B.3.a Doesthe EEO Director have the authority and funding to ensure implementation of agency EEO action X The DMEO office
plans to improve EEO program efficiency and/or eliminate identified barriers to the realization of equality of lacks adequate
opportunity? personnel resources to
achieve all of these
requirements.
Obtaining additional
resources from the
Director iskey to also
re-surveying the
current workforce
with amore focused
approach and support
tothefield. Thisis
paramount in
establishing and
ensuring our current
dataregarding
PWTD& swould be
amore true and
accurate
representation.
B.3.b Are sufficient personnel resources alocated to the EEO Program to ensure that agency self-assessments X
and self-analyses prescribed by EEO MD-715 are conducted annually and to maintain an effective complaint
processing system?
B.3.c Arestatutory/regulatory EEO related Special Emphasis Programs sufficiently staffed? X Thereisonly 1 FTE,
the Disability Program
Manager dedicated for
all Special Emphasis
functions.
B.3.d Isthe Federal Women's Program sufficiently staffed - 5 U.S.C. 7201; 38 U.S.C. 4214; Title 5 CFR, X See previous response
Subpart B, 720.204?
B.3.e Isthe Hispanic Employment Program sufficiently staffed - Title 5 CFR, Subpart B, 720.204? | X See previous response
B.3.f Isthe People With Disabilities Program Manager; Selective Placement Program for Individuals With X
Disabilities sufficiently staffed - Section 501 of the Rehabilitation Act; Title 5 U.S.C. Subpart B, Chapter 31,
Subchapter 1-3102: 5 CFR 213.3102(u); 5 CFR 315.709?
B.3.g Areother agency Special Emphasis Programs monitored by the EEO Office for coordination and X DMEO isresponsible
compliance with EEO guidelines and principles, such as: FEORP - 5 CFR 720; Veterans Employment for the Specid
Programs; Black/African American; American Indian/Alaska Native; Asian; and Native Hawaiian/Other Pacific Emphasis Programs
Islander Programs? for which we are not
adequately staffed.
Human Resourcesis
responsible for the
Federal Equal
Opportunity
Recruitment Program
(FEORP) and the
Veterans Employment
Program.

Report version number: 1.2
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U.S. Equal Employment Opportunity Commission
EE0C FOIR FEDERAL AGENCY ANNUAL

el EEO PROGRAM STATUS REPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
sl Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element B, Section 4 - Sufficient EEO Program Funding the space below or
Indicator complete and attach
. M " Section" 4 v N an EEOC FORM 715-
casures s ° 01 PART H tothe
agency's status
report
B.4.a Arethere sufficient resources to enable the agency to conduct a thorough barrier analysis of its X DMEOfilled a
workforce, including the provision of adequate data collection and tracking systems? position for an
Organizational
Psychologist in

October of 2011. Until
thistime, we did not

have sufficient
resources to conduct
barrier analysis of our
workforce.

B.4.b Isthere sufficient budget allocated to al employeesto utilize, when desired, al EEO programs, including X

the complaint processing program and ADR, and to make a request for reasonable accommodation? (Including

subordinate level reporting components?)

B.4.c Hasfunding been secured for publication and distribution of EEO materials (e.g. harassment palicies, X

EEO posters, reasonable accommodations procedures, etc.)?

B.4.d Isthereacentra funding or other mechanism for funding supplies, equipment and services necessary to X Although no centra

provide disability accommodations? fund is set aside for
disability

accommodations
purchases, employees
are provided
electronic and
computer type
accommodations
through Computer/
Electronic
Accommodations
Program (CAP) for
most of our reasonable
accommodations

requests.
B.4.e Doesthe agency fund major renovation projects to ensure timely compliance with Uniform Federa X The 194 DoDEA
Accessibility Standards? schools are located on

military bases. The
military has funding
oversight for most
major renovation
projects.
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EEO7(]?5'_:§_RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUSREPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011

Agency Self-Assessment Checklist

B.4.f Isthe EEO Program allocated sufficient resourcesto train all employees on EEO Programs, including
administrative and judicial remedia procedures available to employees?

DMEOs staff-to-
employeeratiois
currently 1:1443. Asa
componet of the 4th
Estate for the DoD,
thisis only about half
of what other
components have
which averages
approximately 1:750.
Due to geographical
constraints as well,
many of our areas
have never received
training from the
DMEQO office.

B.4.g Isthere sufficient funding to ensure the prominent posting of written materialsin al personnel and EEO
offices? [See 29 CFR 1614.102(b)(5)}

B.4.h Isthere sufficient funding to ensure that all employees have access to the training and information
identified in B.4.f?

See previous response

B.4.i Isthere sufficient funding to provide all managers/supervisors with training and periodic up-dates on their
EEO responsibilities for ensuring aworkplace that is free from all forms of discrimination, including harassment
and retaliation?

See previous response

B.4) Isthere sufficient funding to provide all managers/supervisors with training and periodic up-dates on their
EEO responsibilities to provide religious accommodations?

See previous response

B.4.k Isthere sufficient funding to provide all managers/supervisors with training and periodic up-dates on
their EEO responsihilities to provide disability accommodations in accordance with the agency's written
procedures?

See previous response

B.4. Isthere sufficient funding to provide all managers/supervisors with training and periodic up-dates on their
EEQ responsibilities in the EEO discrimination complaint process?

See previous response

B.4.m Isthere sufficient funding to provide all managers/supervisors with training and periodic up-dates on
their EEO responsibilities to participatein ADR?

See previous response

Report version number: 1.2
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U.S. Equal Employment Opportunity Commission
EE?%'_:&RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUSREPORT
Revision Number: 13

DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011

Agency Self-Assessment Checklist

Essential Element C: Management and Program Accountability
This element requires the Agency Head to hold all managers, supervisors, and EEO Officials
responsible for the effective implementation of the agency's EEO Program and Plan.

i Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element C, Section 1 - EEO Communication with the space below or
Managers & Supervisors Indicator complete and attach
»'. M easur s " Section" 1 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
C.1.a Areregular (monthly/quarterly/semi-annually) EEO updates provided to management/supervisory X
officials by EEO program officials?
C.1.b Do EEO program officials coordinate the development and implementation of EEO Plans with all X
appropriate agency managers to include Agency Counsel, Human Resource Officials, Finance, and the Chief
Information Officer?
== Compliance M easure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element C, Section 2 - EEO & Human Resour ces the space below or
Coallaboration & Coordination Indicator complete and attach
»'. M easur s " Section" 2 Yes NoO an EEOC FORM 715-
01 PART H tothe
agency's status
report
C.2.a Havetime-tables or schedules been established for the agency to review its Merit Promotion Program X
Policy and Procedures for systemic barriers that may be impeding full participation in promotion opportunities
by all groups?
C.2.b Havetime-tables or schedules been established for the agency to review its Employee Recognition X
Awards Program and Procedures for systemic barriers that may be impeding full participation in promation
opportunities by al groups?
C.2.c Havetime-tables or schedules been established for the agency to review its Employee Development/ X
Training Programs for systemic barriers that may be impeding full participation in training opportunities by all
groups?
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U.S. Equal Employment Opportunity Commission

EEO7(]?5'_:§_RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUSREPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
- Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element C, Section 3 - Disciplinary Action Taken the space below or
Indicator complete and attach
. ! " Section” 3 an EEOC FORM 715-
Measures Yes No

01 PART H tothe
agency's status

procedures and analyze the information tracked for trends, problem, etc.?

report

C.3.a Doesthe agency have adisciplinary policy and/or atable of pendties that covers employees found to X Disciplinary Rules and

have committed discrimination? Procedures are posted
on the DoDEA
website which
accessibleto all
employees.

C.3.b Haveal employees, supervisors, and managers been informed as to the penalties for being found to X

perpetrate discriminatory behavior or for taking personnel actions based upon a prohibited basis?

C.3.c Hasthe agency, when appropriate, disciplined or sanctioned managers/supervisors or employees found to X The agency has only

have discriminated over the past two years? If yes, in the "Comments' column, cite the number found to have had one findingin 3

discriminated and list penalty/disciplinary action for each type violation. years, the
management official
has since retired.

C.3.d Doesthe agency promptly (within the established time frame) comply with EEOC, Merit Systems X

Protection Board, Federal Labor Relations Authority, labor arbitrators, and District Court orders?

C.3.e Doesthe agency review disability accommodation decisions/actions to ensure compliance with its written X

Report version number: 1.2
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PART G EEO PROGRAM STATUSREPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011

Agency Self-Assessment Checklist

barriers to equal employment opportunity in the workplace.

Essential Element D: Proactive Prevention of Unlawful Discrimination
Requires that the agency head makes early efforts to prevent discriminatory actions and eliminate

i Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element D, Section 1 - Barrier Analysis Process | ndicator the space below or
" Section” 1 complete and attach
8 M easur es Ves No |@1 EEOC FORM 715
01 PART H tothe
agency's status
report
D.1l.a Do senior managers meet with and assist the EEO Director and/or other EEO Program Officialsin the X
identification of barriers that may be impeding the realization of equal employment opportunity?
D.1.b When barriers are identified, do senior managers develop and implement, with the assistance of the X An additional plan,
agency EEO office, agency EEO Action Plansto eliminate said barriers? other than the
MD-715 has not been
developed.
D.1.c Do senior managers successfully implement EEO Action Plans and incorporate the EEO Action Plan X
Objectives into agency strategic plans?
D.1.d Aretrend anayses of workforce profiles conducted by race, national origin, sex, and disability? X DMEQO hired an
Organizational
Psychologist in
October 2011 who can
now effectively be
able to research, plan
and execute DMEO
annual reports,
overseeing data
collection (e.g. climate
surveys) trend
analysis, writing
research reports and
presenting research,
and providing
consultative service of
the workforce by race,
national origin, sex
and disability.
D.1l.e Aretrend analyses of the workforce's major occupations conducted by race, national origin, sex, and X
disability?
D.1.f Aretrend analyses of the workforce's grade level distribution conducted by race, national origin, sex, and X
disability?
D.1.g Aretrend analyses of the workforce's compensation and reward system conducted by race, national X
origin, sex, and disability?
D.1.h Aretrend anayses of the effects of management/personnel policies, procedures and practices conducted X
by race, national origin, sex, and disability?
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PART G EEO PROGRAM STATUS REPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
- Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element D, Section 2 - Alternative Dispute Resolution the space below or
(ADR) is Encouraged Indicator complete and attach
.. M easur s " Section" 2 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
D.2.a Areall employees encouraged to use ADR? | X |
D.2.b Isthe participation of supervisors and managersin the ADR process required? X Participation of
supervisors and
managersin the ADR
processis strongly
encouraged when
appropriate and
feasible.
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EE%(:ESI_:(()?-RM FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUSREPORT
Revision Number: 13

DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011

Agency Self-Assessment Checklist

Essential Element E: Efficiency
Requires that the agency head ensure that there are effective systems in place for evaluating the
impact and effectiveness of the agency's EEO Programs as well as an efficient and fair dispute
resolution process.

sl Compliance M easure Has Been For all unmet
Indicator Met measures, provide a

brief explanation in
PART G, Essential Element E, Section 1 - Sufficient Resour cesto Evaluation the space below or

EEO Program Indicator complete and attach
»'. M easur es " Section" 1 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report

E.1l.a Doesthe EEO office employ personnel with adequate training and experience to conduct the analysis X DMEQO hired an
required by MD-715 and these instructions? Organizational
Psychologist in
October 2011 who
will lead this effort
going forward.

E.1.b Hasthe agency implemented an adequate data collection and analysis systems that permit tracking of the X See TableH.2
information required by MD-715 and these instructions?

E.1.c Have sufficient resources been provided to conduct effective audits of field facilities effortsto achieve a X
model EEO program and eliminate discrimination under Title VIl and the Rehabilitation Act?

E.1.d Isthere adesignated agency official or other mechanism in place to coordinate or assist with processing X
requests for disability accommodationsin all major components of the agency?

E.l.e Are90% of accommodation requests processed within the time frame set forth in the agency's procedures X
for reasonable accommodation?
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PART G EEO PROGRAM STATUS REPORT
Revision Number: 13
DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011
Agency Self-Assessment Checklist
- Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element E, Section 2 - Effective Complaint Tracking and the space below or
Monitoring System Indicator complete and attach
.. M easur s " Section" 2 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
E.2.a Doesthe agency use a complaint tracking and monitoring system that allows identification of the X iComplaints by
location, and status of complaints and length of time elapsed at each stage of the agency's complaint resolution Micropact
process?
E.2.b Doesthe agency's tracking system identify the issues and bases of the complaints, the aggrieved X
individuals/complainants, the involved management officials and other information to analyze complaint
activity and trends?
E.2.c Doesthe agency hold contractors accountable for delay in counseling and investigation processing times? X During FY 11, DoDEA
If yes, in the comments column, briefly describe how. did not use contract
counselors. DODEA is
fully staffed with full-
time counselorsin all
areas. DMEO did
contract 13% of our
investigations
however. All ROIs
were completed on
average of 159 days
which is before the
required timeframe.
Our contract for this
servicewas
established with a
penalty built into the
contract in the event
of an untimely
submission by
contractor.
E.2.d Doesthe agency monitor and ensure that new investigators, counselors, including contract and collateral X
duty investigators, receive the 32 hours of training required in accordance with EEO Management Directive
MD-1107?
E.2.e Doesthe agency monitor and ensure that experienced counselors, investigators, including contract and X
collateral duty investigators, receive the 8 hours of refresher training required on an annual basisin accordance
with EEO Management Directive MD-110?
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EEOC FORM
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FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT
Revision Number: 13

DOD Department of Defense Education Activity I

For period covering October 1, 2010 to September 30, 2011

Agency Self-Assessment Checklist

et

Compliance
Indicator

PART G, Essential Element E, Section 3 - Timelinessin EEO Complaint
Process I ndicator
" Section" 3

82

Measures

Measure Has Been

Met

Yes

No

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach

an EEOC FORM 715-
01 PART H tothe
agency's status
report

E.3.a Arebenchmarksin place that compare the agency's discrimination complaint processes with 29 CFR Part
16147

E.3.b Doesthe agency provide timely EEO counseling within 30 days of theinitial request or within an agreed
upon extension in writing, up to 60 days?

DoDEA was 100%
timely in regards to
counseling pre-
complaints. Thiswas
an improvement from
FY 10 (94% timely).

E.3.c Doesthe agency provide an aggrieved person with written notification of his’her rights and
responsibilitiesin the EEO processin atimely fashion?

E.3.d Doesthe agency complete the investigations within the applicable prescribed time frame?

93% of our FY11
Investigations were
timely with only 2 out
of 42 investigations
untimely. Our average
number of processing
daysimproved from
207 daysin FY10to
178 (2 days below the
mandate).

E.3.e  When a complainant requests afinal agency decision, does the agency issue the decision within 60 days
of the request?

DoDEA's average
number of processing
days improved for

FY 11 (50 days),
compared to FY 10 (53
days). DoDEA was
untimely for only 1
FAD in FY11, and
dueto adecreasein
the total number of
FADs handled by
DMEDQ, this resulted
in adight percentage
decrease in timeliness
(92% for FY11vs
93% for FY 10)
although the number
of untimely FADs did
not change (one for
both FY 11 and FY 10).
The Agency continues
to focus on this
process to reach 100%
compliance.

E.3.f When a complainant requests a hearing, does the agency immediately upon receipt of the request from the
EEOC AJforward the investigative file to the EEOC Hearing Office?

E.3.g When asettlement agreement is entered into, does the agency timely complete any obligations provided
for in such agreements?
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Agency Self-Assessment Checklist

E.3.h Doesthe agency ensure timely compliance with EEOC AJ decisions which are not the subject of an X
appeal by the agency?

sl Compliance M easur e Has Been For all unmet
Indicator Met measures, provide a

brief explanation in

the space below or

PART G, Essential Element E, Section 4 - Efficient and Fair ADR Process
Indicator

complete and attach
»',. M easur s " Section" 4 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
E.4.a Inaccordance with 29 CFR 1614.102(b), has the agency established an ADR Program during the pre- X

complaint and formal complaint stages of the EEO process?

E.4.b Doesthe agency require all managers and supervisors to receive ADR training in accordance with EEOC X
(29 CFR Part 1614) regulations, with emphasis on the federal government's interest in encouraging mutual
resolution of disputes and the benefits associated with utilizing ADR?

E.4.c Does the responsible management official directly involved in the dispute have settlement authority? X The 1st, 2nd, or 3rd

level management
official may either be
involved in the dispute
or have settlement
authority.
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Agency Self-Assessment Checklist
sl Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element E, Section 5 - Effectiveness of EEO Data the space below or
Collection Systems Indicator complete and attach
. M " Section” 5 v N an EEOC FORM 715-
casures s ° 01 PART H tothe
agency's status
report
E.5.a Doesthe agency have a system of management controlsin place to ensure the timely, accurate, complete X
and consistent reporting of EEO complaint data to the EEOC?
E.5.b Doesthe agency provide reasonable resources for the EEO complaint process to ensure efficient and X
successful operation in accordance with 29 CFR 1614.102(a)(1)?
E.5.c Doesthe agency EEO office have management controls in place to monitor and ensure that the data X Presently, DMEO
received from Human Resources is accurate, timely received, and contains all of the required data elements for staff reviews data
submitting annual reports to the EEOC? received from HR and
DLA however
DoDEA has no

vehicle to ensure
accuracy. DMEO does
not have direct control
over any HRor DLA
processes however
with the addition of
the DMEO staff
Organizationa
Psychologist, thiswill
help ensure process
and procedures are
developed to yield
timely and complete
delivery for requested
information. DMEO is
also working to
establish better
working relationships
with HR to ensure
needs are met. Also,
see TableH.2.

E.5.d Do the agency's EEO programs address all of the laws enforced by the EEOC? | X |

E.5.e Doesthe agency identify and monitor significant trends in complaint processing to determine whether the
agency is meeting its obligations under Title VII and the Rehabilitation Act?
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Agency Self-Assessment Checklist

E.5.f Doesthe agency track recruitment efforts and analyze efforts to identify potential barriersin accordance X DoDEA experienced
with MD-715 standards? staffing reductions
resulting causing us to
consolidate functions
among staff, resulting
in diminished
capabilities to work
with HR and agency
hiring managersin
order to help with
recruitment efforts or
provide training to
managers and
employees. Other
efforts such as
working on targeted
ads, developing
relationships with
educational
institutions, and
improving the
screening and hiring
process also failed to
materializein FY 11.

E.5.g Doesthe agency consult with other agencies of similar size on the effectiveness of their EEO programs to X DoDEA's Complaint
identify best practices and share ideas? Manager attends
meeting, seminars and
training sessions with
other component's
EEO personnel where
program efficiencies,
challenges and best
practices are shared
and reviewed.

sl Compliance M easure Has Been For all unmet

Indicator Met measures, provide a
brief explanation in
PART G, Essential Element E, Section 6 - Elimination of Conflict of I nterest the space below or

with Legal Defense Function Indicator complete and attach
. Measures " Section” 6 Ves No |21 EEOC FORM 715-
01 PART H tothe
agency's status
report

E.6.a Arelegal sufficiency reviews of EEO matters handled by afunctional unit that is separate and apart from X
the unit which handles agency representation in EEO complaints?

E.6.b Doesthe agency discrimination complaint process ensure a neutral adjudication function? | X |

E.6.c If applicable, are processing time frames incorporated for the legal counsel's sufficiency review for
timely processing of complaints?
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Agency Self-Assessment Checklist

Essential Element F: Responsiveness and Legal Compliance
This element requires that federal agencies are in full compliance with EEO statutes and EEOC
regulations, policy guidance, and other written instructions.

i Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element F, Section 1 - Timely Compliance With the space below or
Administrative Judge Orders Indicator complete and attach
»'. M easur es " Section" 1 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
F.1.a Doesthe agency have a system of management control to ensure that the agency officials timely comply X
with any orders or directives issued by EEOC Administrative Judges?
o Compliance Measure Has Been For all unmet
Indicator Met measures, provide a
brief explanation in
PART G, Essential Element F, Section 2 - Timely Completion of Ordered the space below or
Corrective Action Indicator complete and attach
.. M easur es " Section" 2 Yes No an EEOC FORM 715-
01 PART H tothe
agency's status
report
F.2.a Doesthe agency have control over the payroll processing function of the agency? If yes, answer the two X
questions below.
F.2.b Arethere stepsin place to guarantee responsive, timely, and predictable processing of ordered monetary X
relief?
F.2.c Areproceduresin place to promptly process other forms of ordered relief? | X |
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e

Compliance
Indicator

PART G, Essential Element F, Section 3 - Staff Accountability for Legal
Compliance Indicator
" Section" 3

£

Measures

Measure Has Been
Met

Yes No

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach

an EEOC FORM 715-
01 PART H tothe
agency's status
report

F.3.a |scompliance with EEOC orders encompassed in the performance standards of any agency employees? If
yes, please identify the employees by title in the comments column, and state how performance is measured.

DMEOQO's Complaints
and Compliance
Program Manager and
Area DMEO Program
Managers are held
accountable in their
performance standards
fortimely compliance
with EEOC orders and
settlement agreements.
Also, General Counsel
staff is held
acountable to ensure
compliance on
occassion. Also, al
management/
supervisory positions
have an EEO standard
addressing support for
Special Emphasis
Programming,
affirmative
employment, and
cooperation with
complaint processing.

F.3.b Isthe unit charged with the responsibility for compliance with EEOC orders located in the EEO office? If
no, please identify the unit in which it islocated in the comments column.

F.3.c Havetheinvolved employees received any formal training in EEO compliance?

F.3.d Doesthe agency promptly provide the EEOC Attorney Fee documentation for completing compliance,
such as a copy of the check issued for attorney fees and/or a narrative statement by an appropriate agency
official, or agency payment order dating the dollar amount of attorney fees paid?

F.3.e Doesthe agency promptly provide the EEOC awards documentation for completing compliance, such as
anarrative statement by an appropriate agency official stating the dollar amount and the criteria used to calculate
the award?

F.3.f Does the agency promptly provide the EEOC documentation of back pay and interest for completing
compliance, such as computer print-outs or payroll documents outlining gross back pay and interest, copy of any
checks issued, or narrative statement by an appropriate agency official of total monies paid?

F.3.9 Doesthe agency promptly provide the EEOC documentation regarding compensatory damages for
completing compliance, such as the final agency decision and evidence of payment, if made?

F.3.h Doesthe agency promptly provide the EEOC training documentation for completing compliance, such as
the attendance roster at training session(s), or a narrative statement by an appropriate agency official confirming
that specific persons or groups of persons attended training on a certain date?

F.3.i Doesthe agency promptly provide the EEOC personnel action documentation for completing compliance
(e.g., reinstatement, promotion, hiring, reassignment), such as copies of SF-50s?
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F.3.] Doesthe agency promptly provide the EEOC documentation of the posting of Notice of Violation for X

completing compliance, such as the original, signed and dated notice, reflecting the dates of posting? (A copy
will sufficeif original is not available.)

F.3.k Doesthe agency promptly provide the EEOC documentation of supplemental investigation, such as: (1) a X
copy of theletter to complainant acknowledging receipt from EEOC of remanded case; (2) a copy of the letter to
complainant transmitting the Report of Investigation (not the ROI itself, unless specified); and (3) a copy of the
request for a hearing (complainant's request or agency's transmittal |etter)?

F.3.I Doesthe agency promptly provide the EEOC the Final Agency Decision (FAD), such asthe FAD or a X
copy of the complainant's request for a hearing?

F.3.m Does the agency promptly provide the EEOC documentation of restoration of leave, such as a print-out X
or statement identifying the amount of leave restored, if applicable? If no, provide an explanation or statement in
the comments column.

F.3.n Doesthe agency promptly provide the EEOC documentation of civil actions, such as a complete copy of X
the civil action complaint demonstrating same issues raised as in compliance matter?

F.3.0 Doesthe agency promptly provide the EEOC settlement agreements, such as the signed and dated X
agreement with specific dollar amounts, and appropriate documentation of relief provided?

Report version number: 1.2 Page 26




U.S. Equal Employment Opportunity Commission
EE??;S_RM FEDERAL AGENCY ANNUAL
PART H EEO PROGRAM STATUSREPORT
Revision Number: 13

DOD Department of Defense Education Activity I For period covering October 1, 2010 to September 30, 2011

Plan to Attain Essential Elements

PART H.1
The Diversity Management & Equal Opportunity office lacks sufficient staff and funding to fully meet its mission.

Essential Element B - Integration of EEO into
Agency's Strategic Plan
B: EEO Program Does Not Have Sufficient

Resources

Date Objective I nitiated: Target Date For Completion Of Initiative:
OBJECTIVE: Jan 13, 2012 Aug 30, 2012

Hire Additional DMEO Staff.

Date Objective I nitiated: Target Date For Completion Of Initiative:
OBJECTIVE: Jan 13, 2012 Aug 30, 2012

Procure Funding for DMEO Training.

RESPONSIBLE OFFICIAL | Alina Doreste-Johnson, Chief DMEO
Deborah Cannon, Deputy Chief DMEO

PLANNED ACTIVITIES TOWARD TARGET DATE
COMPLETION OF OBJECTIVE: (Must be specific)
Request Additional Staff for the EEO Office Jan 20, 2012
Follow up with Agency Director Regarding Mar 30, 2012
Additional Staff

Post Vacancy Announcements May 30, 2012
Onboard New Staff Aug 30, 2012

REPORT OF ACCOMPLISHMENTS and MODIFICATIONSTO OBJECTIVE
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PART H.2
Essential Element E - Efficiency Inadequate Data Collection System for Required MD-715 Data
Other (Please Describe)
Date Objective I nitiated: Target Date For Completion Of Initiative:
OBJECTIVE: Feb 28, 2012 Apr 27, 2012

Meet with other stakeholders to determine how to fix issues and errors arising in the
MD-715 report.

Date Objective I nitiated: Target Date For Completion Of Initiative:
OBJECTIVE: Feb 28, 2012 Jun 29, 2012

Determine the feasibility of an applicant tracking system to meet the MD-715
requirements for the future.

Date Objective I nitiated: Target Date For Completion Of Initiative:
OBJECTIVE: Feb 27, 2012 Jul 27, 2012

Meet with the EEOC to discuss the FIRES process for generating tables to ensure an
error free process for FY 2011.

RESPONSIBLE OFFICIAL | Nicole Neff, Research Psychologist
Deborah Cannon, Deputy Chief, DMEO
Alina Doreste-Johnson, Chief, DMEO

PLANNED ACTIVITIESTOWARD TARGET DATE
COMPLETION OF OBJECTIVE: (Must be specific)
Meet with Human Resources to determine Apr 27,2011
feasbility of gathering new data to complete the

MD-715

Meet with the Defense Logistics Agency to Apr 27,2011
review MD-715 requirements and determine how

to fix errors

Determine modifications to our current applicant [ Jun 29, 2011
tracking system necessary to meet the MD-715

requir

REPORT OF ACCOMPLISHMENTS and MODIFICATIONSTO OBJECTIVE
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Plan to Eliminate Identified Barriers

PART I.1

STATEMENT OF CONDITION THAT WASA TRIGGER FOR |Low participation rate for Persons with Targeted Disabilities.
A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.

How was the condition recognized as a potential barrier?
BARRIER ANALYSIS:

Workforce Data Tables Reviewed: Participation rate of Persons with Targeted Disabilities.

Provide a description of the steps taken and data analyzed to determine | Climate Assessment Survey: Data from persons sdlf-identifying a disability.
cause of the condition.

STATEMENT OF IDENTIFIED BARRIER: Recruitment Practices; DoDEA experienced efficiency staffing reductions which in turn
added to diminished capabilities to work with HR and hiring managersin order to help
Provide a succinct statement of the agency policy, procedure with recruitment efforts or to provide training to managers and employees. Other efforts
or practice that has been determined to be the barrier of the such as working on targeted ads and devel oping relationships with educational institutions
undesired condition. also failed to materializein FY 11. HR also lacked funding for new recruitment and hiring

initiatives, nor were they able to work on improving the screening and hiring processes.

Other: Not al educators have a Commen Access Card (CAC) so they are unable to self
identify in our current HR system.

STATEMENT OF BARRIER GROUPS: EEO Group Affected By Trigger
Individuals with Targeted Disabilities Yes
OBJECTIVE: Hire one or more Persons with Targeted Disabilities as part of the Workforce Recruitment

Program.

Date Objective May 1, 2012

Initiated

Target Date For Sep 30, 2012

Completion Of Objective

OBJECTIVE: Increase employees with disabilities for DODEA over the summer by at least 25

employees

Date Objective May 1, 2012

Initiated

Target Date For Jun 30, 2012

Completion Of Objective

RESPONSIBLE OFFICIALS: Charles Montanez, Manager - Diversity & Disabilities Programs
SylviaVelez, HR Specialist
TBA, Hiring Manager

PLANNED ACTIVITIES TOWARD COMPLETION OF TARGET DATE (Must be specific)
OBJECTIVE:

Complete On-boarding process with employees and managers for May 1, 2012
WRP program.

Work with HR Specialist to place WRP students in FTE positions. Sep 30, 2012

REPORT OF ACCOMPLISHMENTS and MODIFICATIONSTO OBJECTIVE
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Plan to Eliminate Identified Barriers

PART 1.2

STATEMENT OF CONDITION THAT WASA TRIGGER FOR
A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at issue.

How was the condition recognized as a potential barrier?

We administered the Federal Organizational Climate Survey (FEOCS) in Spring of 2011.
Results revealed that DODEA had opportunities to enhance certain Organizational
Excellence areas.

BARRIER ANALYSIS:

Provide a description of the steps taken and data analyzed to determine
cause of the condition.

Climate Assessment Survey: Employee perceptions of our EEO Climate
Other (Please Describe): Focus Groups

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy, procedure
or practice that has been determined to be the barrier of the
undesired condition.

Attitudinal: Less favorable perceptions of Trust in the Organization.
Attitudinal: Less favorable perceptions of Leadership Cohesion.

Employee Development Practices: Only 32% of employeesin the FEOCS responded
positively to the statement, "The unit orientation program is adequate for new employees.”

Other: A lack of frequent communications from senior management and transparency
around organizationa initiatives.

STATEMENT OF BARRIER GROUPS: EEO Group Affected By Trigger
All Men Yes
All Women Yes
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males Yes
White Females Yes
Black or African American Males Yes
Black or African American Females Yes
Asian Males Yes
Asian Females Yes
Native Hawaiian or Other Pacific Islander Maes Yes
Native Hawaiian or Other Pacific Islander Femal Yes
American Indian or Alaska Native Males Yes
American Indian or Alaska Native Females Yes
Two or More Races Males Yes
Two or More Races Females Yes
Individuals with Targeted Disabilities Yes
OBJECTIVE: Increase communication from senior leaders.

Date Objective Dec 1, 2011

Initiated

Target Date For Sep 30, 2012

Completion Of Objective

OBJECTIVE: Design a New Employee Orientation program.

Date Objective Jan 9, 2012

Initiated

Target Date For Sep 30, 2013

Completion Of Objective

OBJECTIVE: Provide accessto FEOCS reportsto all staff.

Date Objective Dec 1, 2011

Initiated

Target Date For Jan 5, 2012

Completion Of Objective
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OBJECTIVE: Launch website dedicated to our organizational culture.
Date Objective Dec 1, 2011
Initiated
Target Date For Jan 5, 2012
Completion Of Objective
OBJECTIVE: Create an online virtual community to gather employee reactions and suggestions for our
organizational culture.
Date Objective Dec 1, 2011
Initiated
Target Date For Jan 5, 2012
Completion Of Objective
RESPONSIBLE OFFICIALS: Nicole Neff, Research Psychologist
Alina Doreste-Johnson, Chief, DMEO
Marilee Fitzgerad, Director, DODEA
PLANNED ACTIVITIES TOWARD COMPLETION OF TARGET DATE (Must be specific)
OBJECTIVE:
Q1 Newdletter from DoDEA Director Mar 30, 2012
Q2 Newsdletter from DoDEA Director Jun 29, 2012
Q3 Newdletter from DoDEA Director Sep 28, 2012
Secure Funding for a New Employee Orientation Program Jun 30, 2012
Establish Contract with External Firm to Create the New Employee | Sep 30, 2012
Orientation Program

REPORT OF ACCOMPLISHMENTS and MODIFICATIONSTO OBJECTIVE

Report version number: 1.2 Page 31




EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART J EEO PROGRAM STATUSREPORT

Special Program Plan for the Recruitment, Hiring, and Announcement of I ndividuals With Targeted Disabilities
Revision Number: 13

DOD Department of Defense Education Activity | For period covering October 1, 2010 to September 30, 2011

Special Program Plan for People with Targeted Disabilities

Part | 1. Agency 1 Department of Defense
Doefp:;ternngynt l.a2nd Level Component la |DOD Department of Defense Education Activity
Information |1.b3rd Level or lower 1b
PART 11 Enter Actual ... beginning of FY ...end of FY. Net Change
E_Ir_‘”r'g]‘g’g‘negt Number at the... Number % Number % Number Rate of Change
Special Total Work Force 15873 100 16452 100 595 3.60%
Recruitment | Reportable
for Individuals | Disability 499 100 612 100 113 22.60%
With Targeted
I Targeted 0
Disabilities Disability* 52 100 42 100 -10 -19.20%

* |f the rate of change for persons with targeted disabilities is not equal to or greater than the rate of change for the total workforce, a barrier
analysis should be conducted (see below).

1 Tot.al Numba of Applications Received From Persons With Targeted Disabilities during the 0
reporting period.
2. 'I_'otal Number of Selections of Individualswith Targeted Disabilities during the reporting 21
period.
PART Il Participation Rates In Agency Employment Programs
Reportable Disability | Targeted Disability Not Identified No Disability
Other Employment/Personnel Programs | TOTAL
# % # % # % # %
3. Competitive Promotions 66 0 0.00% 0 0.00% 0 0.00% 0 0.00%
4. Non-Competitive Promotions 0 0 0.00% 0.00% 0 0.00% 0 0.00%
5. Employee Career Development Programs 0 0 0.00% 0 0.00% 0 0.00% 0 0.00%
5.a Grades5- 12 0 0 0.00% 0 0.00% 0 0.00% 0 0.00%
5.b. Grades 13 - 14 0 0 0.00% 0 0.00% 0 0.00% 0 0.00%
5.c. Grade 15/SES 0 0 0.00% 0 0.00% 0 0.00% 0 0.00%
6. Employee Recognition and Awards 0 0 0.00% 0 0.00% 0 0.00% 0 0.00%
6.a. Time-Off Awards (Total hrs awarded) 436 1 0.20% 0 0.00% 0 0.00% 151 34.60%
6.b. Cash Awards (total $$$ awarded) 148368 2 0.00% 0 0.00% 0 0.00% 134 0.10%
6.c. Quality-Step Increase 0 0 0.00% 0 0.00% 0 0.00% 0 0.00%
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EEOC FORM Specia Program Plan for the Recruitment, Hiring, and Advancement of Individuals With Targeted
715-01 Disabilities
Part J
Part IV Agencies with 1,000 or more permanent employees MUST conduct a barrier analysis to address any barriers to increasing
Identification and employment opportunities for employees and applicants with targeted disabilities using FORM 715-01 PART |. Agencies
Elimination of should review their recruitment, hiring, career development, promotion, and retention of individuals with targeted disabilities
Barriers in order to determine whether there are any barriers.
Part V Agencies with 1,000 or more permanent employees are to use the space provided below to describe the strategies and
Goalsfor Targeted activities that will be undertaken during the coming fiscal year to maintain a special recruitment program for individuals with
Disabilities targeted disabilities and to establish specific goals for the employment and advancement of such individuals. For these
purposes, targeted disabilities may be considered as a group. Agency goals should be set and accomplished in such a manner
as will effect measurable progress from the preceding fiscal year. Agencies are encouraged to set agoa for the hiring of
individuals with targeted disabilities that is at least as high as the anticipated |osses from this group during the next reporting
period, with the objective of avoiding a decrease in the total participation rate of employees with disabilities.

Goals, objectives and strategies described below should focus on internal as well as external sources of candidates and
include discussions of activities undertaken to identify individuals with targeted disabilities who can be (1) hired; (2) placed
in such away as to improve possihilities for career development; and (3) advanced to a position at a higher level or with
greater potential than the position currently occupied.

Numerical Types of Numerical Goals Goal Used? Goal(# or %)
Hiring Goals % of PWTD in Total Workforce Yes 0.26
# of PWTD in New Hires Yes 21.00
% of PWTD in New Hires Yes 0.46
OBJECTIVES:

The DoDEA DMEO staff issued a 5-year strategic plan (revised in 2010) to be strategically aligned with DoDEA's Community Strategic Plan. In spring of 2011,
DoDEA launched a diversity climate survey, the Federal Organizational Climate Survey (FEOCS), to all employees. Based on the survey, we have several key
objectives for the next year including increase transparency and trust in the organization to all employees, create a collaborative and interactive way to dialogue
with the employee population regarding the FEOCS, enhance employees' perception of |eadership cohesion and create an on boarding experience by designing a
New Employee Orientation Program as well as a Sponsor Program to pair employees new to an area with an established employee.

STRATEGIES:

The DoDEA DMEO staff issued a 5-year strategic plan (revised in 2010) to be strategically aligned with DoDEA's Community Strategic Plan (CSP). In part, the
goal reads. "The DoDEA workforce will be motivated, diverse, and committed to continuous professional growth and development resulting in exemplary
performance and optimum studentachievement.” DoDEAis currently working to create a new CSP which will also require that administrators at all levels will
continually recruit, hire, retain, train, support, evaluate, and recognize personnel in order to retain a highly diverse, motivated and committed workforce, including
individuals with disabilities and targeted disabilities. DMEO hired an Organizationa Psychologist to more effectively implement and manage programs as well as
embed the DMEO program within the DoDEA culture. This staff member's focus will be to bring innovation into projects and help manage programsin a 21st
century environment and promote successful change transformation within the organization. Performance objectives include: Planning scientific research, planning
and executing DMEO annual reports, overseeing data collection (e.g. climate surveys) and analysis, writing research reports and presenting research, and providing
consultative service.

ACCOMPLISHMENTS:

DoDEA had a strong connection with the WRP in FY 11. Asaresult of this partnership, the Disabilities Program Manager served as a Recruiter for the WRP,
interviewing 24 students (and referring 23) for the WRP internship program. In collaboration with HR, the Disabilities Program Manager hired 31 studentsin the
WRP summer internship program to work at DoDEA. Of these 31, DoDEA then hired 2 students full time, one with atargeted disability. DoDEA currently
employs three students under the STEP program as well. In partnership with HR staffing, the DMEO sustained a streamlined Schedule A process and developed a
fully accessible, on-line database to provide access to individuals who have submitted interest and documents regarding their Schedule A authority. DoDEA
continues to work with HR and DLA in providing access to the database of interested applicants for Schedule A appointments.
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Table Al - Total Workforce - Distribution by Race/Ethnicity and Sex

Hi . Black or Afri Native Hawaiian Ameri Indi T M
TOTAL WORKFORCE |spar_1|c or White ack or _rlcan Asian or Other Pacific merican In |_an woor More
Employment Tenure Latino or American |sander or Alaska Native Races
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female
Total Workforce Prior FY (#) # 15873 3524 12349 235 677 2676 9179 458 1625 81 490 0 0 18 107 56 271
% 100 22.20 77.80 1.48 4.27 16.86 57.83 2.89 10.24 051 3.09 0.00 0.00 0.11 0.67 0.35 171
Total Workforce Current FY (#) # 16452 3634 12818 261 919 2728 9564 525 1702 94 509 58 212 38 231 34 182
% 100 22.09 77.91 1.59 5.59 16.58 58.13 3.19 10.35 0.57 3.09 0.35 1.29 0.23 1.40 0.21 111
CLF (2000) (%) % I 100 53.2 46.8 6.2 4.5 39 33.7 4.8 5.7 1.9 1.7 0.06 0.1 0.3 0.3 0.8 0.8
Difference # 579 110 469 26 242 52 385 67 7 13 19 58 212 20 124 -22 -89
Ratio Change % 0.00 -0.11 0.11 0.11 1.32 -0.28 0.30 0.30 0.11 0.06 0.00 0.35 1.29 0.12 0.73 -0.14 -0.60
Net Change % 3.65 312 3.80 11.06 35.75 1.94 4.19 14.63 4.74 16.05 3.88 0.00 0.00 11111 115.89 -39.29 -32.84
Permanent Workforce: Prior FY (#) # 10504 2948 7556 213 474 2284 5722 333 1005 69 228 0 0 15 43 34 84
% 100 28.07 71.93 2.03 451 21.74 54.47 317 9.57 0.66 217 0.00 0.00 0.14 041 0.32 0.80
Permanent Workforce: Current FY (#) # 14187 3397 10790 248 759 2565 8149 474 1436 85 339 57 193 33 188 28 134
% 100 23.94 76.06 175 5.35 18.08 57.44 3.34 10.12 0.60 2.39 0.40 1.36 0.23 1.33 0.20 0.94
Difference # 3683 449 3234 35 285 281 2427 141 431 16 111 57 193 18 145 -6 50
Ratio Change % 0.00 -4.13 4.13 -0.28 0.84 -3.66 297 0.17 0.55 -0.06 0.22 0.40 1.36 0.09 0.92 -0.12 0.14
Net Change % 35.06 15.23 42.80 16.43 60.13 12.30 42.42 42.34 42.89 23.19 48.68 0.00 0.00 120.00 337.21 -17.65 59.52
Temporary Workforce: Prior FY (#) # 5369 576 4793 22 203 392 3457 125 620 12 262 0 0 3 64 22 187
% 100 10.73 89.27 041 378 7.30 64.39 233 11.55 0.22 4.88 0.00 0.00 0.06 1.19 041 348
Temporary Workforce: Current FY (#) # 2265 237 2028 13 160 163 1415 51 266 9 170 1 19 5 43 6 48
% 100 10.46 89.54 0.57 7.06 7.20 62.47 225 11.74 0.40 751 0.04 0.84 0.22 1.90 0.26 212
Difference # -3104 -339 -2765 -9 -43 -229 -2042 74 -354 3 -92 1 19 2 21 -16 -139
Ratio Change % 0.00 -0.27 0.27 0.16 3.28 -0.10 -192 -0.08 0.19 0.18 2.63 0.04 0.84 0.16 0.71 -0.15 -1.36
Net Change % -57.81 -58.85 -57.69 -40.91 2118 -58.42 -59.07 -59.20 -57.10 -25.00 -35.11 0.00 0.00 66.67 -32.81 -72.73 -74.33
Non-Appropriated Workforce: Prior FY (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Non-Appropriated Workforce: Current FY (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity

For period covering October 1, 2010 to September 30, 2011.

Table A2 - Total Workforce By Component - Distribution by Race/Ethnicity and Sex

TOTAL WORKFORCE

Hispanic or

Black or African

Native Hawaiian

American Indian

Twoor More

h White . Asian or Other Pacific .
Employment Tenure Latino or American | dander or Alaska Native Races
All Male | Female | Mae Femae Male Femae Male Femae Male Femae Male Femae Male Femae Male Femae
Total FY # 14187 3397 10790 248 759 2565 8149 474 1436 85 339 57 193 33 188 28 134
% 100 23.94 76.06 175 5.35 18.08 57.44 334 10.12 0.60 2.39 0.40 1.36 0.23 1.33 0.20 0.94
CLE 2000 % 100 53.2 46.8 6.2 45 39 33.7 48 5.7 1.9 17 0.1 0.1 0.3 0.3 0.8 0.8
DD16 # 16452 3634 12818 261 919 2728 9564 525 1702 94 509 58 212 38 231 4 182
% 100 22.09 77.91 1.59 5.59 16.58 58.13 319 10.35 0.57 3.09 0.35 1.29 0.23 1.40 0.21 111




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A3 - Occupational Categories- Distribution by Race/Ethnicity and Sex: Calculated within Occupational Categories

. . . Native Hawaiian . .
Hispanic or . Black or African . e American Indian Twoor More
. . TOTAL WORKFORCE span White . Asian or Other Pacific A
Occupational Categories Latino or American | dander or Alaska Native Races
All | Male | Female | Mae | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae
Executive/Senior Level Officialsand # 292 124 168 6 5 105 131 9 26 2 9 1 2 0 1 2 1
Managers (Grades 15 and Above) (#) % 100 0247 57.53 205 171 35.96 44.86 3.08 8.90 0.68 3.08 034 0.68 0.00 0.34 0.68 0.34
Mid-Level Officials and Managers (Grades # 217 178 239 10 9 140 182 21 39 4 7 3 5 0 1 2 2
13-14) (#) % 100 4269 57.31 2.40 216 3357 4365 5.04 9.35 0.96 1.68 0.72 1.20 0.00 0.24 0.48 0.48
First-L evel Officialsand Managers(Grades # 269 165 104 13 8 106 76 40 19 5 2 3 1 1 0 0 1
12 and Below) (#) % 100 61.34 38.66 4.83 2.97 30.41 28.25 14.87 7.06 1.86 0.74 112 037 037 0.00 0.00 037
Other Officialsand Managers (#) # 4 2 2 0 0 2 2 0 0 0 0 0 0 0 0 0 0
% 100 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Officials and Managers Total (#) # 711 360 351 22 16 261 264 63 60 10 10 6 6 1 1 2 3
% 100 50.63 49.37 3.09 225 36.71 37.13 8.86 8.44 141 141 0.84 0.84 0.14 0.14 0.28 0.42
Professionals (#) # 17456 3205 14251 176 963 2571 10822 350 1770 76 550 50 197 55 353 33 201
% 100 18.36 81.64 1.01 552 14.73 62.00 201 10.14 0.44 3.15 0.29 113 0.32 2.02 0.19 115
Technicians (#) # 1370 245 1125 12 %4 147 712 68 232 13 56 7 22 4 11 1 27
% 100 17.88 82.12 0.88 6.86 10.73 51.97 49 16.93 0.95 4,09 051 161 0.29 0.80 0.07 197
SalesWorkers (#) # 60 58 2 18 0 24 2 14 0 1 0 0 0 2 0 1 0
% 100 96.67 333 30.00 0.00 40.00 333 23.33 0.00 167 0.00 0.00 0.00 333 0.00 167 0.00
Administrative Support Workers (#) # 102 68 34 38 12 30 20 6 5 0 0 1 1 0 1 0 1
% 100 66.67 33.33 37.25 11.76 29.41 19.61 5.88 490 0.00 0.00 0.98 0.98 0.00 0.98 0.00 0.98
Craft Workers (#) # 247 168 79 26 7 69 32 69 36 4 3 3 2 1 2 1 2
% 100 68.02 31.98 1053 283 27.94 12.96 27.94 1457 162 121 121 081 0.40 081 0.40 0.81
Operatives (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborersand Helpers (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A4 - Participation Rates For General Schedule (GS) Grades (Permanent) - Distribution by Race/Ethnicity and Sex: Calculated within Grade

. . . Native Hawaiian . .
Hispanic or . Black or African . e American Indian Twoor More
TOTAL WORKFORCE span White . Asian or Other Pacific A
GS/GM, SES, AND RELATED GRADES Latino or American | dander or Alaska Native Races
All | Male | Female | Mae | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae

GS1®#® # 4 4 0 1 0 2 0 1 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 25.00 0.00 50.00 0.00 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS2(#) # 209 112 97 9 7 46 41 56 40 1 5 0 3 2 2 1 3
% 100 53.59 46.41 431 335 22,01 19.62 26.79 19.14 0.48 2.39 0.00 144 0.96 0.96 0.48 144

GS3(#) # 70 41 29 17 2 17 17 7 9 0 0 0 0 0 0 0 1
% 100 5857 41.43 24.29 2.86 24.29 24.29 10.00 12.86 0.00 0.00 0.00 0.00 0.00 0.00 0.00 143

GS4 (#) # 669 61 608 4 51 44 397 10 112 4 36 1 8 0 10 0 17
% 100 9.12 90.88 0.60 7.62 6.58 59.34 1.49 16.74 0.60 5.38 0.15 1.20 0.00 1.49 0.00 2.54

GS5 (#) # 3470 437 3033 27 206 306 2337 85 320 11 124 7 19 19 156 8 66
% 100 12.59 87.41 0.78 5.94 8.82 67.35 245 9.22 0.32 357 0.20 0.55 0.55 450 0.23 1.90

GS6 (#) # 340 105 235 7 26 58 136 31 64 6 7 7 6 1 0 0 2
% 100 30.88 69.12 2.06 7.65 17.06 40.00 9.12 18.82 1.76 2.06 2.06 1.76 0.29 0.00 0.00 0.59

GS7(#) # 210 108 102 39 17 46 62 25 24 3 1 3 1 0 1 2 2
% 100 51.43 4857 1857 8.10 21.90 2952 11.90 11.43 1.43 0.48 1.43 0.48 0.00 0.48 0.95 0.95

GS8 (#) # 9 9 0 0 0 6 0 3 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 66.67 0.00 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS9 (#) # 2256 290 1966 34 170 161 1308 81 437 11 29 8 23 2 14 5 39
% 100 12.85 87.15 151 7.54 7.14 57.98 359 19.37 0.49 1.29 0.35 1.02 0.09 0.62 0.22 173

GS10(#) # 31 28 3 7 0 15 2 4 1 1 0 0 0 1 0 0 0
% 100 90.32 9.68 2258 0.00 48.39 6.45 12.90 3.23 323 0.00 0.00 0.00 323 0.00 0.00 0.00

GS11 (#) # 8366 2117 6249 100 367 1795 4993 160 642 44 195 35 136 31 87 1 38
% 100 25.30 74.70 1.20 439 21.46 59.68 1.91 7.67 0.53 2.33 0.42 1.63 0.37 1.04 0.13 0.45

GS12 (#) # 868 284 584 19 43 205 451 45 75 12 13 5 5 1 1 4 5
% 100 3272 67.28 2.19 4.95 23.62 51.96 5.18 8.64 1.38 1.50 0.58 0.58 0.12 0.12 0.46 0.58

GS13 (#) # 401 147 254 9 11 99 184 30 50 7 9 2 4 0 2 2 3
% 100 36.66 63.34 2.24 274 24.69 45.89 7.48 12.47 175 2.24 0.50 1.00 0.00 0.50 0.50 0.75

GS14(#) # 259 122 137 5 5 102 107 11 19 2 5 1 3 0 1 1 1
% 100 47.10 52.90 1.93 1.93 39.38 4131 425 7.34 0.77 1.93 0.39 1.16 0.00 0.39 0.39 0.39




GS15 (#) # 73 31 42 0 1 28 34 2 6 1 1 0 0 0 0 0 0
% 100 42.47 57.53 0.00 137 38.36 46.58 274 822 137 137 0.00 0.00 0.00 0.00 0.00 0.00
All Other (Unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
SES (#) # 5 2 3 0 0 2 2 0 1 0 0 0 0 0 0 0 0
% 100 40.00 60.00 0.00 0.00 40.00 40.00 0.00 20.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) (#) # 3 2 1 0 0 2 1 0 0 0 0 0 0 0 0 0 0
% 100 66.67 33.33 0.00 0.00 66.67 33.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GSWorkfor ce (Permanent) (#) # 2153 697 1461 39 133 458 916 156 311 38 74 19 28 4 15 7 34
% 100 32.37 67.86 181 6.18 21.27 42.55 7.25 14.44 176 3.44 0.88 1.30 0.19 0.70 0.33 1.58




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A4 - Participation Rates For General Schedule (GS) Grades (Temporary) - Distribution by Race/Ethnicity and Sex: Calculated within Grade

. . . Native Hawaiian . .
Hispanic or . Black or African . e American Indian Twoor More
TOTAL WORKFORCE span White . Asian or Other Pacific A
GS/GM, SES, AND RELATED GRADES Latino or American | dander or Alaska Native Races
All | Male | Female | Mae | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae

GS1(#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS2(#) # 25 2 23 0 2 0 7 0 3 2 10 0 0 0 1 0 1
% 100 8.00 92.00 0.00 8.00 0.00 28.00 0.00 12.00 8.00 40.00 0.00 0.00 0.00 4.00 0.00 4.00

GS3(#) # 8 3 5 1 1 2 4 0 0 0 0 0 0 0 0 0 1
% 100 37.50 62.50 12,50 12.50 25.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 12.50

GS4 (#) # 1449 9% 1353 2 121 59 868 28 193 3 141 1 12 1 29 3 38
% 100 6.63 93.37 0.14 8.35 4.07 59.90 1.93 13.32 0.21 9.73 0.07 0.83 0.07 2.00 0.21 2.62

GS5 (#) # 225 19 206 4 21 9 141 7 36 1 11 0 2 0 2 0 7
% 100 8.44 91.56 178 9.33 4.00 62.67 311 16.00 0.44 4.89 0.00 0.89 0.00 0.89 0.00 311

GS6 (#) # 191 30 161 0 14 19 112 8 23 1 7 0 6 2 2 0 3
% 100 15.71 84.29 0.00 7.33 9.95 58.64 419 12.04 0.52 3.66 0.00 314 1.05 1.05 0.00 157

GS7(#) # 46 15 31 0 0 13 23 1 3 1 3 1 1 0 1 0 0
% 100 3261 67.39 0.00 0.00 28.26 50.00 217 6.52 217 6.52 217 217 0.00 217 0.00 0.00

GS8 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS9 (#) # 13 3 10 0 3 3 4 0 3 0 0 0 0 0 0 0 0
% 100 23.08 76.92 0.00 23.08 23.08 30.77 0.00 23.08 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS11 (#) # 25 1 14 1 1 8 8 1 2 2 2 0 0 0 0 0 1
% 100 44.00 56.00 4.00 4.00 32.00 32.00 4.00 8.00 8.00 8.00 0.00 0.00 0.00 0.00 0.00 4.00

GS12 (#) # 4 2 2 0 1 2 0 0 0 0 0 0 0 0 0 0 1
% 100 50.00 50.00 0.00 25.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 25.00

GS13 (#) # 6 5 1 0 1 4 1 1 0 0 0 0 0 0 0 0 0
% 100 83.33 16.67 0.00 16.67 66.67 16.67 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

GS14(#) # 4 2 2 0 0 2 2 0 0 0 0 0 0 0 0 0 0
% 100 50.00 50.00 0.00 0.00 50.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




GS15 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All Other (Unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
SES (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GSWorkforce (Permanent) (#) # 1996 188 1808 8 165 121 1170 46 263 10 174 2 21 3 35 3 52
% 100 9.42 90.58 0.40 827 6.06 58.62 2.30 13.18 0.50 8.72 0.10 1.05 0.15 175 0.15 261




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A4 - Participation Rates For Administratively Determined (AD) Grades (Permanent) - Distribution by Race/Ethnicity and Sex: Calculated within Grade

. . . Native Hawaiian . .
Hispanic or . Black or African . e American Indian Twoor More
TOTAL WORKFORCE spar White : Asian or Other Pacific ;
GS/GM, SES, AND RELATED GRADES Latino or American | dander or Alaska Native Races
All | Male | Female | Mae | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae

AD-00 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-01 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-02 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-03 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-04 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-05 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-06 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-07 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-08 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-09 (#) # 2132 225 1907 24 163 128 1283 63 412 8 27 7 23 1 14 4 38
% 100 10.55 89.45 113 7.65 6.00 60.18 2.95 19.32 0.38 1.27 0.33 1.08 0.05 0.66 0.19 178

AD-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-11 (#) # 2734 411 2323 46 241 312 1710 41 291 10 63 9 56 3 12 2 14
% 100 15.03 84.97 1.68 8.81 11.41 62.55 1.50 10.64 0.37 2.30 0.33 2.05 0.11 0.44 0.07 0.51

AD-12 (#) # 553 91 462 9 34 65 366 17 56 0 5 0 2 0 1 0 3
% 100 16.46 8354 1.63 6.15 11.75 66.18 307 10.13 0.00 0.90 0.00 0.36 0.00 0.18 0.00 0.54

AD-13 (#) # 9% 27 69 5 4 15 53 5 13 1 0 0 0 0 0 1 0
% 100 28.13 71.88 521 417 15.63 55.21 521 1354 1.04 0.00 0.00 0.00 0.00 0.00 1.04 0.00




AD-14 (#) # 11 4 7 0 1 3 5 1 1 0 0 0 0 0 0 0 0
% 100 36.36 63.64 0.00 9.09 27.27 45.45 9.09 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-15 (#) # 8 4 4 0 0 3 2 1 2 0 0 0 0 0 0 0 0
% 100 50.00 50.00 0.00 0.00 37.50 25.00 12.50 25.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-16 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-17 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-18 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-19 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-20 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-21 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-22 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-23 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-24 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-25 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-26 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-27 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-28 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-29 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-30 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-31 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-32 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-33 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-34 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-35 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-36 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-37 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-38 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-39 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-40 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total AD Workforce (Permanent) (#) # 5534 762 4772 84 443 526 3419 128 775 19 95 16 81 4 27 7 55
% 100 13.77 86.23 152 8.01 9.50 61.78 231 14.00 0.34 172 0.29 146 0.07 0.49 0.13 0.99




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A4 - Participation Rates For Administratively Determined (AD) Grades (Temporary) - Distribution by Race/Ethnicity and Sex: Calculated within Grade

. . . Native Hawaiian . .
Hispanic or . Black or African . e American Indian Twoor More
TOTAL WORKFORCE span White . Asian or Other Pacific A
GS/GM, SES, AND RELATED GRADES Latino or American | dander or Alaska Native Races
All | Male | Female | Mae | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae | Male | Femae

AD-00 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-01 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-02 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-03 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-04 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-05 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-06 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-07 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-08 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-09 (#) # 103 7 9% 0 9 5 60 2 24 0 5 0 2 0 2 0 1
% 100 6.80 93.20 0.00 8.74 485 58.25 1.94 23.30 0.00 4.85 0.00 1.94 0.00 1.94 0.00 0.97

AD-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-11 (#) # 17 1 16 0 0 1 14 0 1 0 1 0 0 0 0 0 0
% 100 5.88 94.12 0.00 0.00 5.88 82.35 0.00 5.88 0.00 5.88 0.00 0.00 0.00 0.00 0.00 0.00

AD-12 (#) # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

AD-13 (#) # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
% 100 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-14 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-15 (#) # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
% 100 0.00 100.00 0.00 0.00 0.00 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-16 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-17 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-18 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-19 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-20 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-21 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-22 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-23 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-24 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-25 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-26 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-27 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-28 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-29 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-30 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-31 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-32 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-33 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-34 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-35 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-36 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-37 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-38 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-39 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-40 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total AD Workforce (Permanent) (#) # 123 9 114 0 9 7 76 2 25 0 6 0 2 0 2 0 1
% 100 7.32 92.68 0.00 7.32 5.69 61.79 1.63 20.33 0.00 4.88 0.00 1.63 0.00 1.63 0.00 0.81




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A5 - Participation Rates For Wage Grades (Permanent) - Distribution by Race/Ethnicity and Sex

Hispanic or Black or African Native Hawalian American Indian Twoor More
TOTAL WORKFORCE span White ! Asian or Other Pacific .
WD/WG, WL/WS & OTHER Wage Grades Latino or American |dander or Alaska Native Races
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female
Grade- 1 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 2 (#) # 157 107 50 5 6 45 14 56 28 0 2 0 1 1 2 1 1
% 100 68.15 31.85 318 3.82 28.66 8.92 35.67 17.83 0.00 1.27 0.00 0.64 0.64 1.27 0.64 0.64
Grade- 3 (#) # 36 35 1 15 0 13 1 7 0 0 0 0 0 0 0 0 0
% 100 97.22 2.78 41.67 0.00 36.11 2.78 19.44 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 4 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 5 (#) # 11 10 1 2 0 4 1 4 0 0 0 0 0 0 0 0 0
% 100 90.91 9.09 18.18 0.00 36.36 9.09 36.36 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 6 (#) # 2 2 0 0 0 1 0 1 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 50.00 0.00 50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade-7 (#) # 9 62 32 36 12 27 18 5 5 0 0 1 1 0 1 1 1
% 100 65.96 34.04 38.30 12.77 28.72 19.15 5.32 5.32 0.00 0.00 1.06 1.06 0.00 1.06 1.06 1.06
Grade- 8 (#) # 8 8 0 0 0 5 0 3 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 62.50 0.00 37.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 9 (#) # 8 8 0 5 0 3 0 0 0 0 0 0 0 1 0 0 0
% 100 100.00 0.00 62.50 0.00 37.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 12,50 0.00 0.00 0.00
Grade- 10 (#) # 23 22 1 5 0 12 1 3 0 1 0 0 0 1 0 0 0
% 100 95.65 435 21.74 0.00 5217 435 13.04 0.00 435 0.00 0.00 0.00 435 0.00 0.00 0.00
Grade- 11 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 12 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 13 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 14 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Grade- 15 (#)

0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

All Other Wage Grades (Permanent) (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Total WG Workforce (Permanent) (#) # 339 254 85 68 18 110 35 79 33 1 2 1 2 3 3 2 2
% 100 74.93 25.07 20.06 531 3245 10.32 23.30 9.73 0.29 0.59 0.29 0.59 0.88 0.88 0.59 0.59




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A5 - Participation Rates For Wage Grades (Temporary) - Distribution by Race/Ethnicity and Sex

Hispanic or Black or African Native Hawalian American Indian Twoor More
TOTAL WORKFORCE span White ! Asian or Other Pacific .
WD/WG, WL/WS & OTHER Wage Grades Latino or American |dander or Alaska Native Races
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female
Grade- 1 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 2 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 3 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 4 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 5 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 6 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 7 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 8 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 9 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 11 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 12 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 13 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Grade- 14 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Grade- 15 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

All Other Wage Grades (Permanent) (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Total WG Workfor ce (Permanent) (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity

For period covering October 1, 2010 to September 30, 2011.

Table A6 - Participation Ratesfor Major Occupations (Permanent) - Distribution by Race/Ethnicity and Sex

Native Hawaiian

Job Title/Series Agency Rate Occupational CLF TOTAL WORKFORCE Hlslf)aat?acoor White Blﬁ?kA?;Q]i((r:Iancan Asian or Oltgzrnggcific f\);n:rlla(ir;ll\rl]:tli?/ré TWORoe;cgore
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female

1701: Teacher # 10056 | 2186 7870 75 343 1848 6380 182 721 50 324 a 149 49 290 2 o7

% 100 274 | 7826 075 341 1838 | 63u 181 7.7 050 322 041 148 049 288 022 0.96

Teachers (1700+) CLF | % | 10 | 333 | e6e4a | 262 | 447 | 2505 | ss | 303 | eo8 | 16 | 255 | o003 | o000 | o026 | o040 | o7 | 123




DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A7 - Applicant and Hiresfor Major Occupations (Temporary) - Distribution by Race/Ethnicity and Sex

Revision Number: 13

Hispanic or Black or African Native Hawalian American Indian Two or More
TOTAL WORKFORCE span White . Asian or Other Pacific !
Employment Tenure Latino or American |dander or Alaska Native Races
All | Male | Femae | Made | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female)
170L: Teacher | + 1 o | | | | | | | | | | | | | | | |
Voluntarily Identified for Major Occupation 1 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qudlified of those Identified for Major # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Occupation 1 (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selected of those Identified for Major # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Occupation 1 (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
CLF for Major Occupation 1 (%) | % | 100 | 5223 | 46.77 | 617 | 452 | 39.03 | 33.74 | 484 | 5.66 | 1.92 | 171 | 0.06 | 005 | 034 | 032 | 0.88 | 0.76

| - | | | | | | | | | | | | | | | | |

Voluntarily Identified for Major Occupation 2 (#) #
% 100
Qualified of those Identified for Major #
Occupation 2 (#) % 100
Selected of those Identified for Major #
Occupation 2 (#) % 100
CLF for Major Occupation 2 (%) I % I | | | | | | | | | | | | | | | |

| - | | | | | | | | | | | | | | | | |

Voluntarily Identified for Major Occupation 3 (#) #
% 100
Qualified of those Identified for Major #
Occupation 3 (#) % 100
Selected of those Identified for Major #
Occupation 3 (#) % 100
CLF for Major Occupation 3 (%) I % I | | | | | | | | | | | | | | | |

| ¢ | | | | | | | | | | | | | | | | |
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DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A7 - Applicant and Hiresfor Major Occupations (Permanent) - Distribution by Race/Ethnicity and Sex

Revision Number: 13

Hi . Black or Afri Native Hawaiian A . Indi T M
TOTAL WORKFORCE |$ar.]|c or White ack or .r|Ca.n Asian or Other Pacific merican in |.an WO or ore
Employment Tenure Latino or American |dander or Alaska Native Races
All | Male | Femae | Made | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female)
170L: Teacher | ¢ | = | | | | | | | | | | | | | | | |
Voluntarily Identified for Major Occupation 1 (#) | # 100 27.38 65.73 0.01 0.04 021 0.48 0.02 0.07 0 0.02 0 0 0 0 0 0.02
% 100 27.38 65.73 0.01 0.04 0.21 048 0.02 0.07 0.00 0.02 0.00 0.00 0.00 0.00 0.00 0.02
Qudlified of those Identified for Major # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Oceupation 1 (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selected of those Identified for Major # 8818 2079 6739 93 359 1798 5333 121 701 30 120 3 15 1 36 8 9%
Oceupation 1 (#) % 100 2358 76.42 1.05 407 20.39 60.43 137 7.95 0.34 1.36 0.03 017 012 0.41 0.09 1.08
CLF for Major Occupation 1 (%) | % | 100 | 5323 | 46.77 | 617 | 452 | 39.03 | 33.74 | 484 | 5.66 | 1.92 | 171 | 0.06 | 005 | 034 | 032 | 0.88 | 0.76

| - | | | | | | | | | | | | | | | | |

Voluntarily Identified for Major Occupation 2 (#) #
% 100
Qualified of those Identified for Major #
Occupation 2 (#) % 100
Selected of those Identified for Major #
Occupation 2 (#) % 100
CLF for Major Occupation 2 (%) I % I | | | | | | | | | | | | | | | |

| - | | | | | | | | | | | | | | | | |

Voluntarily Identified for Major Occupation 3 (#) #
% 100
Qualified of those Identified for Major #
Occupation 3 (#) % 100
Selected of those Identified for Major #
Occupation 3 (#) % 100
CLF for Major Occupation 3 (%) I % I | | | | | | | | | | | | | | | |

| ¢ | | | | | | | | | | | | | | | | |
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Voluntarily Identified for Major Occupation 4 (#) #
% 100

Qualified of those Identified for Major #
Occupation 4 (#) % 100

Selected of those Identified for Major #
Occupation 4 (#) % 100

CLF for Mgjor Occupation 4 (%) I %

| #

Voluntarily Identified for Major Occupation 5 (#) #
% 100

Qualified of those Identified for Major #
Occupation 5 (#) % 100

Selected of those Identified for Major #
Occupation 5 (#) % 100

CLF for Mgjor Occupation 5 (%) I %

| #

Voluntarily Identified for Major Occupation 6 (#) #
% 100

Qualified of those Identified for Major #
Occupation 6 (#) % 100

Selected of those Identified for Major #
Occupation 6 (#) % 100

CLF for Mgjor Occupation 6 (%)

%
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Voluntarily Identified for Major Occupation 4 (#) #
% 100

Qualified of those Identified for Major #
Occupation 4 (#) % 100

Selected of those Identified for Major #
Occupation 4 (#) % 100

CLF for Mgjor Occupation 4 (%) I %

| #

Voluntarily Identified for Major Occupation 5 (#) #
% 100

Qualified of those Identified for Major #
Occupation 5 (#) % 100

Selected of those Identified for Major #
Occupation 5 (#) % 100

CLF for Mgjor Occupation 5 (%) I %

| #

Voluntarily Identified for Major Occupation 6 (#) #
% 100

Qualified of those Identified for Major #
Occupation 6 (#) % 100

Selected of those Identified for Major #
Occupation 6 (#) % 100

CLF for Mgjor Occupation 6 (%)

%
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Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A8 - New Hires by Type of Appointment - Distribution by Race/Ethnicity and Sex

Hispanic or Black or African Native Hawalian American Indian Two or More
TOTAL WORKFORCE span White ! Asian or Other Pacific .
Employment Tenure Latino or American |sander or Alaska Native Races
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female
Permanent New Hires (#) # 3402 472 2930 16 198 344 2126 91 456 14 99 5 32 12 59 7 83
% 100 13.87 86.13 0.47 5.82 10.11 62.49 2.67 13.40 0.41 291 0.15 0.94 0.35 173 0.21 2.44
Temporary New Hires (#) # 1212 115 1097 6 9% 78 744 26 152 4 93 0 11 0 27 5 3?2
% 100 9.49 90.51 0.50 7.92 6.44 61.39 2.15 12.54 0.33 7.67 0.00 0.91 0.00 2.23 0.41 2.64
Non-Appropriated New Hires (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total New Hires (#) # 4614 587 4027 22 294 422 2870 117 608 18 192 5 43 12 86 12 115
% 100 12.72 87.28 0.48 6.37 9.15 62.20 254 13.18 0.39 4.16 0.11 0.93 0.26 1.86 0.26 2.49

CLF 2000 | %l 100 | 532 | 468 | 6.2 | 45 | 39 | 37 | 48 | 57 | 19 | 17 | 01 | 01 | 03 | 03 | 08 | 08




DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A9 - Selectionsfor Internal Competitive Promotionsfor Major Occupations by Race/Ethnicity and Sex
Revision Number: 13

Hispanic or Black or African Native Hawaiian American Indian Twoor More
TOTAL WORKFORCE spar White : Asian or Other Pacific ;
Employment Tenure Latino or American |dander or Alaska Native Races
All | Male | Femae | Made | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female)
1701: Teacher # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Qualified for Major Occupation 1 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Selected for Major Occupation 1 (#) # 21 3 18 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 14.29 85.71 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Pool for Major Occupation 1 (%) I # I 0 | 15 | 85 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0
#
% 100
Qualified for Major Occupation 2 (#) #
% 100
Selected for Major Occupation 2 (#) #
% 100
Relevant Pool for Major Occupation 2 (%) I # I | | | | | | | | | | | | | | | |
#
% 100
Qualified for Major Occupation 3 (#) #
% 100
Selected for Major Occupation 3 (#) #
% 100
Relevant Pool for Major Occupation 3 (%) I # I | | | | | | | | | | | | | | | |
#
% 100
Qualified for Major Occupation 4 (#) #
% 100
Selected for Major Occupation 4 (#) #
% 100
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Relevant Pool for Major Occupation 4 (%) I # I | | | | | | | | |
#
% 100
Qualified for Major Occupation 5 (#) #
% 100
Selected for Major Occupation 5 (#) #
% 100
Relevant Pool for Major Occupation 5 (%) I # I | | | | | | | | |
#
% 100
Qualified for Mgjor Occupation 6 (#) #
% 100
Selected for Major Occupation 6 (#) #
% 100
Relevant Pool for Major Occupation 6 (%) I # I | | | | | | | | |
" Relevant Applicant Pool" = all employeesin the next lower pay grade and in all seriesthat qualify them for the position announced.
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DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A10 - Non-Competitive Promotions - Timein Grade - Distribution by Race/Ethnicity and Sex

Revision Number: 13

Hispanic or Black or African Native Hawalian American Indian Twoor More
TOTAL WORKFORCE span White ! Asian or Other Pacific .
Employment Tenure Latino or American |dander or Alaska Native Races
All | Male | Femae | Made | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female)

Total EmployeesEligible for Career Ladder # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Promotions (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Timein gradein excess of minimum: 1- 12 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
months (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Timein gradein excess of minimum: 13 - 24 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
months (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Timein gradein excess of minimum: 25 + # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
months (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A1l - Internal Selectionsfor Senior Level Positions (GS-13, GS-14, GS-15, and SES) - Distribution by Race/Ethnicity and Sex

Revision Number: 13

Hispanic or Black or African Native Hawaiian American Indian Twoor More
TOTAL WORKFORCE spar White : Asian or Other Pacific ;
Employment Tenure Latino or American |dander or Alaska Native Races
All | Male | Femae | Made | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female)

Total Applicantsfor GS-13 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Qualified Applicants for GS-13 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Selected for GS-13 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Relevant Pool for GS-13 Positions (%) | # ] o | o | o | o | o ] o | o | o ] o | o | o | o | o | o | o | o | o

Total Applicantsfor GS-14 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Qualified Applicants for GS-14 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Selected for GS-14 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Relevant Pool for GS-14 Positions (%) I # I 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0

Total Applicantsfor GS-15 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Qualified Applicants for GS-15 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Selected for GS-15 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Relevant Pool for GS-15 Positions (%) | # ] o | o | o | o | o ] o | o | o ] o | o | o | o | o | o | o | o | o

Total Applicantsfor SES Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Qualified Applicants for SES Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Selected for SES Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Relevant Pool for SES Positions (%) I # I 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0

" Relevant Applicant Pool" = all employeesin the next lower pay grade and in all seriesthat qualify them for the position announced.

Report version number: 1.2



DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table A12 - Participation in Career Development - Distribution by Race/Ethnicity and Sex

Revision Number: 13

Hispanic or Black or African Native Hawalian American Indian Two or More
TOTAL WORKFORCE i i ifi
Employment Tenure Latino White or American Asian or Oltsr;;]g:ruﬂc or Alaska Native Races
| All | Male | Femae | Made | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female)
Slotsfor GS5to GS-12 Program (#) | # ] o | | | | | | | | | | | | | | | |
Relevant Pool for GS-5to GS-12 Program (%) I % I 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0
Applied for GS-5to GS-12 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Participants for GS-5to GS-12 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Slotsfor GS-13 to GS-14 Program (#) I # I 0 | | | | | | | | | | | | | | | |
Relevant Pool for GS-13 to GS-14 Program % 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
(%)
Applied for GS-13to GS-14 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Participantsfor GS-13 to GS-14 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Slotsfor GS-15to SES Program (#) I # I 0 | | | | | | | | | | | | | | | |
Relevant Pool for GS-15tosESProgram %) | % | o | o | o | o | o | o | o | o | o | o | o | o | o | o | o | o | o
Applied for GS-15 to SES Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Participantsfor GS-15 to SES Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
" Relevant Applicant Pool" = all employeesin the next lower pay grade and in all seriesthat qualify them for the position announced.
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Department of Defense Education Activity

Table A13 - Employee Recognition and Awards - Distribution by Race/Ethnicity and Sex

For period covering October 1, 2010 to September 30, 2011.

Hispanic or Black or African Native Hawaiian American Indian Twoor More
TOTAL WORKFORCE span White . Asian or Other Pacific !
Employment Tenure Latino or American |sander or Alaska Native Races
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female

Total # for Time-Off Awards: 1- 9 Hours # 82 31 51 2 5 19 32 7 13 1 2 0 2 0 1 2 0

% 100 37.80 62.20 244 6.10 2317 39.02 854 15.85 1.22 244 0.00 244 0.00 1.22 244 0.00
Total Hoursfor Time-Off Awards; 1-9 Hours I # I 640 248 392 16 40 152 244 56 | 100 8 16 0 16 0 8 16 0
Average Hoursfor Time-Off Awards: 1-9 # 8 8 8 8 8 8 8 8 8 8 8 0 8 0 8 8 0
Hours
Total # for Time-Off Awards: Over 9 Hours # 53 19 34 2 3 11 23 6 7 0 1 0 1 0 0 1 0

% 100 35.85 64.15 3.77 5.66 20.75 43.40 11.32 1321 0.00 1.89 0.00 1.89 0.00 0.00 1.89 0.00
Total Hoursfor Time-Off Awards: Over # 1482 570 912 80 50 328 678 162 144 0 40 0 40 0 0 40 0
Hours
Average Hoursfor Time-Off Awards: Over # 28 30 27 40 17 30 29 27 21 0 40 0 40 0 0 40 0
Hours
Total #for Cash Awards: $500 and Under # 3145 885 2260 35 89 725 1805 96 214 18 105 10 46 6 40 8 29

% 100 28.14 71.86 111 2.83 23.05 57.39 3.05 6.80 0.57 334 0.32 1.46 0.19 127 0.25 0.92
Total Amount for Cash Awards: $500 and $ 1159237.0(| 341461.00 | 817776.00 | 12730.00 | 29366.00 | 281294.00 | 655551.00 | 36572.00 | 77379.00 | 6415.00 | 37906.00 | 3900.00 | 16503.00 | 2250.00 | 12594.00 | 3287.00 | 10957.00
Under
Average Amount for Cash Awars: $500 and $ 369.00 386.00 362.00 364.00 330.00 388.00 363.00 381.00 362.00 356.00 361.00 390.00 359.00 375.00 315.00 411.00 378.00
Under
Total #for Cash Awards: $501 and Over # 1971 648 1323 73 97 450 969 100 188 23 58 16 27 9 21 3 12

% 100 32.88 67.12 3.70 492 22.83 49.16 5.07 9.54 117 2.94 0.81 1.37 0.46 1.07 0.15 0.61
Total Amount for Cash Awards: $501 and $ [ 2786751.00) 991060.00 | 1795691.00| 95752.00 | 124511.00 | 712867.00 | 1325890.00 143980.00 | 263244.00 | 36609.00 | 66744.00 | 22735.00 | 30242.00 | 9208.00 | 28362.00 | 4147.00 | 13459.00
Over
Average Amount for Cash Awards: $501 and $ 1414.00 1529.00 1357.00 1312.00 1284.00 1584.00 1368.00 1440.00 1400.00 1592.00 1151.00 1421.00 1120.00 1023.00 1351.00 1382.00 1122.00
Over




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Table Al4 - Separations by Type of Separation - Distribution by Race/Ethnicity and Sex

Hispanic or Black or African Native Hawalian American Indian Two or More
TOTAL WORKFORCE wen White ; Asian or Other Pacific \
Employment Tenure Latino or American |sander or Alaska Native Races
All | Male | Femae | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female

Voluntary Separation (#) # 2693 368 2325 20 130 279 1775 53 304 12 81 8 12 21 86 3 40
% 100 13.67 86.33 0.74 4.83 10.36 65.91 1.97 11.29 0.45 3.01 0.30 0.45 0.78 319 0.11 1.49

Involuntary Separations (#) # 6 2 4 0 0 1 3 1 1 0 0 0 0 1 1 0 0
% 100 33.33 66.67 0.00 0.00 16.67 50.00 16.67 16.67 0.00 0.00 0.00 0.00 16.67 16.67 0.00 0.00

Total Separations (#) # 3384 434 2950 22 175 325 2197 64 405 15 121 10 18 25 137 5 55
% 100 12.83 87.17 0.65 5.17 9.60 64.92 1.89 11.97 0.44 3.58 0.30 0.53 0.74 4.05 0.15 1.63

Total Workforce # 14187 3397 10790 248 759 2565 8149 474 1436 85 339 57 193 33 188 28 134
% 100% 23.94 76.06 175 5.35 18.08 57.44 334 10.12 0.60 2.39 0.40 1.36 0.23 1.33 0.20 0.94




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B1: Total Workforce - Distribution by Disability [OPM Form 256 Self-l1dentification Codes]

Total By Disability Status Detail for Targeted Disabilities
Employment Tenure Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28,32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of

Total Workforce Prior FY (#) # 15873 15229 145 499 52 2 3 2 9 3 16 0 16 1

% 100 95.94 0.91 3.14 0.33 0.01 0.02 0.01 0.06 0.02 0.10 0.00 0.10 0.01
Total Workforce Current FY (#) # 16452 15557 281 612 42 2 3 2 7 0 14 0 13 1

% 100 94.56 171 3.72 0.26 0.01 0.02 0.01 0.04 0.00 0.09 0.00 0.08 0.01
Difference # 579 328 136 113 -10 0 0 0 -2 -3 -2 0 -3 0
Ratio Change % 0.00 -1.38 0.80 0.58 -0.07 0.00 0.00 0.00 -0.02 -0.02 -0.01 0.00 -0.02 0.00
Net Change % 3.65 215 93.79 22.65 -19.23 0.00 0.00 0.00 -22.22 -100.00 -12.50 0.00 -18.75 0.00
Federal Goal % 2
Permanent Workforce: Prior FY (#) # 10028 9445 213 370 29 1 3 2 7 2 11 0 3 1

% 100 94.19 212 3.69 0.29 0.01 0.03 0.02 0.07 0.02 011 0.00 0.03 0.01
Permanent Workforce: Current FY (#) # 14187 13383 267 535 39 1 3 2 7 0 13 0 12 1

% 100 94.33 1.88 3.77 0.27 0.01 0.02 0.01 0.05 0.00 0.09 0.00 0.08 0.01
Difference # 4159 3938 54 165 10 0 0 0 0 -2 2 0 9 0
Ratio Change % 0.00 0.14 -0.24 0.08 -0.02 0.00 -0.01 -0.01 -0.02 -0.02 -0.02 0.00 0.05 0.00
Net Change % 41.47 41.69 25.35 44.59 34.48 0.00 0.00 0.00 0.00 -100.00 18.18 0.00 300.00 0.00
Temporary Workforce: Prior FY (#) # 5289 5098 145 144 12 1 0 0 0 0 2 0 8 1

% 100 96.39 274 272 0.23 0.02 0.00 0.00 0.00 0.00 0.04 0.00 0.15 0.02
Permanent Workforce: Current FY (#) # 2265 2174 14 77 3 1 0 0 0 0 1 0 1 0

% 100 95.98 0.62 3.40 0.13 0.04 0.00 0.00 0.00 0.00 0.04 0.00 0.04 0.00
Difference # -3024 -2924 -131 -67 -9 0 0 0 0 0 -1 0 -7 -1
Ratio Change % 0.00 -0.41 -2.12 0.68 -0.10 0.02 0.00 0.00 0.00 0.00 0.00 0.00 -0.11 -0.02
Net Change % -57.18 -57.36 -90.34 -46.53 -75.00 0.00 0.00 0.00 0.00 0.00 -50.00 0.00 -87.50 -100.00
Non-Appropriated Workforce: Prior FY (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Non-Appropriated Workforce: Current FY (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity

For period covering October 1, 2010 to September 30, 2011.

Description: Table B2 - Total Workforce by Component - Distribution by Disability

Total By Disability Status Detail for Targeted Disabilities
Subor dinate Component Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92] of
Total Workforce # 2265 2174 14 7 3 1 0 0 0 0 1 0 1 0
% 100 95.98 0.62 3.40 0.13 0.04 0.00 0.00 0.00 0.00 0.04 0.00 0.04 0.00
Federal Goal % 2
DD16 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B3 - Occupational Categories - Distribution - Distribution by Disability: Calculated within Occupational Category

Total By Disability Status Detail for Targeted Disabilities
Occupational Categories Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of
Executive/Senior Level Officials and Managers # 292 281 7 11 0 0 0 0 0 0 0 0 0 0
(Grades 15 and Above) (#) % 100 96.23 2.40 3.77 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Mid-Level Officials and Managers (Grades 13-14) (#) # 417 401 16 16 0 0 0 0 0 0 0 0 0 0
% 100 96.16 3.84 3.84 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
First-Level Officials and Managers (Grades 12 and # 269 254 7 15 0 0 0 0 0 0 0 0 0 0
Below) (#) % 100 94.42 2.60 5.58 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Officials and Managers (#) # 4 4 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Officials and Managers Total (#) # 711 680 24 31 0 0 0 0 0 0 0 0 0 0
% 100 95.64 3.38 4.36 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Professionals (#) # 17456 16872 267 584 47 1 44 2 6 0 17 0 17 1
% 100 96.65 153 3.35 0.27 0.01 0.25 0.01 0.03 0.00 0.10 0.00 0.10 0.01
Technicians (#) # 1370 1295 16 75 16 6 16 0 5 0 3 0 2 0
% 100 94.53 117 547 117 0.44 117 0.00 0.36 0.00 0.22 0.00 0.15 0.00
Sales Workers (#) # 60 55 1 5 0 0 0 0 0 0 0 0 0 0
% 100 91.67 1.67 8.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Administrative Support Workers (#) # 102 97 1 5 0 0 0 0 0 0 0 0 0 0
% 100 95.10 0.98 4.90 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Craft Workers (#) # 247 231 1 16 0 0 0 0 0 0 0 0 0 0
% 100 93.52 0.40 6.48 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Operatives (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborers and Helpers (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B4 - Participation Rates For General Schedule (GS) Grades (Permanent) - Distribution by Disability: Calculated within Grade

Total By Disability Status Detail for Targeted Disabilities
GradeLevel Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of
GS1(#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-2 (#) # 44 42 0 2 0 0 0 0 0 0 0 0 0 0
% 100 95.45 0.00 455 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-3(#) # 27 23 0 4 1 0 0 0 1 0 0 0 0 0
% 100 85.19 0.00 14.81 3.70 0.00 0.00 0.00 3.70 0.00 0.00 0.00 0.00 0.00
GS-4 (#) # 637 599 4 38 11 3 0 0 2 0 3 0 3 0
% 100 94.03 0.63 5.97 173 0.47 0.00 0.00 0.31 0.00 0.47 0.00 0.47 0.00
GS5 (#) # 199 190 5 9 4 2 0 0 1 0 1 0 0 0
% 100 95.48 251 4.52 201 1.01 0.00 0.00 0.50 0.00 0.50 0.00 0.00 0.00
GS6 (#) # 303 295 3 8 1 0 0 0 1 0 0 0 0 0
% 100 97.36 0.99 2.64 0.33 0.00 0.00 0.00 0.33 0.00 0.00 0.00 0.00 0.00
GS-7 (#) # 91 86 1 5 1 1 0 0 0 0 0 0 0 0
% 100 94.51 1.10 5.49 1.10 1.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS8(#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS9 (#) # 83 77 4 6 0 0 0 0 0 0 0 0 0 0
% 100 92.77 4.82 7.23 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-10 (#) # 2 2 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 (#) # 160 151 7 9 1 0 0 0 1 0 0 0 0 0
% 100 94.38 4.38 5.63 0.63 0.00 0.00 0.00 0.63 0.00 0.00 0.00 0.00 0.00
GS-12 (#) # 286 271 10 15 1 1 0 0 0 0 0 0 0 0
% 100 94.76 3.50 5.24 0.35 0.35 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 (#) # 187 177 13 10 1 0 1 0 0 0 0 0 0 0
% 100 94.65 6.95 5.35 0.53 0.00 0.53 0.00 0.00 0.00 0.00 0.00 0.00 0.00




GS14 (#) # 83 80 4 3 0 0 0 0 0 0 0 0 0 0
% 100 96.39 482 361 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS15 (#) # 51 49 1 2 0 0 0 0 0 0 0 0 0 0
% 100 96.08 1.96 392 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All Other (Unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
SES (#) # 5 5 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) (#) # 3 3 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Workforce (Permanent) (#) # 2153 2047 52 111 21 7 1 0 6 0 4 0 3 0
% 100 95.08 242 5.16 0.98 0.33 0.05 0.00 0.28 0.00 0.19 0.00 0.14 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B4 - Participation Rates For General Schedule (GS) Grades (Temporary) - Distribution by Disability: Calculated within Grade

Total By Disability Status Detail for Targeted Disabilities
GradeLevel Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of
GS1(#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-2 (#) # 25 24 0 1 0 0 0 0 0 0 0 0 0 0
% 100 96.00 0.00 4.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-3(#) # 8 7 1 1 0 0 0 0 0 0 0 0 0 0
% 100 87.50 12.50 12.50 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-4 (#) # 1449 1410 5 39 1 0 0 0 0 0 0 0 1 0
% 100 97.31 0.35 2.69 0.07 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.07 0.00
GS5 (#) # 225 218 3 7 0 0 0 0 0 0 0 0 0 0
% 100 96.89 1.33 311 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS6 (#) # 191 181 0 10 1 1 0 0 0 0 0 0 0 0
% 100 94.76 0.00 5.24 0.52 0.52 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-7 (#) # 46 42 1 4 0 0 0 0 0 0 0 0 0 0
% 100 91.30 217 8.70 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS8(#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS9 (#) # 13 12 0 1 0 0 0 0 0 0 0 0 0 0
% 100 92.31 0.00 7.69 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-11 (#) # 25 24 1 1 0 0 0 0 0 0 0 0 0 0
% 100 96.00 4.00 4.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-12 (#) # 4 4 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-13 (#) # 6 5 0 1 0 0 0 0 0 0 0 0 0 0
% 100 83.33 0.00 16.67 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




GS-14 (#) # 4 4 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GS-15 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All Other (Unspecified GS) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
SES (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Other Senior Pay (Non-SES) (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total GS Workforce (Temporary) (#) # 1996 1931 11 65 2 1 0 0 0 0 0 0 1 0
% 100 96.74 0.55 3.26 0.10 0.05 0.00 0.00 0.00 0.00 0.00 0.00 0.05 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B4 - Participation Rates For FDIC Grades (Permanent) - Distribution by Disability: Calculated within Grade

Total By Disability Status Detail for Targeted Disabilities
GradeLevel Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of
AD-01 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-02 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-03 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-04 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-05 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-06 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-07 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-08 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-09 (#) # 2132 2015 29 117 14 0 0 1 1 0 3 0 8 1
% 100 94.51 1.36 5.49 0.66 0.00 0.00 0.05 0.05 0.00 0.14 0.00 0.38 0.05
AD-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-11 (#) # 2734 2635 37 99 7 0 1 1 1 0 3 0 1 0
% 100 96.38 1.35 3.62 0.26 0.00 0.04 0.04 0.04 0.00 011 0.00 0.04 0.00
AD-12 (#) # 553 529 6 24 1 0 0 0 0 0 0 0 1 0
% 100 95.66 1.08 4.34 0.18 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.18 0.00
AD-13 (#) # 96 91 3 5 0 0 0 0 0 0 0 0 0 0
% 100 94.79 313 521 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-14 (#) # 11 11 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-15 (#) # 8 8 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-16 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-17 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-18 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-19 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-20 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-21 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-22 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-23 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-24 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-25 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-26 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-27 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-28 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-29 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-30 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-31 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-32 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-33 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-34 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-35 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-36 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-37 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-38 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-39 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-40 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Total AD Workforce (Permanent) (#)

5534

5289

75

245

22

10

%

100

95.57

136

4.43

0.40

0.00

0.02

0.04

0.11

0.00

0.18

0.02




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B4 - Participation Rates For FDIC Grades (Temporary) - Distribution by Disability: Calculated within Grade

Total By Disability Status Detail for Targeted Disabilities
GradeLevel Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of
AD-00 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-01 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-02 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-03 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-04 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-05 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-06 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-07 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-08 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-09 (#) # 103 94 2 9 0 0 0 0 0 0 0 0 0 0
% 100 91.26 194 8.74 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-11 (#) # 17 17 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-12 (#) # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-13 (#) # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-14 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-15 (#) # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-16 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-17 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-18 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-19 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-20 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-21 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-22 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-23 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-24 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-25 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-26 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-27 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-28 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-29 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-30 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-31 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-32 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-33 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-34 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-35 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-36 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-37 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-38 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
AD-39 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




AD-40 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Total AD Workforce (Temporary) (#) # 123 114 2 9 0 0 0 0 0 0 0 0 0 0
% 100 92.68 1.63 7.32 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B5 - Participation Rates For Wage Grades (Permanent) - Distribution by Disability: Calculated within Grade

Total By Disability Status Detail for Targeted Disabilities
WD/WG, WL/WS & Other Wage Grades Missing Perticl Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92] of

GRADE-1 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-2 (#) # 157 145 1 12 0 0 0 0 0 0 0 0 0 0

% 100 92.36 0.64 7.64 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-3 (#) # 36 35 0 1 0 0 0 0 0 0 0 0 0 0

% 100 97.22 0.00 2.78 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-4 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-5 (#) # 11 10 0 1 0 0 0 0 0 0 0 0 0 0

% 100 90.91 0.00 9.09 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-6 (#) # 2 2 0 0 0 0 0 0 0 0 0 0 0 0

% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-7 (#) # 94 89 2 5 0 0 0 0 0 0 0 0 0 0

% 100 94.68 213 5.32 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-8 (#) # 8 8 0 0 0 0 0 0 0 0 0 0 0 0

% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-9 (#) # 8 8 0 0 0 0 0 0 0 0 0 0 0 0

% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-10 (#) # 23 22 0 1 0 0 0 0 0 0 0 0 0 0

% 100 95.65 0.00 435 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-11 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-12 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-13 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |




GRADE-14 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GRADE-15 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All Other Wage Grades (Permanent) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total WG Workforce (Permanent) (#) # 339 324 3 20 0 0 0 0 0 0 0 0 0 0
% 100 95.58 0.88 5.90 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B5 - Participation Rates For Wage Grades (Temporary) - Distribution by Disability: Calculated within Grade

Total By Disability Status Detail for Targeted Disabilities
WD/WG, WL/WS & Other Wage Grades Missing Perticl Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92] of

GRADE-1 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-2 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-3 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-4 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-5 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-6 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-7 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-8 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-9 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-10 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-11 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-12 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
GRADE-13 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |




GRADE-14 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
GRADE-15 (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
All Other Wage Grades (Permanent) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Total WG Workforce (Permanent) (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Department of Defense Education Activity
Description: Table B6 - Participation Ratesfor Major Occupations (Permanent) - Distribution by Disability

For period covering October 1, 2010 to September 30, 2011.

Total By Disability Status Detail for Targeted Disabilities
Top 6M gor Occupatlons Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism

TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of

1701: Teacher # 10056 9599 172 285 20 0 0 0 0 0 9 0 6 0
% 100 95.46 171 283 0.20 0.00 0.00 0.00 0.00 0.00 0.09 0.00 0.06 0.00

1701: Teacher #
% 100




DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B7 - Applicants and Hires (Per manent) - Distribution by Disability
Revision Number: 13

Total By Disability Status Detail for Targeted Disabilities
Applicant Flow Data for New Hires Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
All Disability Identified Disability Targeted [16/17 [23/25 [28,32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
Employees [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92]

Total Schedule A Applications (#) #

% 100 |
Total Schedule A Hires (#) #

% 100 |
Total Non-Schedule A Applications (#) #

% 100 |
Total Non-Schedule A Hires (#) #

% 100 |

Report version number: 1.2



Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B8 - New Hires by Type of Appointment - Distribution by Disability

Total By Disability Status Detail for Targeted Disabilities
Type of Appointment Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of

Permanent New Hires (#) # 3402 3195 51 156 19 0 0 0 0 0 5 0 4 0

% 100 93.92 1.50 4.59 0.56 0.00 0.00 0.00 0.00 0.00 0.15 0.00 0.12 0.00 |
Temporary New Hires (#) # 1212 1158 6 48 2 0 0 0 0 0 1 0 1 0

% 100 95.54 0.50 3.96 0.17 0.00 0.00 0.00 0.00 0.00 0.08 0.00 0.08 0.00 |
Total New Hires (#) # 4614 4353 57 204 21 0 0 0 0 0 6 0 5 0

% 100 94.34 124 4.42 0.46 0.00 0.00 0.00 0.00 0.00 0.13 0.00 0.11 0.00 |




DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B9 - Selectionsfor Internal Competitive Promotionsfor Major Occupations - Distribution by Disability
Revision Number: 13

Total By Disability Status Detail for Targeted Disabilities
Applicant Flow Data for Promotionsto Major
Occupations Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
All Disability Identified Disability Targeted [16/17 [23/25 [28,32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
Employees [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92]

0:0 # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Qualified of those Identified for Major # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Occupation 1 (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 000 |
Selected of those Identified for Major # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Occupation 1 (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 000 |
Relevant Pool for Major Occupation 1 (%) | % | 0 0 0 0 I 0 I 0 0 0 0 0 0 0 0 0

#

% 100 |
Qudlified of those Identified for Major #
Occupation 2 (#) % 100 |
Selected of those |dentified for Major #
Occupation 2 (#) % 100 |
Relevant Pool for Mgjor Occupation 2 (%) | % | I I

#

% 100 |
Qualified of those Identified for Major #
Occupation 3 (#) % 100 |
Selected of those Identified for Major #
Occupation 3 (#) % 100 |
Relevant Pool for Mgjor Occupation 3 (%) | % | I I

#

% 100 |
Qualified of those Identified for Major #
Occupation 4 (#) % 100 |

_
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Selected of those |dentified for Major #

Occupation 4 (#) % 100

Relevant Pool for Major Occupation 4 (%) | % | I I
#
% 100

Qualified of those Identified for Major #

Occupation 5 (#) % 100

Selected of those Identified for Major #

Occupation 5 (#) % 100

Relevant Pool for Major Occupation 5 (%) | % | I I
#
% 100

Qualified of those Identified for Major #

Occupation 6 (#) % 100

Selected of those Identified for Major #

Occupation 6 (#) % 100

Relevant Pool for Major Occupation 6 (%) | % | I I

" Relevant Applicant Pool" = all employeesin the next lower pay grade and in all seriesthat qualify them for the position announced.

Report version number: 1.2



DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B10 - Non-Competitive Promotions- Timein Grade - Distribution by Disability
Revision Number: 13

Total By Disability Status Detail for Targeted Disabilities
Typeof Appaintment Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
All Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
Employees [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92]

Total Employees Eligible for Career Ladder # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Promotions (#) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 000 |
Timein grade in excess of minimum: 1 - 12 months (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Time in grade in excess of minimum: 13 - 24 months # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
) % 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Time in grade in excess of minimum: 25 + months (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |

Report version number: 1.2



DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: TableB11 - Internal Selectionsfor Senior Level Positions (GS 13, GS 14, GS 15, and SES) - Distribution by Disability
Revision Number: 13

Total By Disability Status Detail for Targeted Disabilities
Applicant Flow Data for Senior Grade Levels Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
All Disability Identified Disability Targeted [16/17 [23/25 [28,32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
Employees [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92]

Total Applicantsfor GS-13 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Qualified Applications for GS-13 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Selected for GS-13 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Relevant Pool for GS-13 Positions (%) | | 0 0 0 0 | 0 | 0 0 0 0 0 0 0 0 0
Total Applicants for GS-14 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Qualified Applicants for GS-14 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Selected for GS-14 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Relevant Pool for GS-14 Positions (%) | | 0 0 0 0 | 0 | 0 0 0 0 0 0 0 0 0
Total Applicants for GS-15 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Qualified Applicants for GS-15 Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Selected for GS-15 Positions (#) # 0 0

% 100 0.00 |
Relevant Pool for GS-15 Positions (%) | | 0 0 0 0 | 0 | 0 0 0 0 0 0 0 0 0
Total Applicants for SES Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Qualified Applicants for SES Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |

F 1
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Selected for SES Positions (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Relevant Pool for SES Positions (%) | | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 0 0 0 0 0 0

" Relevant Applicant Pool" = all employeesin the next lower pay grade and in all seriesthat qualify them for the position announced.
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DOD Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B12 - Participation in Career Development - Distribution by Disability
Revision Number: 13

Total By Disability Status Detail for Targeted Disabilities
Applicant Flow Data for Career Development
Programs Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Al Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
Employees [05] [01] [06-94] Disability or 18] or 21] or 30] or 69] or 79] [82] [90] [91] [92]

Slots for GS-5 to GS-12 Program () | # | 0 | | | | | | | | | | | | |
Relevant Pool for GS-5 to GS-12 Program (%) | % | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0
Applied for GS-5 to GS-12 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Participants for GS-5 to GS-12 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Slots for GS-13 to GS-14 Program (#) | # | 0 | | | | | | | | | | | | |
Relevant Pool for GS-13 to GS-14 Program (%) | % | 0 | 0 | 0 | 0 | 0 | o | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0
Applied for GS-13 to GS-14 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Participants for GS-13 to GS-14 Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Slots for GS-15 to SES Program (#) | # | 0 | | | I I | | | | | | | |
Relevant Pool for GS-15 to SES Program (%) | % | 0 | 0 | 0 | 0 | 0 | o | 0 | 0 | 0 | 0 | 0 | 0 | 0 | 0
Applied for GS-15 to SES Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Participants for GS-15 to SES Program (#) # 0 0 0 0 0 0 0 0 0 0 0 0 0 0

% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |

Report version number: 1.2



Department of Defense Education Activity

Description: Table B13 - Employee Recognition and Awards Distribution - Distribution by Disability

For period covering October 1, 2010 to September 30, 2011.

Total By Disability Status

Detail for Targeted Disabilities

Types of Awards Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability | Identified | Dissbility | Targeted (1627 (2325 | [283238 | [64-68] (7178 Epilepsy | Disbility | Disability | Dwarfism
TOTAL [05] [01] (06-94] | Disability or 18] or21] or30] or 69] or 79] (82 [90] [91] (92 of

Total # for Time-Off Awards: 1 - 9 Hours # 82 74 0 8 2 1 1 0 0 0 0 0 0 0

% 100 90.24 0.00 9.76 244 122 122 0.00 0.00 000 0.00 0.00 000 000 |
Total Hours for Time-Off Awards: 1-9 Hours # | e | s | o | e | 1 8 8 0 0 0 0 0 0 0
Average Hours for Time-Off Awards 1-9 Hours # | s | s | o | s | s 8 8 0 0 0 0 0 0 0
Total # for Time-Off Awards: Over 9 Hours # 53 50 0 3 0 0 0 0 0 0 0 0 0 0

% 100 94.34 0.00 566 000 0.00 0.00 0.00 0.00 000 0.00 0.00 000 000
Total Hours for Time-Off Awards: Over Hours # | e | w2 | o | o ]| o 0 0 0 0 0 0 0 0 0
Average Hours for Time-Off Awards: Over Hours # | 28 | s | o | s | o 0 0 0 0 0 0 0 0 0
Total # for Cash Awards: $500 and Under # 3145 3062 77 83 7 0 0 0 3 0 2 0 2 0

% 100 97.36 245 264 022 0.00 000 0.00 0.0 000 0.06 0.00 006 000
Total Amount for Cash Awards: $500 and Under $ | 1159237.00 | 112864300 | 28809.00 | 3050400 | 252000 0.00 0.00 0.00 110000 0.00 750.00 0.00 670.00 0.00
Average Amount for Cash Awars: $500 and Under $ | ae900 | 3000 | 37400 | see00 | 36000 0.00 000 0.00 367.00 000 37500 0.00 33500 0.00
Total #for Cash Awards: $501 and Over # 1971 1801 43 80 7 1 1 0 1 0 3 0 1 0

% 100 95.94 218 406 036 005 005 0.00 005 000 015 0.00 005 000
Total Amount for Cash Awards: $501 and Over $ | 278675100 | 266792400 | 70877.00 | 11882700 | 735000 750.00 100000 0.00 190000 000 2900.00 0.00 800.00 0.00
Average Amount for Cash Awards: $501 and Over $ | 1400 | 141100 | 163700 | 148500 | 105000 750.00 1000.00 0.00 1900.00 000 967.00 0.00 800.00 0.00
Total # for Cash Awards: $501 and Over # 1971 1801 43 80 7 1 1 0 1 0 3 0 1 0

% 100 95.94 218 406 036 005 005 0.00 005 000 015 0.00 005 000
Total Amount for Cash Awards: $501 and Over $ | 27ee751.00 | 266792400 | 7037700 | 11882700 | 735000 750.00 100000 0.00 190000 000 2900.00 0.00 800.00 0.00
Average Amount for Cash Awards: $501 and Over $ | 1400 | 1100 | 163700 | 148500 | 105000 750.00 100000 0.00 190000 000 967.00 0.00 800.00 0.00




Department of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.

Description: Table B14 - Separations by Type of Separation - Distribution by Disability

Total By Disability Status Detail for Targeted Disabilities
Types of Separ ations Missing Partial Complete Severe
No Not Hearing Vision Extremities Paralysis Paralysis Intellectual Psychiatric
Disability Identified Disability Targeted [16/17 [23/25 [28, 32-38 [64-68] [71-78 Epilepsy Disability Disability Dwarfism
TOTAL [05] [o1] [06-94] Disability or 18] or 21] or 30] or 69 or 79] [82] [90] [91] [92] of

Voluntary Separation (#) # 2693 2589 28 104 23 6 0 0 5 0 5 0 7 0

% 100 96.14 1.04 3.86 0.85 0.22 0.00 0.00 0.19 0.00 0.19 0.00 0.26 0.00 |
Involuntary Separations (#) # 6 6 0 0 0 0 0 0 0 0 0 0 0 0

% 100 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 |
Total Separations (#) # 3384 3257 30 127 24 6 0 0 5 0 6 0 7 0

% 100 96.25 0.89 3.75 0.71 0.18 0.00 0.00 0.15 0.00 0.18 0.00 0.21 0.00 |
Total Workforce # 2265 2174 14 7 3 1 0 0 0 0 1 0 1 0

% 100 95.98 0.62 3.40 0.13 0.04 0.00 0.00 0.00 0.00 0.04 0.00 0.04 0.00
Federal Goal % 2
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