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Department of Defense Education Activity
Executive Summary

For period covering October 1, 2011 to September 30, 2012

The Department of Defense Education Activity (DoDEA) is pleased to submit its Management Directive 715 (MD-715)
Equal Employment Opportunity {EEC) Program Status Report for FY2012 and the EEQ Plan for 2013. This includes
DeDEA’s continued efforts to build and sustain a Model EEQ Program.

Agency Mission: DoDEA’ s mission is to educate, engage, and empower each student to succeed in a
dynamic world.

DoDEA is a field activity of the Cffice of the Secretary of Defense. DoDEA plans, directs, coordinates, and manages
pre-kindergarten through 12th grade education programs for Department of Defense {(DoD) military 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 operates 194
schools in 14 districts located in 12 foreign countries, seven states, Guam and Puerto Rico.

The Diversity Management and Equal Opportunity {OMEOQ) office staff provides a variety of services and programs to
prevent, resolve, and process workplace disputes in a timely and high-quality manner. The DMEQ office is also
responsible for enforcing EEO laws and policies, performing diversily management functions, advising management
and employees on the facilitation of reasonable accommodations for persons with disabilities, and providing EEO
alternative disputes resolution services for DoDEA. The staff advises and supports the Director of DoDEA by working
towards achieving and sustaining a diverse and inclusive workforce.

PART E.2 - Executive Summary: Essential Element A
Demonstrated Commitment from Agency Leadership

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

Policy Distribution: Previously, annual policy letters were issued to all employees, including the Equal Employment
Opportunity (EEQ) Policy, Anti-Harassment Policy, Reascnable Accommodations Policy, the Notification and Federal
Employee Antidiscrimination and Retaliation Act (NoFEAR), and the Diversity and Inclusion Policy. However, DoDEA
has moved to issuing anrual notices, rather than policies. This change requires onerous coordination procedures
resulting in delays. We expect that these new notices will be issued shortly. At a local level, some of DoDEA's area
offices have issued local policy letters for EEQ and Anti-Harassment.

Inclusion of DMEQ: The DMEG Chief reports directly to the Director and is a member of the DoDEA Director's
Cabinet and fully participates in high-level Cabinet and staff meetings. The DMEO Chief is also a contributing
member in the development of DoDEA’s Community Strategic Plan.

Diversity Climate Action Plans: The DoDEA Director required each area and school district, as well as DoDEA
Headquarters, to create diversity climate action plans based on the FY2011 Federal Employee Organizational
Climate Survey (FEOCS). By the end of September 2012, all of DoDEA’s school districts had finalized action plans.

Increasing Diversity Awareness: One of DoDEA’s area offices, the Department of Defense Domestic Dependent
Elementary and Secondary Schools (DDESS), held its 3™ annual “Diversity Day” event. The event was organized by
DDESS’s Diversity Committee and the DDESS EEO Program Manager. This year, two separate events were held.
The first was a field trip to the Civil Rights Museum and other historical sites in Montgomery, Alabama. The second
was an on-site luncheon with ethnic culture displays created by the different organizational groups at their location.
They also had ethnic food sampling. The event received extremely positive feedback from both employees and
leaders.

Incorporation of our Students into our Special Emphasis Programs: [n FY2012 the Pacific Area Office
organized and hosted two Special Emphasis Program observances for the U.8. Army in Okinawa: Hispanic
American Heritage Month (October 12, 2011} and Asian American Pacific Islander Heritage Month (May 30, 2012).
Both events featured DoDEA speakers, high school and elementary school students, and were well attended by
service members and DoDEA staff.
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Department of Defense Education Activity For period covering October 1, 2011 to September 30, 2012

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

This element requires that the Agency's EEQ programs be organized and structured to maintain a workplace that is
free from discrimination in any of the Agency's policies, procedures or practices, and suppotts the Agency's strategic
mission. ' :

PMEO Review of DoDEA Policies: DMEOQ coordinates on all DoDEA policies and provides comments, as
appropriate.

Community Strategic Plan: DMEO was involved in the development of DoDEA’s new Community Strategic Plan.
DMEQ staff members [ed one of the five Community Strategic Plan geals, focused on Crganizational Excellence.
DMEO continues to remain involved in the planning and execution of DoDEA’s Community Strategic Plan.

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

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

Makeup of DMEO Office: The DMEQ office is comprised of its Headquarters (HQ) Cifice and three Area Offices.
The six-member Administrative Management team located at HQ is respensible for policy development,
- administrative management, and functional program area oversight. DMEO HQ has two functional areas that have
independent strategies with integrated functions: (1) Resolution and Compliance and (2) Diversity and Inclusion.
The three Area Offices, Department of Defense Dependents Schools (DoDDS)-Eurcpe, DoDDS-Pacific, and DDESS
are staffed as follows: A full-time counseler who manages the pre-complaint process, including Alternative Dispute
Resolution (ADR), during the informal stage, and an area program manager who administers and oversees the formal
complaint process, ADR, disability, and diversity programs.

Hiring Additional Resources: During FY2012, DMEO was able to justify staffing for two new full-time positions.
The first, a Program Assistant, is responsible for a variety of administrative office procedures, such as contracting and
budget related work, as well as, supporting the DMEO staff. This position was posted in FY2012, and a candidate
was selected in FY2013. The second pesition, a Supervisory Personnel Psychologist, not yet filled, will serve as the
Branch Chief for Diversity and Inclusion and be responsible for the day-to-day operations, supervision and
coordination of the Diversity and Inclusion staff and activities. Moving forward, DMEO has also done a cost analysis
to justify hiring a retired annuitant in the capacity of an Investigator in a "Not to Exceed” position.

DMEO Worldwide Conference: All DoDEA DMEO staff participated in our bi-annual Conference, held April 16th —
20th, 2012, in Alexandria, VA. During “Our Passport {o Success” conference, we had guest speakers from Veterans
Affairs to discuss streamlining Final Agency Decisions and how to calculate diversity metrics. A variety of guest
speakers from DoDEA also updated DMEQC staff on topics such as 21st Century Schools, grievance precedures, and
DoDEA business practices. DMEO staff members participated in a team exercise by creating a video showcasing the
DMEQ Office as an integral part of DoDEA. The DMEO feam demonstrated their creativity and ability to work as a
cohesive unit to achieve a goal. This conference was a great venue for the DMEQ staff to coalesce as a group,
share best practices and ideas to advance the DMEQ vision and mission.
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Department of Defense Education Activity For period covering October 1, 2011 to September 30, 2012

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

This element requires that the Agency head to make early efforts to prevent discriminatory actions and eliminate
barriers io equal employment opportunity in the workplace.

Diversity Hiring Fair: DoDEA held a Diversity Hiring Fair on March 30" and 31, 2012 at DoDEA HQ in
Arlington, VA: The purpose of this event was to ensure that the Human Resource Directorate Office (HR) could
respond with atacrity to schools' staffing demands of quality placements by being proactive in establishing a database
of diverse, active, interviewed, and prescreened candidates that met the requirements in our hard-to-fill areas. While
these interviewees waited for their pre-scheduled interview appointment, they had an opportunity to view a video
presentation and ask questions about the hiring process. During this 2-day period, more than 250 candidates
received onsite interviews with 22 hired for FY2012, including 3 who did not identify a race or gender, 2 black males,
2 white males, 2 Asian females, 5 black females, 4 Hispanic females, and 4 white females. This effort yielded a
diverse group of new employees.

Center for Early Dispute Resolution (CEDR): CEDR is a neutral, confidential resource that assists DoDEA
employees in addressing non-EEO issues and managing conflicts and disputes constructively. While CEDR is not
part of DMEQ, DMEO works collaboratively with CEDR and channels non-EEQ issues to CEDR for resolution
efforts. CEDR provides education and fraining to help employees cbtain the skills and knowledge for constructive
engagement in the professional environment. DMEQ’s certified mediators are called on by CEDR to serve as
mediators for resolving non-EEQ issues through its program.

New Diversity and inclusion Courses: Four DMEQ employees attended two, train-the-trainer sessions so that they
could in turn, offer more training courses to all DoDEA employees in the future. Two DMEO employees attended the
“True Colors” session and two other DMEQ employees attended the “Microtriggers” session.

Disability Recruitment Plan: In compliance with the Presidential Executive Order 13548 requiring Federal Agencies
to developra Disability Recruitment Plan, DMEC collaborated with HR to create the plan, in line with DMEQ’s 5-year
strategic plan. DoDEA’s plan was submitted to the Office Diversity Management & Equal Opportunity Office of the
Under Secretary of Defense for Personnel & Readiness as requested by the Director of Department of Defense
Disability Programs and the DoD plan was released during this rating period.

Workforce Recruitment Program (WRP): DolDEA was a key participant and, again, exceeded expectations in
connection with the WRP in-FY2012. The Disabilities Program Manager, in coflaboration with HR, hired 23 students
in the WRP summer intemnship program to work at DoDEA. Of these, one intern with a targeted disability was
brought on-board as a permanent full-time hire at DoDEA.

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 efiicient and fair dispute resolution process.

Tracking with iComplaints: The DMEO staff uses iComplaints to efficiently track and monitor the complaints and
compliance program. The system also tracks the ADR process, both at the pre-complaint and formal stages.

Executive Summary




Department of Defense Education Activity For period covering October 1, 2011 to September 30, 2012

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 uniformily across DoDEA, as many staff
(e.g., teachers) do not have access to MyBiz. As an alternative, DMEQ is encouraging staff to work through HR to
update their disability status by filling out the Standard Form (SF) 256. More details regarding this are contained in
Part E.9.

Alternative Dispute Resolution (ADR): ADR is offered as an alternative method for resolving workplace disputes
instead of the traditional equal EEO informal counseling, or formal complaint process. However, DoDEA EEQ
Counselors will attempt to resolve the workplace dispute at the lowest possible level during the traditional EEC
process. Over a 5-year period, DoDEA’s average resolution rate at the pre-complaint stage is 53%.

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

This element requires that federal agencies are in full compliance with EEQ statutes and EEQC reguiations, policy
guidance, and other written instructions.

Timely Counseling of Pre-Complaints: DoDEA was 99% timely in regards to counseling pre-complaints. This was
a 1% decrease from FY2011 (100% timely). Complaints increased from 58 in FY2011 to 79 in FY2012, a 36%
increase. Considering the spike in complaint activity without staff increase, the 1% decrease in timeliness is
acceptable.

Timely Investigations: DMEQ's objective every year is to have 100% timely investigations. In FY2012, the
percentage of timely investigations improved by 1% (from 93% in FY2011 to 94% in FY2012). In addition, DMEQO
improved the average number of processing days from 178 days in FY2011 to 176 days in FY2012,

Finai Agency Decisions (FADs) Timely: DMEO continues to process FADs below the 60-day regulatory
requirement on average. The average number of processing days for FY2012 increased 8 days from 50 in FY2011
to 58 in FY2012 out of 12 FADS. DoDEA was untimely for five FADs in FY2012. FAD timefiness decreased from
FY2011 (93% timely) to FY2012 (58% timely). Timeliness challenges were directly related to a change in internal
coordination procedures that have made the process moré cumbersome.

PART E.8 - Executive Summary: Workforce Analysis

As of September 30, 2012, DoDEA’s workforce population was comprised of 16,268 employees (14,001 permanent
and 2,267 temporary), which showed an overall decrease in permanent employees by 184 from the previous FY.
Compared to the previous fiscal year, the number of permanent employees decreased (from 14,187 in FY2011) while
the number of temporary employees increased (2,265 in FY2011), but only minimally.

FY2011 14,187 Permanent Employees
2,265 Temporary Employees

FY2012 14,001 Permanent Employees
2,267 Temporary Employees
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Regarding gender, DoDEA’s workforce is primarily female (77%), with males making up only 23% of the workforce.
The discrepancy between females and males is likely influenced by the availability of candidates for our most
common position, that of a teacher. The education civilian tabor force is consistent with our population, with females
representing 78% of the teacher labor force between the 2006 — 2010 timeframe.

Considering breakdowns by gender and race, the most commonly represented groups were White females (56% of
our employee pepulation), White males (19%), Black or African American females (11%]), Asian females and Black or
African American males each with (3%). In the past year, Hispanic or Latino females increased from 3% to 5%.
There was also an increase in Hispanic or Latino Males to almost 2% during this FY. Two female groups, Native
Hawaiian or Other Pacific Islander and individuals reporting Two or More Races each represented just over 1% of our
employees. American Indian or Alaskan Native males and females, males reporting Two or More Races each
represented just over 1% of our employees. All others categories made up less than 1% of our population.

A total of 95% of DoDEN’s workforce self-identified “No Disability” to report. Only 1.5% of the total workforce elected
not to identify any disability status. A total of 563 employees reported a disability (3.5% of the workforce) and 42
employees reported having a targeted disability which represents .26% of the workforce, short of the Department of
Defense goal of 2%. [t should be noted that even though we had no increase of persons with targeted disabilities, we
also had no loss, reporting 42 for two consecutive years.

PART E.9 - Executive Summary: Accomplishments
EEQ Plan Action [tems Implemented or Accomplished

In last year's MD-715, DoDEA focused on remedying two barriers. Below each barrier is reviewed, along with our
progress against our stated goals.

Participation Rate of Persons with Targeted Disabilities {PWTD)

For FY2012, our current participation rate for PWTD remained the same as it was last year with only .26%, both
falling short of the DoD participation goal of 2% for PWTD.

Goal Progress

Qur first goal was to partner with HR and hiring officials to hire one or more PWTDs, as part of the Workforce
Recruitment Program (WRP), which provides college students and recent graduates with disabilities the opportunity
to intern with the Federal Government or private sector organizations. During FY2012, DoDEA hired 23 summer
interns as part of the WRP program. As a result of this endeavor, DoDEA was able to hire one WRP student with a
targeted disability as a full-time employee.

Our second goal was to obtain resources to re-survey the workforce to ensure that we have accurate data for our
demographic numbers with regards to disability status. The challenge is that DoDEA is primarily composed of _
educators and many of them have not obtained a Common Access Card (CAC) and are subsequently unable to self-
identify in our current HR systerm. Although we have not yet had a formal surveying of the workforce, in the next
version of the DoDEA Newsletter, we provide information for how individuals can update their disability status by
using either the HR system or by filling out & manual form and sending it inte their HR office. Additionally, on
August 24, 2012, the Under Secretary of Defense Erin C. Conaton issued a memorandum asking all DoD
Components o resurvey the workforce annually in an attempt to have more accurate record keeping and to become
“the model employer of individuals with disabilifies.” DoDEA continues to communicate with the Federal Education
Association {FEA), Federal Education Association — Stateside Region (FEA-SRY), and the Overseas Federation of
Teachers {OFT) regarding the challenge of getting a CAC card for our educators in order to facilitate all staff
members updating their disability status.
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Department of Defense Education Acfivity For period covering October 1, 2011 to September 30, 2012

Address Barriers to Inclusion as Identified in the FEQCS

In spring of 2011, DoDEA launched a diversity climate survey, the FEOCS, to all employees. For two organizational
effactiveness factors, trust in the organization and perceptions of leadership cohesion, employees responded léss
favorably compared to other agencies. In addition, only 32% of employees responded positively to the statement,
“The unit orientation program is adequate for new employees.”

Goal Progress

To increase transparency and trust in the organization, our goal was to provide access to each of the 21 various
FEOCS reports, along with executive summaries for DoDEA overall and for all regional areas (HQ, DDESS, DoDDS-
Europe, DoDDS-Pacific). A website on DoDEA’s Infranet was created and the DoDEA Director sent a memorandum
to alt employees announcing the website in January of 2012.

Another goal was to create a way for employees to have a collaborative dialogue around the FEQCS results. The
Diversity and Inclusion employee group on DoDEA's social media site, Intersect, was created in November

2011. Currently, there are 6 discussions and 16 blog posts related to the FEOCS or other Diversity and Inclusion
issues.

In order to improve employee perceptions of leadership cohesion, the DMEO Diversity and Inclusion (D&} staff first
wanted to focus on increasing communication from DoDEA leaders. At the request of the DoDEA Director, a DoDEA
newsleiter was created focusing on Organizational Excellence, and was first released in May 2012. {n addition to
being emailed to all employees, the Newsletter is made interactive by having an accompanying site on DoDEA’s
social networking site, Intersect, where employees have the opportunity to answer discussion questions or comment
on each article, as well as take polls asking about their thoughts on diversity and inclusion retated matters. The
Director’s continual goal is to encourage two-way dialogue between DoDEA leaders and all employees.

In regards to the goal of creating a new employee orientation program for employees and a Sponsor Program to pair
new employees with more established employees, the DMEO Diversity and Inclusion staff is making significant
strides on these initiatives. At HQ, the D&l staff have held orientation breakfasts or lunches with the DoDEA Director
to meet with newly hired or transferred DoDEA employees. In order to establish this as a DoDEA-wide program,
DMEQ staff began the process by engaging in the Pre-Decisional Involvement process with FEA, FEA-SR, and
OFT. DMEO staff submitted a Concept Paper in February 2011 and received feedback from each of the associations
and unions in June, 2012. In the meantime, DoDEA had also issued a Request for Information regarding our Hiring
Reform efforts, which included a section on new employee orientation. DMEOQ staff conducted an analysis of each
submission’s recommendations in August, 2012. Taking into account both the associations’ feedback as well as the
best practices gleaned from the Request for Information submissions, DMEO staff put together a draft proposal and
sent it to each DoDEA Area Director for review in September of 2012,

At a local level, the Pacific Area Office has proactively addressed the need for more resources related to New
Employee Orientation and Onboarding. The Pacific Area began a New Administrators training program by video
teleconference (VTC). Six, two-hour interactive sessions were transmitted from the Pacific Area Office fo 14
locations in Korea, Japan, Okinawa, and Guam. Session topics covered items such as EEO, legal issues, and
special education. DMEO’s Pacific Team presented training on Reasonable Accommodation and Prevention of
Workplace Harassment.
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PART E.10 - Executive Summary: Planned Activities
Planned Activity One

Statement of Issue — Focus on increasing Hispanic participation. Recernmend DMEQ performs an analysis
regarding current diversity temperament of each district and delivering fraining sessions with all district
superintendents via VTC meetings.

Specific Actions we recommend:

Review Diversity Plan from HR for actions already submitted, to include commitments for the agency and the DMEO
team

Review data from all areas and districts and then create dashboards comparing demographics to the Education
Industry Civilian Labor Force

Conduct another Diversity Hiring Fair

Work with HR on assessing how to improve Hispanic recruitment efforts

Work with HR to help develop relationships with colleges who have Diversity Offices with strong diversity and
inclusion programs

Continual Efforts fo Promote an Inclusive Climate

in the FY2011 MD-715 report, DoDEA focused on enhancements to try to improve our culture, specifically remedying
some issues identified in the FEOCS that was conducted in 2011. Although we have made some improvements,
DoDEA’s goal is to build a culture that is continually focused on monitoring and improving our organizational health,
including cur employees’ perceptions of inclusiveness. In addition to focusing on the FEOCS results, DoDEA is
transitioning from remedying specific issues identified in this strvey to take into account other culture and climate
data from various sources, such as the Office of Personnel Management’'s (OPM) Federal Viewpoint Survey. Below
are the specific actions DoDEA is prepared to take to continue to support its culture and climate.

DoDEA plans on continuing many of the actions it took in the previous year to improve its culture. Specifically,
DalDEA will continue to utilize its Newsletter, focused on Organizational Excellence. A new internal website was
launched to support the cultural change efforts, and this will continue to be updated. In addition, DoDEA's scaial
media site, Intersect, was used a forum to create a discussion group focused on Diversity and Inclusion. In this
group, the DMEQ team shares blog posts focused on diversity and inclusion topics, as well as other announcements,
and interactive discussion guestions and polls. This group allows all DoDEA employees an opportunity to interact
with and provide feedback to the DMEQ office.

Regarding the FEOCS, while each school district and area successfully completed their FEOCS action plans for
improving its culture at the |ocal level, there are some groups at DoDEA HQ are lagging behind with their plans. A
focus for FY2012 will be to ensure that every group at DoDEA has taken the necessary steps to address how they
can improve their cufture at the local level.

In regards to the Ofiice of Personnel Management (OPM) Federal Viewpoint Survey, DoDEA is committed to sharing
information about its results with all employees. DoDEA’s Community Strategic Plan (CSP) has goals in place to
focus on improving its Federal Viewpoint scores with a 10% increase over the next 5 years in relation to the following
areas:

Employee Development
Employee Empowerment
Employee Engagement
innovaticn

Collaboration

Resources

Direction
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CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

I, Alina Doreste-Johnson, Chief Diversity Management and Equal Opportunity {(DMEQ), GS-15 am the Principal EEQ
Director/Official for 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 EEO 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, EEO Plans for Attaining the Essential
Elements of a Model EEQ Program, are included with this Federal Agency Annual EEO Program Status Report.

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

| certify that proper documentation of this assessment is in place and is being maintained for EEQC review upon
request.

Mm %&Jsu 2013

]' hY
Signature of Pr’msipa‘ﬁo Director/Official
(g-a[ EE

Certifies that this Federal Agency Ann
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gnature oM\gencyHead or Agericy Head Designee QQQ % Date

O Program Status Report is in compliance with EEO MD-715,




ranks, is s/he provided a copy of the EEQ policy
stafement?

Have the heads of subordinate reporting components

Compliance The reporting structure for the EEQC Measure For all unmet measures, provide a hrief
Indicator Program provides the Principal EEQ has explanation in the space below or complete and
Official with appropriate authority and | been met attach an EEOC FORM 715-01
resources to effectively carry out a PART H to the agency's status report
successful EEQ Program.
Measures Yes | No
The Agency head was installed on 11/01/11. The EEQ The current policies are in coordination; however, the
policy statement was issued on 11/04/09. DMEO is exploring mare efficient options to develop
issuances which are good for seven years with annual
Was the EEO policy statement issued within 6-9 X | notices to all employees. .
months of the installation of the Agency head?
If no, provide an explanation.
During the current Agency head's tenure, has the EEO X Please see above.
policy statement been re-issued annually?
if no, provide an explanation.
Are new employees provided a copy of the EEQO paolicy X
statement during crientation?
When an employee is promoted into the supervisory X Not consistently, however, this process is being worked

in collaboraticn with HR for a new onboarding and
mentoring process that is scheduled for FY2013-2014,

At local levels, DoDEA’s area offices have issued local

Are managers and supervisors evaluated on their
commitment to agency EEQ policies and principles,
including their efforts to resolve problems and

disagreements and other conflicts in their respective

communicated support of all agency EEO policies X policy letters.
through the ranks?
Has the agency made written materials available to all Previously, annual policy letters were issued to alt
employees and applicants, informing them of the variety employees, including the Equal Employment
of EEO programs and administrative and judicial Opportunity (EEO), Anti-Harassment Policy,
remedial procedures available to them? Reasonable Accommodations Policy, the Notification
X and Federal Employee Antidiscrimination and
Retaliation Act (NoFEAR), and the Diversity and
Inclusion Policy. These policies remain fixed in high-
traffic areas and available within our agency and local
area office websites.
Has the agency prominently posted such written Please see above.
materials in all personnel offices, EEQ offices, and on
the agency's internal website? [see 29 CFR
§1614.102(b)(5)]
X

Managers and supervisors are initially trained and
reminded that they are held to a higher standard of
conduct and are responsible for the effective
implementation of the Agency's EEO Programs and




work environments as they arise?

therefore, required to help resolve issues at the lowest
possible level.

Are managers and supervisors evaluated on their
commitment {o agency EEO policies and principles,
including their efforts to address concerns, whether
perceived or real, raised by employees and following-up
with appropriate action to correct or eliminate tension in
the workplace?

Are managers and supervisors evaluated on their
commitment to agency EEC policies and principles,
including their efforts to support the agency's EEO
program through allocation of mission personnel to
participate in community out-reach and recruitment
programs with private employers, public schools and
universities?

Are managers and supervisors evaluated on their
commitment to agency EEO policies and principles,
including their efforts to ensure full cooperation of
employees under his/her supervision with EEO office
officials such as EEO Counselors, EEO Investigators,
etc.?

Are managers and supervisors evaluated on their
commitment to agency EEQ policies and principles,
including their efforts to ensure a workplace that is free
from all forms of discrimination, harassment and
retaliation?

Are managers and supervisors evaluated on their
commitment to agency EEQ policies and principles,
including their efforts to ensure that subordinate
supervisors have effective managerial, communication
and interpersenal skills in order to supervise most
effectively in a workplace with diverse employees and
aveid disputes arising from ineffective communications?

Are managers and supervisors evaluated on their
commitment {o agency EEO policies and principles,
including their efforts to ensure the provision of
requested religious accommodations when such
accommeodations do not cause an undue hardship?

Are managers and supervisors evaluated on their
commitment to agency EEQ policies and principles,
including their efforts to ensure the provision of
requested disability accommodations to qualified
individuals with disabilities when such accommodations
do not cause an undue hardship?

Have all employees been informed about what
hehaviors are inappropriate in the workplace and that
this behavior may result in disciplinary actions?
Describe what means were utilized by the agency to so
inform its workforce about the penalties for
unacceptable behavior.

Have the procedures for reasonable accommodation for
individuals with disabilities been made readily
available/accessible to all employees by disseminating
such procedures during orientation of new employees
and by making such procedures available on the World
Wide Web or Internet?

Have managers and supervisors been trained on their
responsibilities under the procedures for reasonable
accommaodation?




Compliance The reporting structure for the EEC
Indicator Program provides the Principal EEO
Offtcial with appropriate authority and
resources to effectively carry out a
successful EEQ Program.

Measures

Measure
has
been met

For all unmet measures, provide a brief
explanation in the space below or complete and
attach an EEOCC FORM 715-01
PART H to the agency's status report

Yes | No

|s the EEO Director under the direct supervision of the
agency head? [see 29 CFR §1614.102(b)(4)] For
subordinate level reporting components, is the EEQ
Director/Officer under the immediate supervision of the
lower level component's head official? (For example,
does the Regional EEO Officer report to the Regional
Administrator?)

Are the duties and responsibilities of EEO officials
clearly defined?

Do the EEO officials have the knowledge, skills, and
abilities to carry out the duties and responsibilities of
their positions?

If the agency has 2nd level reporting components, are
there organizational charts that clearly define the
reporting structure for EEO programs?

If the agency has 2nd level reporting componenis, does
the agency-wide EEC Director have authority for the
EEO programs within the subordinate reporting
components? {If not, please describe how EEQ
program authority is delegated to subordinate reporting
components

Does the EEO Director/Officer have a regular and
effective means of informing the agency head and other
top management officials of the effectiveness, efficiency
and legal compliance of the agency's EEQ program?

Following the submission of the immediately preceding
FORM 715-01, did the EEQ Director/Officer present to
the head of the agency and other senior officials the
"State of the Agency" briefing covering all compenents
of the EEO report, including an assessment of the
performance of the agency in each of the six elements
of the Model EEO Program and a report on the
progress of the agency in completing its barrier analysis
including any barriers it identified and/or eliminated or
reduced the impact of?

Are EEQ program officials present during agency
deliberations prior to decisions regarding recruitment
strategies, vacancy projections, succession planning,
selections for training/career devetopment
opportunities, and other workforce changes?

Does the agency consider whether any group of
employees or applicants might be negatively impacted
prior to making hurnan resource decisions such as
reorganizations and re-alignments?

Are management/personnel policies, procedures and
practices examined af regular intervals to assess




whether there are hidden impediments to the realization
of equality of opportunity for any group(s) of employees
or applicanis? [see 29 C.F.R. § 1614.102(b)}(3)]

Is the EEO Director included in the agency's strategic
planning, especially the agency's human capital plan,
regarding succession planning, training, etc., to ensure
that EEQ concems are integrated into the agency's
strategic mission?

Does the EEO Director have the authority and funding
to ensure implementation of agency EEQ action plans
to improve EEQ program efficiency and/or eliminate
identified barriers to the realization of equality of
opportunity?

DoDEA's DMEO office does not have sufficient staffing
or budget in order to operate a model EEO program.
According to the Office of Diversity Management and
Equal Opportunity from the Office of the Secretary of
Defense, an analysis of all DoD components showed
the staffing ratio of the Equal Employment Cpportunity
Specialists (0260 Series) to be 1:750 for the 4 Estate.
DobEA's ratio is 1:1323 for DMEO. DoDEA’s DMEC
office is understaffed and under resourced to fully

meet all the objectives of a model EEQ program. Area
DMEO offices are staffed with two individuals who are
solely focused on complaints processing. Currently, the
Resolution and Compliance Manager manages the
overall complaints program but also serves in the
capacity of an intake EEQ Specialist and other roles for
the DMEQC team. The Disability Program Manager also
serves in multiple capacities to include the Diversity and
Inclusion Program Manager and, the Special Emphasis
Program Manager, with training responsibilities.

The DMEO office hired an Industrial/Crganizational
Psychologist whose primary focus during this rating
period was to assess organizational health and conduct
barrier analysis in the workforce to enhance efficiencies
and employee satisfaction.

Are sufficient personnel resources allocated to the EEO
Program to ensure that agency self-assessments and
self-analyses prescribed by EEC MD-715 are
conducted annually and to maintain an effective
complaint processing system?

See above

Are statutoryfregulatory EEQ related Special Emphasis
Programs sufficiently staffed?

Federal Women's Program - 5 U.5.C. 7201; 38 U.S.C,
4214, Title 5 CFR, Subpart B, 720.204

See above

Hispanic Employment Program - Title 5 CFR, Subpart
B, 720.2047?

See above

People With Disabilities Program Manager; Selective
Placement Program for Individuals With Disabilities -
Section 501 of the Rehabilitation Act; Title 5 U.S.C.
Subpart B, Chapter 31, Subchapter [-3102; 5 CFR
213.3102(t) and (u); 5 CFR 315.709

With limitations; also see above

Are other agency special emphasis programs monitored
by the EEQ Office for coordination and compliance with
EEQ guidelines and principles, such as FEORP - 5
CFR 720; Veterans Employment Programs; and
Black/African American; American Indian/Alaska Native,
Asian American/Pacific Islander programs?

Are there sufficient resources to enable the agency to
conduct a thorough barrier analysis of its workforce,
including the provision of adequate data collection and
tracking systems?

DMEO coordinates on HR's DVAP and FEORP:;
also see ahove

DoDEA continues fo build partnerships with Human
Resources (HR) to improve the manner in which it
collects data so that DoDEA can meet all reporting
requirements. QOur current Manpower data is captured
by DLA and the system is not infuitive; it does not
capture all data, especizally raw applicant-flow data nor




does it allow reports to extract data in a manner that is
robust and intuitive in order to provide data for EEQC
requirements. Nof all DoDEA employees have access
fo input or update their RNO and disability information
into MyBiz (an automated employee information data
tracking system). Those with difficulty are 78% of our
population which is our educator workforce.

Is there sufficient budget allocated to all employees to
utilize,-when desired, all EEO programs, including the
complaint processing program and ADR, and to make a
request for reasonable accommodation? {Including
subordinate level reporting components?)

Has funding been secured for publication and
distribution of EEQ materials (e.g. harassment policies,
EEO posters, reasonable accommodations procedures,
etc)?

Is there a central fund or other mechanism for funding
supplies, equipment and services necessary to provide
disability accommodations?

Does the agency fund major renovation projects to
ensure timely compliance with Uniform Federal
Accessibility Standards?

Is the EEEO Program allocated sufficient resources to
train all employees on EEO Programs, including
administrative and judicial remedial procedures
available to employees?

DoDEA's DMEOQ office does not have sufficient staffing
or budget in order to operate a model EEQ program.”
Training and travel budgets for training have been cut.
Only NoFEAR fraining was provided virtually.

Is there sufficient funding to ensure the prominent
posting of written materials in all personnel and EEQ
offices? [see 29 C.F.R. § 1614.102{(b)}(5)]

No funding is necessary as information is posted on
agency website.

Is there sufficient funding to ensure that all employees
have access to this fraining and information?

See above

is there sufficient funding to provide all managers and
supervisors with training and periodic up-dates on their
EEQ responsibilities for ensuring a workplace that is
free from all forms of discrimination, including
harassment and retaliation?

DoDEA's DMEO office does not have sufficient staffing
or budget to train our geographically dispersed
workforce. Only posted resources are available,
however, there are no resources far training.

Is there sufficient funding to provide all managers and
supervisors with training and periodic up-dates on their
EEQ responsibilities to provide religious
accommodations? '

Is there sufficient funding to provide all managers and
supervisors with training and periodic up-dates on their
EEO responsibilities to provide disability
accommodations in accordance with the agency's
written procedures?

Is there sufficient funding to provide all managers and
supervisors with training and periodic up-dates on their
EEO responsibilities in the EEO discrimination
complaint process?

Is there sufficient funding to provide ali managers and
supervisors with training and petiodic up-dates on their
EEOQ responsibilities to participate in ADR?




Resource Officials, Finance, and the Chief information
Officer?

Have time-tables or schedules been established for the
agency to review its Merit Promotion Program Folicy
and Procedures for systemic barriers that may be
impeding full participation in promotion opportunities by
all groups?

Compliance The reporting structure for the EEC Measure For all unmet measures, provide a brief
Indicator Program provides the Principal EEO has explanation in the space below or complete and
Official with appropriate authority and | been met attach an EEQOC FORM 715-01
resources to effectively carry out a PART H to the agency's status report
successful EEO Program.
Measures Yes | No
Are regular (monthly/quarterly/semi-annually) EEO With limited resources, this is not consistent agency-
updates provided to management/supervisory officials X | wide.
by EEO pregram officials?
Do EEQ program officials coordinate the development
and implementation of EEQ Plans with ali appropriate
agency managers to include Agency Counsel, Human X

The Merit Promotion Program Policy and Procedures
have not been fully realized.

Have time-tables or schedules been establishad for the
agency to review its Employee Recognition Awards
Program and Procedures for systemic barriers that may
be impeding full participation in the program by all
groups?

The Recognition Awards Program and Procedures were
initiated however they have not been fully realized.

Have time-tables or schedules been established for the
agency to review its Employee Develocpment/Training
Programs for systemic barriers that may be impeding
full participation in training opportunities by all groups?

Does the agency have a disciplinary policy and/or a

The Employee Development and Training Program
have not been developed. DMEO does not have
dedicated resources or staffing for an agency-wide

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

table of penalties that covers employees found fo have X

committed discrimination? '

Have all employees, supervisors, and managers been

informed as to the penalies for being found to X

perpetrate discriminatory behavior or for taking

personnel actions based upon a prohibited basis?

Has the agency, when appropriate, disciplined or Although we have net had a finding in recent years, we

sanctioned managers/supervisors or employees found have in the past and will continue to do so.

to have discriminated over the past two years? X

(If s0, cite number found to have discriminated and list penalty

fdisciplinary action for each type of vielation.)

Does the agency promptly (within the established time DoDEA was 99% timely in regards to counseling pre-

frame) comply with EEOC, Merit Systems Protection complaints. DoDEA was 94% timely in regards to

Board, Federal Labor Relations Authority, labor investigations. DoDEA was more timely in 2012 than

arbitrators, and District Court orders? X 2011 with Final Agency Decisions (FADs) with 58%
timely. Timeliness challenges were directly related to a
change in internal coordination procedures that made
the process more cumbersome, including more field
level accountability for review and tracking of FADs.

Does the agency review disability accommaodation

decisions/actions to ensure compliance with its written X




Compliance
Indicator

The reporting structure for the EEO
Program provides the Principal EEO
Official with appropriate authority and
resources to effectively carry out a
successful EEOQ Program.

Measures

Measure
has
been met

For all unmet measures, provide a brief
explanation in the space below or complete and
attach an EEOC FORM 715-01
PART H to the agency's status report

Yes | No

Do senicr managers meet with and assist the EEQ
Director and/or other EEQ Program Officials in the
identification of barriers that may be impeding the
realization of equal employment opportunify?

Not on a consistent basis.

When barriers are identified, do senior managers
develop and implement, with the assistance of the
agency EEO office, agency EEO Action Plans to
eliminate said barriers?

Not on a consistent basis.

Do senior managers successfully implement EEO
Action Plans and incorperate the EEQ Action Plan
Objectives into agency strategic plans?

This is done most often when the DMEC Chief is an
aclive member during the formulation of new strategic
plans.

Are trend analyses of workforce profiles conducted by
race, national origin, sex and disability?

Are trend analyses of the workforce's major
occupations conducted by race, national origin, sex and
disability?

Are frends analyses of the workforce's grade level
distribution conducted by race, national origin, sex and
disability?

Are trend analyses of the workforce's compensation
and reward system conducted by race, national origin,
sex and disability?

Are trend analyses of the effects of
management/personne! policies, procedures and
practices conducted by race, national origin, sex and

“disability?

Are all employees encouraged to use ADR?

Is the paricipation of supervisors and managers in the
ADR process required? )

It is strongly encouraged.




Compliance The reporting structure for the EEQ Measure For all unmet measures, provide a brief
Indicator Program provides the Principal EEQ has expfanation in the space below or complete and
Official with appropriate authority and | been met attach an EEOC FORM 715-01
resources to effectively carry out a PART H to the agency's status report
successful EEO Program.
Measures Yes | No
Does the EEO Office employ personnel with adequate DoDEA does not have a dedicated resource like most
fraining and experience to conduct the analyses X other agencies to process the MD-715 Report or the
required by MD-715 and these instructions? analysis of the report’s findings. The report function is
one of many functions for one individual.
Has the agency implemented an adequate data DoDEA collection of data is done between two systems
collection and analysis systems that permit tracking of and neither collection and analysis systems function
the information required by MD-715 and these together to provide adequate or reliable data. Neither
instructions? system is intuitive, nor does it provide a comprehensive
X | or accurate repository of combined data. DoDEA
collection of data for its major occupation (Teacher)
does not always capture disability data and neither
system is adequate or designed to capture applicant-
flow data required by the EEQC.
Have sufficient resources been provided to conduct DoDEA’s DMEO office is under rescurced to meet the
effective audits of field facilities’ efforts to achieve a objectives of a model EEO program. Although DMEQ
model EEO program and eliminate discrimination under has been able to staff the area DMEO offices with a
Title VIl and the Rehabilitation Act? staff of two, their main focus is only complaints
X | processing. Our complex workforce classifications are
divided info two work groups (AD/TP). In order to
generate this report, the educator report data has to be
manually converted to meet the specifications of the
MD-715 Report.
Is there a designated agency official or other :
mechanism in place to coordinate or assist with X
processing requests for disability accommodations in all
major components of the agency?
Are 90% of accommodation requests processed within
the time frame set forth in the agency procedures for X
bl dation?
Does the agency use a complaint tracking and
monitoring system that allows identification of the
location, and status of complaints and length of time X
elapsed at each stage of the agency's complaint
resolution process?
Does the agency's tracking system identify the issues
and bases of the complaints, the aggrieved
individuals/complainants, the involved management X
officials and other information to analyze complaint
activity/trends?
Does the agency hold contractors accountable for delay DMEQO would address appropriate action through
in counseling and investigation processing times? contracting procedures. ‘
If yes, briefly describe how: X




Does the agency monitor and ensure that new
investigators, counselors, including contract and
collateral duty investigators, receive the 32 hours of
training required in accordance with EEO Management
Directive MD-110?

Does the agency monifor and ensure that experienced
counselors, investigators, including contract

and collateral duty investigators, receive the 8 hours of
refresher training required on an annual basis in

d ith EEO M D 7

Are benchmarks in place that compares the agency's
discrimination complaint processes with 29 C.F.R. Part
16147

Does the agency provide timely EEC counseling within
30 days of the initial request or within an agreed upcn
extension in writing, up to 80 days?

Does the agency provide an aggrieved person with
written notification of his/her rights and responsibilities
in the EEQ process in a timely fashion?

Does the agency complete the investigations within the
applicable prescribed time frame?

DMEOQ's objective every year is to have 100% timely
investigations. In FY2012, the percentage of timely
investigations improved by 1% (from 93% in FY2011 to
94% in FY2012). [n addition, DMEQ improved the
average number of processing days from 178 days in
FY2011 to 176 days in FY2012.

When a complainant requests a final agency decision,
does the agency issue the decision within 60 days of
the request?

DMEO continues to process FADs below the 60-day
regulatory requirement on average. The average
number of processing days for FY2012 increased 8
days from 50 in FY2011 to 58 in FY2012 out of 12
FADS. DolDEA was untimely for five FADs in FY2012.
FAD timeliness decreased from FY2011 (93% timely) to
FY2012 (58% timely). Timeliness challenges were
directly related to a change in internal coordination
procedures that have made the process more
cumbersome.

When a complainant requests a hearing, does the
agency imimediately upon receipt of the request from
the EEQC AJ forward the investigative file to the EEOC
Hearing Office?

When a seitlement agreement is entered into, does the
agency timely complete any obligations provided for in
such agreements?

Does the agency ensure timely compliance with EEQOC
AJ decisions which are not the subject of an appeal by

th 29 C.F.R. . ,

agency established an ADR Program during the pre-~
complaint and formal complaint stages of the EEQ
process?

Does the agency require all managers and supervisors
to receive ADR training in accordance with EEOC (29
C.F.R. Part 1614) regulations, with emphasis on the
federal government's interest in encouraging mutual
resolution of disputes and the benefits associated with
utilizing ADR?

DeDEA's DMEO office does not have sufficient staffing
or budget in order to conduct fraining.

After the agency has offered ADR and the complainant
has elected to participate in ADR, are the managers
required to participate?

It is strongly encouraged.

Does the responsible management official directly




involved in the dispute have settlement authority?

Does the agency have a system of management
controls in place to ensure the timely, accurate,
complete and consistent reporting of EEQ complaint
data to the EEOQC?

Does the agency provide reasonable resources for the
EEO complaint process to ensure efficient and
successful operation in accordance with 29 C.F.R. §
1614.102(a)(1)?

DoDEA's DMEQ office does not have sufficient staffing
for the increasing EEC activity. Additionally, the DoD
Investigative & Resolution Division (IRD) is challenged
in the timely processing of investigations. DoDEA
would benefit with at least, one full-time, in-house
investigator.

Does the agency EEO office have management
controls in place to monitor and ensure that the data
received from Human Resources is accurate, timely
received, and contains all the required data elements
for submitting annual reports to the EEQC?

DoDEA's DMEQ office does not have sufficient staffing
or a full-time, dedicated resource fo validate data. Data
validation has to be a collaborative process between
DMEO and HR.

Do the agency's EEQ programs -address all of the laws
enforced by the EEOQC?

Does the agency identify and monitor significant trends
in complaint processing to determine whether the
agency is meeting its obligations under Title VIl and the
Rehabilitation Act?

Does the agency track recruitment efforts and analyze
efforts to identify potential barriers in accordance with
MD-715 standards?

Recruitment data has always been a challenge to
obtain from HR and the data received is not
comprehensive.

Does the agency consult with other agencies of similar
size on the effectiveness of their EEQ programs fo
identify best practices and share ideas?

Are legal sufficiency reviews of EEC matters handled
by a functional unit that is separate and apart from the
unit which handles agency representation in EEO
complaints?

If applicable, are processing time frames incorporated
for the legal counsel's sufficiency review for timely
processing of complaints?

Doees the agency discrimination complaint process
ensure a neutral adjudication function?




Compliance The reporting structure for the EEO
Indicator Program provides the Principal EEO
Official with appropriate authority and
resources fo effectively carry out a
successful EEQ Program.

Measures

Measure
has
been met

For all unmet measures, provide a brief
explanation in the space below or complete and
. attach an EEQOC FORM 715-01
PART H fo the agency's status report

Yes | No

Dees the agency have a system of management control
to ensure that agency officials timely comply with any
orders or directives issued by EEGC Administrative
Judges?

Does the agency have control over the payroll
processing funcfion of the agency? If Yes, answer the
two guestions below.

Are there steps in place to guarantee responsive,
timely, and predictable processing of ordered meonetary
relief?

Are procedures in place to promptly process other
forms of ordered relief?

Is compliance with EECC orders encompassed in the
performance standards of any agency employees?

If so, please identify the employees by title in the
comments section, and state how performance is
measured.

EEQ Specialists — Monitor settlements to ensure
corrective actions are completed and ensure
compliance with decision.

Is the unit charged with the responsibility for compliance
with EEOC orders located in the EEQO office?

(If not, please identify the unit in which it is located, the number
of employees in the unit, and their grade levels in the
commenis section.)

Have the involved employees received any formal
training in EEC compliance?

Does the agency promptly provide to the EECC the
following documentation for completing compliance:

Attorney Fees: Copy of check issued for attorney fees
and for a narrative statement by an appropriate agency
official, or agency payment order dating the dollar
amount of attorney fees paid?

Awards; A narrative statement by an appropriate
agency official stating the dollar amount and the criteria
used to calculate the award?

Back Pay and Interest: Computer print-outs or payroll
documents outlining gross back pay and interest, copy
of any checks issued, narrative statement by an
appropriate agency official of total monies paid?

Compensatory Damages: The final agency decision
and evidence of paymenit, if made?




Training: Attendance roster at training session(s) or a
narrative statement by an appropriate agency official X
confirming that specific persons or groups of persons
afttended fraining on a date certain?

Personnel Actions {e.g., Reinstatement, Promotion, X
Hiring, Reassignment): Copies of SF-50s

Posting of Notice of Violation: Original signed and
dated notice reflecting the dafes that the notice was
posted. A copy of the notice will suffice if the original is
not available.

Supplemental Investigation: 1. Copy of letter to
complainant acknowledging receipt from EEOC of
remanded case. 2. Copy of letter to complainant X
transmitting the Report of Investigation {not the ROI
itself unless specified). 3. Copy of request for a hearing
(complainant's request or agency's fransmittal letter).

Final Agency Decision (FAD):. FAD or copy of the X
complainant's request for a hearing.

Restoration of L.eave: Print-out or statement identifying
the amount of leave restored, if applicable. If not, an X
explanation or statement.

Civil Actions: A complete copy of the civil action
complaint demonstrating same issues raised as in X
compliance matter.

Seitlement Agreements: Signed and dated agreement
with specific dellar amounts, if applicable. Also, X
appropriate documentation of relief is provided.

Footnotes:

1. See 29 C.F.R. § 1614.102.

2. When an agency makes modifications to its procedures, the procedures must be resubmitted to the Commission.
See EEOC Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the Provision of
Reasonable Accommodation (10/20/00), Question 28




Department of Defense Education Activity

EEO Plan To Eliminate Identified Barrier - FY2012

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

Provide a brief narrative describing the condition at issue.

How was the conditicn recognized as a potential barrier?

Low and Declining Participation of Cverall Rate of Persons with
Disabilities and Minorities:

DoDEA has low and declining participation rates of minorities in
all categories, including persons with disabilities and targeted
disabilities. This is especially apparent in the officials and
managers categery. Minority groups are also grossly under-
represented in the occupational groups of executive/senior
tevel officials and managers, mid-level officials and managers,
first-level officials and managers, professionals and
administrative support workers.

BARRIER ANALYSIS:
Provide a description of the steps taken

A review of the FY2011 workforce data tables from FY2011 to
FY2012 indicates low participation rates of minorities in all
categories, including persons with disabilities and targeted
disabilities.

STATEMENT OF IDENTIFIED BARRIER:

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

Although this cannot be attributed to a particular agency policy,
procedure or practice that has been determined to be the
barrier of the undesired condition, our data support this barrier
that needs further analysis. We know that Department of
Defense (DoD) transformation, attrition, and other personnal
factors also contributed to declining participation rates of
minorities.

OBJECTIVE:

State the alternative or revised agency policy, procedure or practice to be implemented to correct the undesired condition.

RESPONSIBLE OFFICIAL: Alina Doreste-Johnson

DATE OBJECTIVE INITIATED: October 1, 2012

TARGET DATE FOR COMPLETION OF OBJECTIVE: September 30, 2013

PLANNED ACTIVITIES TOWARD
COMPLETION OF OBJECTIVE:

The HR and DMEQ Chiefs will work in partnership to expand: recruitment efiorts (improve screening
and hiring processes including hiring panels), collaborate training efforts to educate hiring officials,
management and employees on Schedule A and other hiring authorities and reasonable
accommodations in crder to create a more diverse hiring pool from which to choose new hires in all
areas and levels. Advertise through target ads, and at events, and develop working relationships with
educational institutions to court more interest in DoDEA as an inclusive and diverse agency.
Encourage workforce via advertisement and training to utilize and promote the MyBiz application for all
staff to self-identify and therefore have a more accurate account for persons with disabilities and a more
accurate RNO Account for all represented groups employed with DoDEA. Work with HR and DoDEA
leaders on succession planning and help promote employee transition from those employees due to
retire in the near future and how to attract, hire and on-board a more diverse and inclusive workforce.

TARGET DATE
{Must be specific)

09/30/2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE:




Department of Defense Education Activity ' EEO Plan Te Eliminate Identified Barrier - FY2012

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR | There is currently no professional or organizational

A POTENTIAL BARRIER: development opportunities for any employee outside the
teaching positions in DoDEA.

Provide a brief narrative describing the condition at issue.

How was the condition recognized as a potential barrier?

BARRIER ANALYSIS: In our recent Federal Employee Crganizational Climate
Provide a description of the steps taken Survey (FEOCS), DoDEA discovered that our employees
supported improving our organizational health, including our
employees’ perceptions of inclusiveness and need for
professional development of our workforce.

STATEMENT OF IDENTIFIED BARRIER: Investment in career development among the entire

Provide a succinct statement of the agency policy, procedure | workforce, to include non-educator positions, is needed to

or practice that has been determined to be the barrier of the keep up with the rapid growth in knowledge and the rate of
undesired condition. change of our workplace environments. Since there is
currently no professional or organizational development
opportunities for any employee outside the teaching positions in
our agency, this will ensure that managers and supervisors will
have the opportunity to improve their skills to be better leaders
and mentors. Professicnal development is also needed to
empower employees, foster career and professional growth,
enrich and encourage staff at all levels, increase overall
competencies and stimulate persenal growth., Career
development will also provide all levels of staff the opportunity
to improve interpersonal skills and a path to become future
supervisors and managers if they so desire.

OBJECTIVE:
State the alternative or revised agency policy, procedure or practice to be implemented to correct the undesired condition.

RESPONSIBLE OFFICIAL: Alina Doreste-Johnson

DATE OBJECTIVE INITIATED: October 1, 2012

TARGET DATE FOR COMPLETION OF OBJECTIVE: September 30, 2013

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

The HR and DMEO Chiefs will work in partnership to create an Organizational Development Committee 05/30/2013
to be a centralized and well represented group who will create learning opportunities and promotes
centinuous learning opportunities in the workplace. The group will provide Speaker Series programs for
awareness and cultural type programs to help create mentorship programs for new employees. The
committee with provide a calendar of activities and leaming programs that will be available to all staff in
several formats.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE:




PART | 1. Agency 1.  Department of Defense Education Activity
Der)n:rtment oF 11.a. 2nd Level Component |1.a.
gency
Information 1.b. 3rd Level or lower 1. b.
PART Il Et”:r?r Actual Number ... beginning of FY. ...end of FY. Net Change
Employment Trend amne... Rate of
and Special Number Y Number % Number C: eo
Recruitment for ange
Individuals With |ot51 \work Force 16452 100% 16268 100% 184 4.1%
Targeted
Disabiliies | penortable Disability 612 37 % 563 35% 49 8.0%
Targeted Disability* 42 6.9 % 42 5.9 % 0 0.0%

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

1. Total Number of Applications Received From Persons With Targeted

Disabilities during the reporting period. 0
2. 'Fotal Number pf Sele_ctions of Individuals with Targeted Disabilities 16
during the reporting period.
PART Il Participation Rates In Agency Employment Programs
Reportable Targeted Not L
Dther Employment/Personnel Programs TOTAL Disability Disability |dentified No Disability
# % # % # % # %
3. Competitive Promotions 0 0 0.0% 0 0.0% 0 0.0 % 0 0.0%
4. Non-Competitive Promotions 0 0 0.0 % 0 0.0% 0 0.0% 0 0.0%
EF,’r Egn::ll]zagee Career Development 0 0 0.0% 0 0.0 % 0 o_o.% 0 0.0%
5.a. Grades 5- 12 0 0 0.0 % 0 0.0% 0 0.0 % 0 0.0 %
5.b. Grades 13 - 14 o 0 0.0 % 0 0.0% 0 0.0 % 0 0.0 %
5.c. Grade 15/SES 0 0 0.0% 0 0.0% 0 0.0 % 0 0.0%
6. Employee Recognition and Awards o 0 0.0% 0 0.0 % D 0.0 % 0 0.0 %
6.a. Time-Off Awards (Total hrs 197 15 7.6 % 1 0.5 % 5 25% 177 89.8 %
awarded)
6.b. Cash Awards (total $$% awarded)| 6103 198 32% 21 0.3% 122 2.0 % 5783 94.8 %
6.c. Quality-Step Increase 0 0 0.0% 0 0.0% 0 0.0 % 0 0.0%




Part 1V

Identification and
Elimination of
Barriers

Agencies with 1,000 or more permanent employees MUST conduct a barrier analysis to address
any barriers fo increasing employment opportunities for employees and applicants with targeted
disabilities using FORM 715-01 PART I. Agencies should review their recruitment, hiring, career
development, promotion, and retention of individuals with targeted disabilities in order to determine
whether there are any barriers.

Part V

Goals for Targeted
Disabilities

Agencies with 1,000 or more permanent employees are to use the space provided below to describe the
strategies and activities that will be undertaken during the coming fiscal year to maintain a special
recruitment program for individuals with 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 affect
measurable progress from the preceding fiscal year. Agencies are encouraged to set a goal for the hiring
of individuals with targeted disabilities that is at least as high as the anticipated losses 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 discussicns of activities undertaken to identify individuals with targeted
disabilities who can be (1) hired; (2) placed in such a way as to improve possibilities for career
development; and, (3} advanced to a position at a higher level or with greater potential than the position
currently occupied.

Established a Numerical

Goal?

Yes

Goal

Executive Order 13163 called for an additional 100,000 individuals with disabilities to be employed
by the Federal Government over 5 years and for the Federal Government to become a model|
emplayer of individuals with disabilities. Section 501 of the Rehabilitation Act of 1973 and EEQC
regulations echoed this as well and gave further consideration to the hiring, placement, and
advancement of qualified individuals with disabilities. EEQC has recommended that all
Federal Services reach a 2% overall goal of employment of persons with a targeted disability.

Strategies

The DoDEA workforce will be motivated, diverse, and committed to continuous professional growth
and development resulting in exemplary performance and optimum student achievement. DoDEA
is currently working to create a new Community Strategic Plan (CSP) which will require
administrators at all levels to continually recruit, hire, 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 Industrial/Organizaticnal
Psychologist (IOP) in 2011 to help effectively implement and manage programs as well as
embed the DMEO program within the DoDEA culfure. The IOP was tasked to bring innovation
into projects and help manage programs in a 21st Century environment and promote successful
change transformation within the organization.

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.

Accomplishments DoDEA continued to have a strong connection with the WRP in FY2011-FY2012. In collaboration

with HR, the Disabilities Program Manager placed 23 students in the WRP summer internship
program fo work at DoDEA. Of these 23, DoDEA hired 1 full time student with a targeted disability.
DoDEA also employed three students under the Student Temporary Employment Program
(STEP) program as well. |n partnership with HR staffing, the DMEO sustained a streamlined
Schedule A process and developed a fully accessible, on-line database to provide access to names
of individuals who have submitted interest and documents regarding their Schedule A authority.
DoDEA continues to work with HR and Defense Logistics Agency (DLA) in providing access to
the database of interested applicants for Schedule A appointments. DoDEA pursues its
extraordinary efforts to place displaced emplcyees from school closures in areas that have
staffing needs.
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For period covering Octob er 1, 2011 te September 34, 2012,

Table A1 - Total Workforce - Distribution by Race/Ethnicity and Sex -

TOTAL WORKFORCE | Hispanic or White Bluck or African . Nasive Lawalan | smerican Indisn | Two or More
Employment Tenure Latino or American Islander or Alaska Native Races
All Male | Temezle | Male Female i Male | Female Male E Femsle Male Female Male Tigmals Wk TFemals WMok I Fetrale
Total Workforce Prior FY # 16452 3624 12818 261 9% 2723 9564 525 1702 94 509 38 212 38 231 34 182
% 100 22,09 7791 1.5% 5,59 1658 5813 3.19 10.33 0.57 3.08 0.25 129 0.23 1.40 0,21 Ll
e e
Total Worldoree Current FY # 16268 3605 [2573 281 k72 2835 9324 400 1722 72 533 48 103 32 111 38 230
Y 100 2271 T7.28 1.73 536 17.43 57.31 3.01 ““1‘[1._59 0.44 3.28 030 1.19 0.26 0.68 0,23 138
CLE (20005 (%)
L .
Differgnos ## -1 84 &l -245 20 <47 107 =240 -15 ki 22 24 -18 -19 -6 -120 4 38
Ratic Change % 0.60 D62 «0.62 0.14 -0.23 0,85 .82 -0.18% 0.24 -0.13 0.19 -0.05 -0.10 -0.03 -0.72 .02 024
Nof Changy Y -1.82 (1131 -1.91 7.66 =511 3.92 =2.51 =667 1.18 23,40 472 1724 «8.96 -13.79 -51,95 175 2088
Ternianent Worklorce; Frioe FY # 14187 3397 10790 248 755 2565 §149 474 1436 85 339 37 193 33 188 28 124
% 100 2354 TFE06 1.75 5.35 1808 5744 3.34 10,12 .60 239 0.4 136 023 1.33 {120 n.94
m bl P e
Perinancnt Workloree: Corrent FY # 14001 3447 10554 268 702 2636 THOE 343 1464 66 366 48 17% 27 % 31 163
a 100 2402 7538 1.01 5.01 1887 Foctg 3.16 [0.46 047 261 0.34 1.23 0,19 0.36 .22 1.16
Difference # -186 50 236 20 =57 - 91 -241 -3l 23 -19 27 e -21 - -40% 3 2%
Ratio Change Y 040 D68 -D.68 .18 -0.34 0.89 -,%98 -] & 0,34 -0.13 b2z -0.06 -0.13 -0.04 -0.77 0.02 .22
Net Change Yo -1.31 EAT -2.19 8.06 -T.51 3.55 -2.96 -5.34 183 -22.35 796 -15.79 -10.88 -18.18 -57.9% 10.71 21.64
Temporary Wurkfotee: Prive TY #* 22485 237 2028 13 160 163 1415 51 266 9 170 1 o 5 43 § 45
Y 100 10.46 89.54 0.57 7.06 7.0 §2.47 2.25 11.74 240 751 0.04 0.84 022 150 .26 212
 mEEEEEE————— oo
Temporary Worldloree: Cucrent FY #* 2367 248 2019 13 170 179 1416 A7 235 G 167 [¥] 21 5 32 7 57
Ya 100 16.04 20.06 0.57 7.50 750 6246 207 1138 0.26 737 0.00 0.3 022 141 031 2.51
Difference 2 11 -0 0 10 16 1 -4 -8 -3 -3 -1 2 ] -11 1 5
Rudio Change %a Q.00 0.48 ) -0.48 .00 444 o =0.01 .0.18 -0.36 ()14 (.14 -0.04 .09 080 .48 005 .39
Wet Chatige %% 409 4,64 D4 000 6.25 582 007 -1.84 =301 -33.33 7 -1.76 -100.00 10.53 040 -25.58 16.67 18.75
Non-Appropriated Workforce; Prior IF Y # 0 0 4 G 1] 0 0 ] 4] 0 Q 0 ] [ 0 U g
o 100 0.00 0.00 040 0.00 0.00 0.00 0.00 0.00 0.0 .00 0.30 6,00 0.00 0,00 0.00 0.00
T —
Now-Appropriated Work{ores: Current FY # 0 il 0 Y 1] 0 1] 0 0 ] 0 i3 [} ] [ ¢ 0
. k) 100 0.00 0,00 0,00 a.60 8.00 00 0.00 0.00 Q.00 0.0G 0.00 0.60 0.00 0,00 0.00 0,00
Differonce # '] a9 D Y 0 0 ) '] 0 { 0 1 [ 0 0 0 {
Ratio Change Y 0.00 .00 800 0.0 0.00 .00 .00 .00 0.00 - 0.00 0.00 0.00 0.00 Q.00 0.00 .00 0.00
Net Chunge k] 0.08 .00 0.60 00 0.00 a.0n .0u 0.00 8.00 0.00 0.00 0G0 0.00 .00 0.00 040 000
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Table A2 - Total Workforce By Component - Distribution by Race/Ethnicity and Sex

For period covering October 1, 2011 to September 30, 2012,

S . Native Hawaiian . :
TOTAL WORKFORCE Hispanic or Whit Black or African . ific | Mmerican Indian Two or More
Employment Tenure Latino ° or American Astan or oltsl;:;g;f“ﬁ" or Alaska Native Races
All Male | Femsle | Maie | Female | Male | Female | Msle | Semale | Male | Female | Male | Female | Male | Fewsle | Mele | Femaio

Total I'Y # 140H 3447 10534 268 72 2656 7508 443 1464 ] 366 48 172 27 79 31 163
b 106 24.62 7558 191 501 18.97 5648 3.6 1046 .47 2.6l 0.34 1,23 G, 19 0.56 0,22 115

€LE 2000 ‘ : o ]

R

DD16 # 16268 3E05 12573 281 872 2837 9324 A50 1722 72 533 48 193 32 i 111 38 220
Y 160 22.78 7720 1,73 3.36 17.43 57.31 3.01 £0.59 0.44 3.28 0.30 1.19 0.20 0.68 0.23 i35
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Table A3 - Occupational Categories - Distribution by Race/Ethnicify and Sex: Calculated within Occupational Categories

For period covering Octeber 1, 2011 to September 30, 2012,

- N N Native Hawaiian s R
) . TOTAL WORKFORCE Impm?lc or White Black 1 A!‘l ican Asian or Other Pacific American Indl-an Two or More
Qecupational Categorics Lating or American Tdander or Alaska Native Races
AT} I Wale ] Female |  Male E Female Malo | Tomale l Malo E Femalo Male Frmale Male Fomale Misle Fernale Male [ Fetoalsf
Exccutive/Senior Level Officials and i 209 127 172 7 & 109 135 9 27 3 9 1 1 /] 1 4 1
Magagers {Grades 15 and Abave) % Lo 4rd7 57,50 234 2.0t 2645 4518 101 943 1.00 301 033 833 0,00 033 . 134 633
2 bt AR s e
Mid-Level Official and Managers (Gradss # 271 141 13 9 & 118 98 11 2 { 2 4 1 2 0 1 2 2z
13-14) % 100 5203 ar.97 3,31 2.21 43,54 3542 405 512 | om 148 037 074 0,00 0.37 0.74 0.
e T e
Tirst-Level Cfficiats and Managers (Grades # 363 172 191 14 7 I 121 | 134 | 33 | 42 5 | G i | 2 0 2 2
12 pnd Below) % 100 47.38 5262 3.86 193 33.33 36.51 4.9 11.57 0.83 165 028 0.28 055 0.00 055 0.55
e e = A i
Qther Officinls and Managers # 431 234 217 12 9 150 142 47 53 5 14 1 3 1 0 5 4
% 100 49,65 50.35 2.78 2,09 34,80 32.95 1080 12.30 1.3 3.25 0.23 1.39 023 0.00 116 0.93
e e eyt - - |
Officialg and Managers Total # 1178 589 590 42 22 437 407 97 129 iq4 29 4 G K] 1 9 §
% 106 4996 a0.04 3.56 187 37.07 34.52 §.23 10.94 1.19 248 0.34 0.76 0.25 0.08 0.76 0.68
i
Professlenals # 13856 2707 11149 142 773 2235 3408 250 1412 52 457 38 164 21 52 23 192
% 100 1954 80.46 1.08 5.58 15.13 60,68 1.80 i0.19 (.58 3.30 .27 1.18 217 0.66 .17 1.39
Technicians # 554 195 789 18 G4 98 452 68 I60 8 31 3 % 1 &3 3 18
Ya 160 19,82 80.18 1.83 G50 990 350.00 6.51 16.26 0.81 5.18 0.61 2.03 ! 210 1.52 0.30 ! 183
——
Sales Workers # A7 A 1 11 ] i 1 5 Q 1 0 0 0 3 0 1 o
% Log 9787 2,13 23.40 0,00 6170 2,13 10,64 0.00 2,13 0.00 2,00 0.00 6,38 0,00 2.13 8.00
==
Administrative Support Workers- # 28 63 35 46 8 22 25 |8 5 0 4 0 0 2 ) 8 1
% 190 64,28 35,71 36,73 §.i6 Z?»4§_m 25,51 10,20 5.10 0.00 0.00 0,00 0,00 2,04 .00 0.00 1.02
TP PSP FUUsF P TSty S
Craft Workers # 200 145 64 28 [ 56 27 64 26 a 3 1 1 o 3 2 1
Y 100 69.38 30.62 1340 2,87 26,79 1292 30.62 ix44 0.04 144 048 0.48 0.00 144 0.96 0.48
Operatives # 0 0 0 4 [ 0 L) 0 [ 0 ] D 0 [} 0 40 ¢
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 | 000 0.00 0.00 0.60 0.00 0,06 0.00 000 0.00
Luborers and Helpers # o 4 0 0 0 0 4] {0 0 0 9 i3 Q o 0 d g
% 100 0.06 0.0 Q.00 040 0.08 Q.00 Q.00 0.00 0.00 .00 0.00 0.00° 040 (.00 0.00 000
SESSSLSSS s ——— ———— ———————
Service Workers # a 0 4 0 1} [y 0 0 [t} Q ] 2 0 Q 0 0 0
100 0,00 0,60 0.00 040 0,00 Q.00 0.00 0,00 0.00 0.00 G.00 0.00 040 G.00 0.00 000




DOD Department of Defense Education Actlyity
File Process Date and Tinte: 03/13/2013 G1:51 PM

Table A4 - Participation Rates For General Schedude (GS) Grades (Permanent) - Distribution by Race/Ethnicity and Sex

For period covering October 1, 2011 to September 38, 2012,

. ) Jaclc oF . Naiive Hawai.iau . .
GS/GM, SES, AND RELATED GRADES TOTAL WORKFORCE m%]:gxlnior White " or Aami-ifgi:; : Astan or Ort:;;ﬁ’z:‘ﬁc ﬁn‘:ﬁ:ncs?cl; ﬁ'f&i’é mﬁiﬁ""
All l Male | Female [ Malc [ Fomale i Male l .Female Male I Femala Malg Female Male | Famale i Male 1 Female Male Female|
G5-1 # 1 0 1 0 0 o 1 .0 0 0 0 0 0 0 0 0 0
% 100 0. 100.00 0,00 000 0.0 100,50 0.00 0.00 .00 0.00 2.00 0.0 0,00 0,00 0.00 0.00
=S ——— e —————— ———— |
G2 I & 50 § 51 1 4 2 3 2 i ¢ 2 2 i o 1 2 i
I % 100 13.56 86.44 168 6.78 330 5553 339 15,64 0.00 339 339 165 0.00 165 339 .68
— Bl
@s-3 # v 1] s B 2 1 9 0 7 ¢ o 0 0 o 0 [ B
% 100 526 ’ 94.74 0.00 10,53 526 AT .00 36,84 0.0 0.00 0.00 0.00 0.00 0.00 0.00 0.00
T P ki e
GS-4 # 29 o3 1036 11 9 55 667 11 231 i 18 0 0 14 B 20
% 100 B2 91.76 097 7.8% 487 50,08 275 | 2046 0.08 337 0.00 0.6 0.00 124 000 1.77
Pty A il -
GS-5 # 107 23 84 4 3 13 50 4 15 2 7 1 4 0 ! o 1
% 100 21.50 7850 3.4 .48 12,15 46,73 3,74 14.02 187 6.54 0.93 M 0.00 193 0.00 093
e e e e e ——
GS-6 ] 263 50 173 8 16 44 106 31 41 4 8 4 7 o 1 1 1
% 100 34,22 6378 3.04 6,08 1673 40,30 .78 15,59 152 3,04 152 2,66 0.00 0.38 0.38 038
s e
GS-7 i 103 36 67 2 3 16 £ 17 2 1 i 0 0 0 0 1 2
% 160 34,85 65.05 1.94 291 15.53 38,83 16,50 zL36 097 0.97 0.00 0.00 .00 0.00 0.97 194
—
G9-8 # 0 o 0 0 0 0 0- 0 0 9 0 o 9 0 0 0 o
% 100 (.00 0.00 0.00 0.00 0,00 0.00 0.00 .00 000 0,001 0.00 040 0.60 0.00 .00 0.00
B el
G549 # T 1022 6522 99 522 725 4793 170 857 17 182 té 4% 58 16 144
v § 100 13,55 8645 131 6.92 3.6 63.53 228 12.69 023 241 .21 068 - 0.12 0.5 0.1 191
S i i s
GS§-10 # 3 5 3 0 0 4 3 1 [ Q 2 0 ] { i1 0 0
% 100 62,50 3750 0.00 000 50,00 37.50 1250 0.00 0.00 0.00 0.0 0,00 0,00 0.0 0.00 0.00
m e s e
Gs-11 # 6062 1745 4317 53 168 1519 ] asma 126 358 30 177 26 118 10 30 7 30
% 100 2879 721 0.97 2.7 2506 | suis 208 6,40 1.4y 292 043 156 0.6 0,49 012 0,49
I ol A
GS-i2 # 643 299 344 17 12 242 261 30 57 [} 11 3 Z 0 4 4
% 160 4650 53.50 264 L&7 37.64 40,59 467 5.36 140 171 0.47 0.62 03l 0.00 0.62 0.62
P
GS-13 # 380 194 26 11 k5 141 Lad 15 41 7 8 1 4 2 1 2 5
% 100 4575 3421 2.89 2.37 37,41 37.89 3,55 0.7 1.84 11 0.26 1.05 0.53 026 0.53 L2
P A A ool
GS-14 # 124 60 1 1 1 48 50 ‘g 10 1 3 i 0 0 o 3 i
100 w3y | sl 2,51 0.51 38.71 4332 6.4 .06 04 242 0.81 0.00 .00 0.00 242 0.51
el




G515 # 74 34 A6 [ 1 30 a5 3 3 1 1 Q9 O U ¥ ] ]
Y 100 45.95 54.05 600 135 40,54 4730 4.03 4.05 1.33 1.3% 0.00 0.00 0.00 0.00 .00 0.00
PP o B e
All Othier (Unspecified G5) # D 0 0 0 Y 0 0 Y 0 0 0 0 b 0 (1 4 0
L 100 0.00 .00 0,00 0.00 £.00 0.00 0.00 0.00 0.00 0.00 0,00 0.60 0.00 000 400 000
SIS # I3 3 3 0 ¢ 2 3 1 0 Q [ 0 [ 0 Q 0 Q
B 1c0 50.00 50.00 0.00 0.00 3351 50.00 i6.67 0.0k 0.00 0.00 0.0 D00 0.0 0.00 0.00 0.00
e e ——— s
Other Seaior Pay (Noo-SES) # I 0 g 0 ¢ 0 il 1] 0 Q 4 1] ] 0 0 1 9
ki 100 .00 .00 .00 0.00 0.00 {1.00 0.0¢ 0,00 6.00 0.00 G0 0.00 0.00 .00 0.00 0.00
ST S
i L
Total G5 Workforce (Permaneat) # 1829 658 1137 39 83 476 712 150 235 26 71 12 27 5 & 13 13
% 100 J8.16 62,17 213 454 26,03 38.93 820 13.94 142 3.58 0.66 148 - 027 049 .78 137




DOD Department of Defense Education Activity
File Process Date and Time: 03/13/2013 01:31 PM

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

For peried covering October 1, 2011 to September 36, 2012,

s s ’ ‘L Native Hawaiinzo i .
o TOTAL WORKFORCE Hlspm}lc or White Black or A.‘!'nuan Asian ar Other Pacific American lndl_an Two or More
GS/GM, SES, AND RELATLED GRADES Latino or American Islander or Aluska Native Racey
All Mils | Fomale | Male | Female | Male | Female | Malk | Female | Male | Female | Male | Female | Male [ Hemale ] Male I Female
GS-1 # 0 0 0 0 o 0 0 ] 1] 0 o 0 0 o 0 i i
% 100 000 0.0 0.00 0.0 0,00 ()] 0.00 A .00 0,00 0.00 0.00 0.00 o.00 0.00
- e
GS-2 # 21 1 20 o | 2 o 7 1 1 0 9 o | 0 0 0 1
% 100 476 9524 .00 | 5.5 0.00 33.33 4.76 476 0.00 42,86 0.00 476 .00 0.00 0.60 476
ML S ok S B N ot St |
o ——— T e ——
GS-3 i [ 2 4 0 1 0 | 0 0 1} 2 1 i] [H 4 | 0
% 100 13,33 65.67 0.00 16.67 0.00 16.67 0.00 .00 900 33.33 16.67 0.00 0.00 0.00 16,57 2.00
o e
G5-4 £ 1472 168 1364 2 136 62 905 54 181 4 137 o g 3 27 5 " 43
% 100 7.34 02.66 0,14 9.24 421 6148 231 1230 0.27 931 0.00 0.61 .20 1,83 034 2.62
s e
G8-5 # 226 16 210 1 12 9 131 [ Ag 0 17 o 5 0 4 1 ¢
. £ 100 7.08 92.52 0.4 531 3.98 57496 265 17 0.00 7.52 0.00 221 0.00 L77 0.4 358
oa—— e e ———————————————————
G8-6 4 234 KE] 201 3 1% 23 133 7 33 [ 12 0 G 1 5 |4 3
% 106 1410 | 8550 128 812 9.83 5684 299 13,16 0.00 513 0.00 256 0.43 214 ot 128
_ Al e
GS-7 # 53 13 40 0 4 10 24 4 5 o 2 ] 2 0 1 0 2
i 100 24.53 7547 .00 7.88 18.97 45.28 7.55 943 0,00 377 .00 3 0.00 1.89 ¢.00 377
e e
658 # o 0 ] 0 [ 0 0 0 0 0 0 9 0 4 i 0 0
% 160 .00 0.00 0.00 000 a.00 0.00 0.00 2.00 0.00 0.00 0.00 0.60 0.00 0.00 0.00 0,00
_ i -
GS-¢ # I3 3 13 ) L 4 6 [} 5 0 ] 0 0 0 g 0 0
% ] 227 7222 5.56 5.56 - 2222 33.33 .00 2778 0.00 556 0.00 0.00 0.0¢ 0.00 0.00 0.00
i b 1 |
s e ————————————— "
G510 # 0 0 0 0 0 0 0 0 0 0 ] 0 o [ 0 0 0
% 100 0.00 ¢.00 0.00 a.00 080 0,00 .00 0.00 0.00 0.0 o.0on 0.00 0,00 0.00 .00 206
e e
G511 7 74 12 12 0 1 il I 1 0 z 0 0 0 0 1 0
% 100 56.00 50.00 0.00 4.17 45.83 3333 0.00 417 0.0 833 0.00 0.00 0.00 .00 447 0.00
e P o
G8-12 # & 4 4 0 i 4 3 o] 1 0 0 [ 0 0 0 0 B
% 100 50.00 S0.00 .00 1250 50,00 37.50 9,00 12,50 (X 0.00 0.00 0.00 .00 000 000 0.00
T ————————— e
G5-13 # 5 4 1 0 0 4 1 [ 0 i 0 ] 0 9 0 0 n
‘ % 160 BO.0D 204K .06 0.00 £0.00 26.00 E 0.90 .00 0.00 0.00 0.00 0.00 000 0.00 000 6.00
S A TOci- S Eien
e oo =SS —
G514 1« 11 8 3 0 o g 3 0 ) 9 0 0 o 0 0 0 9
I % 100 7213 2727 9.00 0.00 72,73 27,27 0.00 2.00 0.00 0.00 0.00 0.0 000 0.00 0.00 0.00
AR




G815 # b4 | i 0 0 1 1 0 ] 0 o 0 [ 0 1] 0 0
Y 100 50.00 50.00 .00 Q.00 50.00 50.00 0.00 9,00 o.o0 0,00 000 .00 2.00 0.00 0.00 0.00
e e e
All Other (Inspecified GS) # 0 [ 0 0 0 ] { q 1] 1 [} ] ¢ 4] 0 D 0
% 100 0.00 0.00 0,00 000 0,00 0.00 0.00 .00 000 0.00 000 0.60 0.00 0.00 0.00 0.00
e -
SES # ¢ 0 L] 3} 0 [H 0 0 ] [H ] ] 0 1Y { 0 0
uh 109 .00 0.00 0.00 0.00 0.00 0.00 0.00 0,00 06 .00 .40 0.q0 .00 0.00 G.00 0.00
e
Oriher Senjor Pay (Non-SES) # G 0 { ] 3] [} [ [] ] [t 0 0 [ 0 0 0 0
% 100 0.00 0400 0.06 Q.00 0.08 040 0,00 a.ng 000 0.00 .40 .00 0.00 0.00 0.00 0.00
A T ————————————————
Tuotal GS Worldorce (Permanent) # 2080 207 1873 7 177 136 1223 52 267 + 152 1 23 4 37 g 58
% 100 905 90.05 0,34 251 6.54 58,86 250 1284 .19 8.75 003 111 019 178 0.38 279
S e S e e e e —
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Table A4 - Participation Rates For Adminisiratively Determined (AD} Grades (Permanent) - Distribution by Race/Ethnicity and Sex

For period covering QOctober 1, 2011 to September 30, 2012,

. N Native Hawaiian . .
TOTAL WORKFORCE Hispapic or hite Black or African Aian Other Pacidi American Indian Two or More
GS/GM, SES, AND RELATED GRADES Latino W or American M ilandee | or Alaska Native Races
AL | Mae | Fomale] Msle | Femele | Msic | Femmle | Male | Femasle | WMulo | Female | Mas | Female | Male | Female | Malo | Fomalo
AD-00 # 2133 224 1509 16 99 120 1277 73 438 . 2 37 g 2t ¢ 15 2 3%
Yo 160 in,50 9,50 75 4.64 5,05 59.87 3.42 21.47 000 1,73 B38 0,58 .00 0,75 .09 183
e —————— T —————— e —
AD-01 # b 3 J 0 0 3 2 G | 9 0 0 0 D G 0 0
Y 100 50.00 50.00 0.00 0.06 50,00 3333 0.00 i6.67 0.00 2,00 0.00 00 000 060 0,00 0.00
S . .
S ——— T e |
A2 # 12 5 7 0 { 5 5 [ 2 1] D 0 3] 1] 0 0 [H
% 100 41.67 5833 0.00 0.00 41.67 4L.6T .00 16.67 0.00 9,00 €.00 neo 0.00 0.00 .00 0.ap
e . i —————
AD-03 # 15 B 7 I -1 5 2 1 3 3 Q ] 0 ] 0 0 {1
% 10{ 53,33 46,67 6.67 6.67 3333 1333 6.67 20.60 6,67 0.00 c00 o0 0.00 0.00 0.00 o0
—— e — el
AD-04 # 16 R 28 1 2 6 20 I 5 0 0 0 0 0 D 0 1
% 100 2222 .38 2,78 556 16.67 53,56 T8 §3.89 000 0.00 .00 .00 2.00 0.00 .00 278
B s e . e ———————
AD DS 7+ B 14 a2 1 2 12 25 i 15 G 0 ] o 0 [ ¢ 0
b 100 2500 75.00 1.79 337 21.43 46.43 .79 26,19 .00 0,00 000 0.00 02.00 0.00 .00 0.00
— P 0 e e m
AD-0§ # ¥ Z 7 0 3] 1 4 1 3 0 0 0 0 0 0 0 ]
% 100 2.2 7178 0,08 .00 11.11 44.44 1111 3335 0.00 0.00 0.ap G300 0,00 0.00 0.00 5.00
B e
AD-07 # 30 5 25 [ 1 2 16 2 g i} 1 g G 0 0 1 ]
. % 100 16.67 8333 0.00 333 £.67 53,33 6.67 26.67 .00 3.33 0.00 000 .00 0.00 333 0.00
AD-08 # 19 ] 13 0 9 & 10 1] T3 0 0 0 [ 0 )] 0 0
% 100 3158 &E42 .00 0.00 3158 52.63 0.00 1579 0.00 0.00 0.0q 000 0.06 0.00 0.00 .00
P — e e
ADGY 8 13 ) 23 21 53 16 4 4 5
% 100 2748 7252 16.05 40,46 12,21 3282 3.05 382
bbb i R
AD-10 # 82 28 54 i} 2 5 41 2 1
Y 106G .15 435.85 .00 2.44 3049 30,00 244 8.76
————————
AD-1 # 475 81 4 10 28 57 30 K 37
% 100 17.05 82,85 211 5.89 12.00 6737 52 7.19
AL M
AD-12 # [88 42 146 [3 15 34 07 4 18
¥ 100 2234 T.66 312 6.91 18.09 56.91 213 9.57
——— e
AD-13 # 306 70 236 15 43 4% 160 4 20
Ya 100 22,58 7712 4.90 14.03 16,01 52.28 L3l 6.54
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AD-14 # 883 103 780 12 57 80 561 i 103 1 15 3 12 0 5 [ 7
% 100 11.66 88,34 1.36 6.46 9.06 66.93 1.0z 1,89 [+31] L7 034 136 0.00 0.57 0.00 679
o " "
AD-15 # 308 40 269 4 28 3¢ 196 3 33 1 9 ] g 1 ) 0 3
% 100 1294 §7.06 1.29 906 1036 63,43 087 10.68 0.32 251 b.oo 2,59 032 0,00 0,00 0.97
oV e M s
AD-16 # T35 115 G40 15 30 83 456 5 78 3 22 ] 20 1 0 ] 0
% 100 15.23 84.77 1.99 10.60 1126 60,40 066 18.33 .66 2,91 0,79 2,65 013 060 0.00 .00
L
ADR-i7 # 176 3 153 ¢ 3 17 115 3] 36 0 1 o] ] 0 l 0 0
%% 100 1307 86.93 0.66 70 9.66 64,20 341 2045 rlilyg .57 0.00 0.00 0.00 0.57 0.00 0.00
M
AD-18 f 50 22 58 2 4 15 40 5 12 0 i ] 2 1] 1 4 1
Yo 100 T 2750 72.50 2.50 5.00 18.75 50,00 625 15.00 0,00 125 0,00 2,50 0,00 125 6,00 125
m‘ e —————————— e ———
AD-19 # ¢ 0 0 0 ] 0 0 4] 0 ] [ 0 ] 0 qQ [ ]
Ya 100 000 000 G.00 0.60 O.OOW 0.00 6.00 Q.00 .50 0.00 0.00 0.00 .08 0.00 0.00 0.00
L e
AD-20 # 1] o [ { 0 0 1] 4 0 0 0 0 0 4 0 [ b
% 100 0.00 000 0.00 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
De—— e e e
AD:21 # 0 4 0 i ¢ ] 0 [} 3} 0 0 0 0 1 0 1 4
I 100 0.00 0.c0 0,00 0.00 0.00 040 0.00 0.00 000 0.00 000 0,00 0,00 0.00 0.00 0.00
e —Wmn“umumm“
AD-22 # 0 6 0 0 [\ 0 0 0 [ 0 0 [ [} 0 0 0 ¥
Y 100 .00 0.00 000 0.00 .00 0.00 0.00 0.00 040 0.00 0.00 0.00 (.00 0.00 000 0.00
e
AD-23 #- g 0 0 0 ] 0 0 [ [ 4] 0 [H o] L] [1] 0 Q
% 100 0.0 0.00 0.0 0.00 0.00 0.00 0.60 6.00 0.00 0.00 660 0.00 0.00 0.00 0.00 0.00
S ————
AD-24 i i ] [ 0 0 "] 1] [ } \] 0 0 q 0 5] 0 0
% 100 0.00 0.0 0.00 .40 0.00 0.08 080 0,00 0.00 0.00 0.00 0,00 8.00 .00 0.08 0.60
et A e
AD-25 # 0 0 0 a a o i) 1] 0 ) i 1) [ ] 1] 0 0
% 106 Q.00 006 0.00 800 0.00 .00 0.00 0.00 .00 0.00 0.00 000 0,00 .00 .00 0.eo
oo I
AD26 # ol 0 ] 1] 0 0 0 0 i [ 0 0 0 0 0 0 1
Y 100 0.0 200 ©.50 0.00 0.00 0,60 .00 0.00 0.00 0.00 0.00 600 0.00 6.00 0.00 0.60
B i B i i
AD-27 # 0 I 0 0 0 0 { ] 0 0 0 1] ] 0 ] 0 ] 0
% 100 ! 0.00 0.00 .00 050 200 0.00 600 000 0,00 0,00 0.00 0.00 0,00 0.00 0.00 .00
U ey e
AD-28 it 0 0 0 1] 0 0 4 4] 0 ¥ Y [4] 0 1 a 1] [}
% 100 i3] 0.00 .00 0.00 .00 000 .00 .00 0,00 000 040 0.00 0.00 0.00 0.00 000
R —mww“w
AD-29 # G 0 0 i] 0 0 ¢ 0 0 ] " [ 4] 0 qa 0 ]
% 100 6.00 0,00 .00 000 0.00 200 0.00 0.00 0.00 0.00 080 0.00 0.00 0.00 0.00 0.00
ek e
AD-30 # [} [H 0 U ] Q J ] 4] ] 0 [1] ] 0 [i} 1] (1]
% 100 0.00 0.0 0.00 .00 0.0 0.00 6.60 0.0 0.00 0.00 0.00 0.00 060 0.00 0.00 0.00




AD-31 # 0 3 0 0 ] ] '3 o 0 0 0 ] 1} ] ] ] [

Yo 100 000 Q.00 .00 0.00 0.00 0.00 0.06 0.00 0.60 .00 0,00 0.00 0,00 0.40 .00 a.ta
h w"“—

AD-32 # 0 0 0 0 0 0 |+ 0 ] 0 ] 0 0 G 0 0 0

% 100 0.00 .00 .60 .00 000 0.00 .00 040 0.00 .00 Q.00 0.0¢ 0.00 0.00 0.00 0.00
L e

AD-33 & 0 o b o ) a o 0 0 0 o 0 0 0 9 0 v

% 100 0.00 4.00 .60 .00 0.00 0,00 0.06 0.00 0.00 000 .00 0.0 0.00 0.00 .00 0.06
o B s

AD-34 # 0 0 0. 0 -0 ] 1] {1 [t} 0 b ] 0 Q Q 1] 0

% 100 040 u.00 a.60 Q.00 .00 G.po [P L.80 G.o0 0.0o Q.00 .0 0.00 G.00 .00 0.00
| o e ———— — e

AD-35 # g B 0 o 0 a o 0 B 0 o 0 0 0 0 0 B
% 100 000 0.00 (.60 .00 090 6,00 .06 040 0.00 0.00 0.00 0.00 0,00 0.00 Q.04 .60

AD=36 # 0 0 ] [1] '] G G 9] a 0 0 0 0 ] 0 0 1
% 100 0.00 Q.00 0.00 0.00 0.00 0,00 2.0G 080 2.00 040 0.00 0.00 0.00 0.00 0.06 o.oe

 ———————————————— VO Ssontoiendsrontti

AD37 # B [ 0 0 o i 0 0 5 0 o 0 9 o g 0 0
% 100 .00 000 6.00 .00 0.00 0.00 600 0o .00 GO0 0.00 0.00 .00 0.00 0.00 .00

- B i E— — B

AD-38 # 0 § 0 0 4 0 u Y 0 ] 0 2 0 4 0 G 0
b Hil] o 0.00 0.00 Q.00 0.00 4.00 B.OU .nn 0,00 XN 0.00 000 .00 n.an G.00 0.00

— ———

AD-3D # 0 [ 1] 1 13 0 0 Y 0 0 0 Y 0 1] a 0 0

% 106 o0 0.00 800 0.04 0.00 0.00 .00 000 .00 0.00 0.00 0.00 .60 D.00 0.00 0.0
e e~

AD-40 # ] ! 0 0 2 0 { 0 [ 0 0 0 ] 1] ] 0 0

% 100 .00 0.00 000 0.00 0.00 4.00 0,00 ¢.00 0.0 .00 i3 400 0,00 0L.0G 0.00 000
i
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DO Dei:artment of Defense Education Activity
File Process Date and Tine: 03/13/2013 01:51 PM

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

For period covering October 1, 2011 to September 30, 2012,

. . ative Huwaiian N
TOTAL WORKFORCE Hispanic or ‘White Blaclk or African Asian Tjr Ovtig ;";cﬁic American Indian Two or More
Z5/GM, SES, AND RELATED GRADILS Latino or American Islander or Alaska Native Rages
All ! Male I Fomsle |  Male I Female Male i Female Male | Temale Male Female [ Male I Female I Male | Hemale Male I Feinale
AD-iW # 148 13 125 3 27 3 38 24 1 2 0 2 ! 2 o 1
Y 100G BT8 o122 2.03 18.24 541 5946 2,03 1622 0,68 135 0.00 135 .00 L35 0.00 270
e ———————————— s e |
AD-01 i# 1 4 1 )] '] 0 1 O Q 0 0 ] Q 0 Q 0 O
% 100 0.00 100.00 0.00 0.00 2.00 190,00 0.00 000 .00 0,00 0.00 000 .00 0.00 0.00 000
b el L o f
Lo e
AD-D2 # 0 o 0 @ o o 0 0 0 0 0 o 0 0 0 0 0
% 00 .00 0.00 3409 0.00 0.00 000 0.00 0.00 (.00 0.00 000 4,00 0,00 200 .00 0.00
ottt
AD-D3 # 0 4 0 9 Y 0 Q 0 1] 0 i) 4] 0 [+ 0 hl a
k8 100 oG .00 0400 0.00 0.00 040 0.06 .00 .00 1.06 000 2.00 0.00 0.00 0.00 0.00
———————————— e
AD-04 # 1 1 ] il ¢ o] ] 1 1] 0 0 G Q [ 0 0 {
Y 100 100,00 0,00 000 0.00 .00 0.0 106,00 000 a0 0.00 00 0.00 0.00 0.00 000 0,50
— e S ——————— ——————— |
AD-5 4 1 0 1 Q 0 '] 1 0 O 4] 0 G { 0 F ] il 4
% 100 .00 f00.00 000 000 .06 100,00 0.00 o.0e 0.00 2.00 .00 0,00 0.00 0.00 0.00 0.00
e
AD-06 # 0 0 1] 0 g 0 o 0 [ G 1] 0 0 4 0 ] 4
% 106 o0 0.00 0.00 0.00 .00 Q.06 2.00 006 0.00 0.00 G 000 Do .00 0.00 .00
SEESSSSAS———
AD-w7 # 4 0 [t} 0 0 0 0 ] 0 0 0 ] 0 a4 0 0 0
Y 100 0.00 oo 000 200 0.00 0.00 000 0.00 0.00 0.00 .06 0,00 0,00 D00 .00 000
e e
AD-0§ # 0 a o 0 ] |t 0 1] 0 Y a [1] [} o] M a 0
% 100 2.00 G006 .00 Q.00 G.06 00 Q.00 0.6 0,00 0.00 .00 0.0¢ 0.00 .00 0.00 0.00
I i Y W S N SN Ottt
Y S PP
AD-69 . i 0 ] 0 G g 0 "] 0 [ 0 G 0 [} ] 0 0 0
Yo 100 000 0.00 G0 0.00 0.00 0,60 .00 000 0.00 o80 a.00 .00 0,00 000 0.00 4,00
i
ABD-10 # 0 0 0 1] ] {1 L i} 2 0 [ 0 0 0 il 1 0
% 100 0,00 0.00 .00 0.00 0.00 0.00 0.00 200 0,60 a0 0 0.00 0.00 0,00 .00 €.00
e — —
AD-11 # 3 1 2 0 1 0 1 | 1 0 Q 4] 0 1] ] 0 ]
%o 160 33.33 66.67 0.00 33.33 Q.00 3333 33.33 33.33 4.90 .06 0.00 4.00 000 0.00 0.06 0.00
f e e e e —
AD12 # 1 0 1 i [ 0 1 v Q 0 0 (1] ) 0 ‘N i 1]
Yo a0 PR 100.00 2.00 .00 0.06 100.00 0.60 nne 2.00 &4.00 000 0.00 0.00 0.00 0.00 0.00
S R I
o -
AD-13 # 3 0 3 0 0 "] 3 2 o I 7 2} 0 ] ] 0 q o
To% 108 .00 100.0¢ 000 0.00 0.00 100,00 280 0.00r Q.00 .30 X403 0,00 0.00 060 .00 000




AD-14 ¥ 4 0 4 | a 0 o 4 0 o 0 b 0 0 0 0 0 0
. % 100 00 106,00 r 000 1.00 0.00 100.00 0.00 0.0 G.00 J40 0.00 0.00 9.00 .00 000 0.0
e P ey e
AD-15 z o 0 0 0 9 D 0 a o 0 B o 0 b ¢ i) o
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S
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R oo e b
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e " " e
AD-18 # I b 1 0 0 b [ o 9 0 0 6 0 o b 0 D
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| e ikl S —————————
AD-1% # 0 0 3} 0 0 ] 0 0 0 4 [ 0 ] 4 0 0 0
% 100 .00 0.50 0.00 0.00 0.00 0,00 .60 0.00 0.00 0.00 0.00 0.00 0.00 0,00 0.00 0.00
—_— I ———— e —
AD-20 # [} ¢ { 0 ] 0 ] [H 0 a 0 ] 0 1] 0 0 0
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—————————— S ———————s gy
AD-25 # o 0 '} 0 0 0 [ 0 L] Q o a 0 4] 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 0.00 0.08 0.00 0.00 0.00 0.00 0.00 0.60 0.00 n.00 0.00
PO i P i e
AD-26 # 0 0 1] 0 ] 0 1] 0 "] I o 4] 0 4] 0 { 1]
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——————————— —— - e e
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r——— e
AD-38 # O 0 0 4 a 0 |3 0 )] [ 0 1] [ 0 0 B 0
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e e ———————————————— —————————————————— |
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% 100 0.00 .60 6.00 0.00 0.00 .00 0.00 0.00 0.00 0.00 0.00 0,00 000 .06 oo 0.60
AD-37 # 4 0 ] 0 0 1] 0 Q 0 0 4] 4} 0 0 ] 0 0
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f T A MY
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DOD Department of Defense Education Activity
File Process Date and Time: 03/13/2013 01:51 PM

For period eovering Getober 1, 2011 to September 30, 2012,

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

. ; Nattve Hawalinn . ;
TOTAL WORKFORCE Hispanic or . Black or African :  Other Pacific American Indian | Two or Mere
WD/WG, WL/WS & OTHER Wage Grades Lating White or American Asian 0 Eslander or Alaska Native Races
All Male | Femals | Male | vemale | Male | Female | Male | Fomale | Male | Fomale | Male | Fomslo | Msle | Fewale | Male | Femalke
Grade - 1 # Q2 o 0 0 4 o ] ] 0 0 [ ] [} [ ] 0 0
% 100 0.0 0.00 .00 0,60 0,00 0.00 .00 0.60 a0 0.00 0.00 . 0.00 0.0 000 w06 0.00
s e e
Grade-2 2 165 114 51 7 G 46 14 62 28 0 1 0 i o 4 1 i
% 100 .69 30.01 424 3.64 2788 B.48 3758 1697 5.00 0,61 0.00 0.61 0.06 242 2.61 0.61
il i
Grade -3 # 39 38 1 2 1 1 0 6 o 0 0 ! 0 0 o 0 0
% 100 97.44 2.56 5641 2.56 3,33 0.00 15.38 0.00 9.00 0.00 2,50 0.00 0,00 0,00 0.00 0.00
. e T e e —
Grade - 4 # 1 1 0 a 0 1 0 0 0 a o 0 0 ] 0 0 0
% 100 L6668 0.40 0.00 .00 100,03 0,00 005 0.00 0.00 £.00 0.00 0.00 0.00 .00 0.0 0.00
e
Grade-5 # 12 1 ! 0 0 2 L 8 0 0 0 o i 1 0 0 0
Y% 100 91.67 8.23 0.00 0.0 16,67 833 46.67 0.00 0,00 0,00 0406 4.00 .33 .00 0.00 0.00
e ———————————————————————————————————— e _m
Grade - 6 # 2 2 0 0 D 1 0 1 0 0 0 v 0 [ [ 0 [
: % 100 100.00 0.0 .00 900 5000 0.00 50.00 o0 0.00 0.00 .00 0.0 000 0.00 0.400 0.00
————— e e e
Grade -7 # 107 69 33 29 8 30 28 5 5 o 0 ] a 2 0 1 b
% Loo 64,40 35.51 36.45 748 23.04 26,17 551 467 000 0.00 B.00 0.00 1.87 0.0 0.93 0.03
e i
Grade- 8 # B B a 1 1] 7 {t i 1] [+ [t} 0 1] Q 0 1] 0
100 100.00 0.0 12.50 0.00 8750 008 12.50 000 0.00 0.00 0.00 "0.80 0.00 0.00 0.00 000
T ———————— e ———
Grade-9 # 8 7 1 3 1 4 0 T 0 0 0 0 1 0 0 0
% 100 87.50 1250 3750 12.50 50.00 0.00 .00 .00 000 0,00 0,00 0.00 12.50 0.00 .00 006
T —— — —
Grade- 10 # 20 12 1 4 U 12 [ [ q 1 0 [ 1 i 0 0
Y 160 95.00 3.00 20.00 0.00 §0.00 5.00 200 060 5.00 a0 0.00 000 5.00 600 0.60 G.00
— e
Crade - 11 # 1] ) Q )] 0 0 0 0 0 0 - 0 0 0 0 a 0 B
%% 100 o 0.00 200 0.0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 £.00 0.50 0.00 0.00 0.00
oo ————— ———————————
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S Aoy T
Grade -13 # 0 o u 0 q 0 0 B 0 o D o b 0 0 i 0
Yo 100 0.00 .00 (.00 0.00 000 2.00 (.00 0.00 000 0.00 .00 0.00 8.0 0.60 0.00 000
e
Grade - 14 # 0 0 0 0 0 0 0 o | o 0 o 0 0 0 o 0 0
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e — U e




Grade - 13 # 0 0 0 0 0 o o 0 0 ¢ ] o Y ] 0 b [H
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———————— i
All Other Wage Grades [Permanent) # 2 2 0 0 9 o 0 0 Y o Q il 0 O 0 0 o
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S ——— S ——— S —— e
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DOD Department of Defense Education Activity
File Process Date and Time: 03/13/2013 01:51 PM

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

For period covering October 1, 2011 to September 30, 2012,

4 s - Native Hawaiian . . .
) TOTAL WORKEORCE Hispanic or : Black or African - ) s American Indian Iwo or More
WD/WG, WLIWS & O'THER Wage Grades Latina White or American Astan or Olt:}fl;;’:fﬁc or Alnsla Native Races
Al Male Female | Male Female Mele 1 Female Wzl Female Male Female Male l Female Male Female Male Female
Grade -1 # [ 0 [ 1] 0 0 1] ] 0 ‘6 [} 0 ] [ 0 1 0
% 16:0) .00 .00 .00 006 0.00 0.00 G.oo .00 0.00 0.00 0,00 4,00 0.00 . 000 0.00 (.00
m ARy
Grade -2 # i 0 ] 0 0 0 0 0 0 4 [ 0 3 [ 0 0 ]
% 160 0006 0.00 .00 0,00 0.00 0.00 0.00 0.00 0.00 4.00 DA .00 oot 0.00 .00 0.00
A it -
Grado«3 # il 0 4] 4 0 0 0 [\ t] 0 [ o 0 Q O 0 ]
Y 190 0.00 0.00 000 - 0.60 0.00 000 0.00 0.00 100 0,00 LOG 000 0.00 0.00 2.00 .00
L e e e e
Grade ~ 4 # L G [ ] ] [} 0 0 [ 0 0 o} 0 9 0 0 0
Y 100 0.0 .00 Q.00 .00 000 0,00 0.00 0.00 .00 0.00 .00 0.00 {00 000 0,00 4.00
U i e
Grade -5 ¥ 1] 0 0 0 0 1] 1] Q ) 0 Ll 0 1] 0 1} [i] [
B 100 0.0 LOG 0.00 0.00 (.00 .60 400 0,00 n.0e 000 0.0 .00 .00 00 0.00 0.00
——————————— i
Grads ~ 6 # 1] )] [ 0 0 0 3] 0 1] 0 0 [ ¢ ki [t Q 0
%% 100 .00 0,00 .00 0.00 0.00 0.00 000 0.00 0,00 0,00 0.00 0.00 0.00 0.00 0.00 0.60
0 ————————am o
Grage-7 # 4 ] 0 [ 0 ] 0 0 v 0 0 ] 4 Q 1] [ 0
L 10 000 0.00 {.00 0.00 0.00 .00 0.00 0.00 0,00 .00 .80 0,00 Q.00 .00 (.00 0.00
iy B i
Grade -8 # [ o 0 0 Q 0 1] 0 a [ o 0 [H 0 ] o 0
% 100 0.00 0,00 0.0 0.00 0.0D 0.00 .00 .80 0,00 0,00 0.00 0.00 0.00 0.00 .00 0.00
P
Grade - & # 0 1] 1} 1] o I} 0 0 0 0 - 0 ) ¢ 0 [ [
% 160 0,00 0.00 0.00 000 0.00 0.00 .00 0.00 0.00 .00 0.00 0.00 0.00 0.00 0.00 0.00
A P e
Grade - 10 # Y o} o [ 0 0 0 4 0 ] o 0 ] [ a [ il
Y 100 0.0% .00 Q.00 (.60 0.00 0.00 0.00 0.00 4.00 0.Gu 0.00 0.00 0,00 0,00 0.00 0.00
s m_ _m
Grade - 13 # g 0 [} ] f) G Q 3 {0 [} 0 0 1} 0 a ] 1]
% 100 0.00 0.00 0,00 2.00 - 0.00 .00 0.00 0.00 . 000 0,00 000 0,00 0,60 0,00 0.00 0.00
—_ o _Ww
Grade-12 # 0 0 Q ¢ 0 ] 1] )] [ ] 1] 4 Q 0 M a ]
b 100 0.04 0.00 000 4,00 G0 .00 800 0.00 G.00 0.00 0,00 . 000 a.00 0o 0.00 0,00
—————————— e
Grude-13 ¥ 0 0 0 0 9 o 1 o 0 0 o g v 0 0 0 0 0
Yi 160 0.00 0.00 0.00 0.00 0,00 ©.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 .00 0.00
e e e e
Grade - 14 # [ 0 0 1 0 [ 0 0 [ o 0 0 bl 0 0 0 0
% 106 0.00 0.00 0.00 0.00 0.00 0,00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.0¢ 0.00
P ———————— e E“




Grade - 13 # {4 [y 0 1 1 0 ] ] 0 I¥] L] 0 0 o 0 )] 0

% 100 0.00 0.00 0.00 0.00 0,00 0.00 0.00 0.00 .00 [eRili] 0,00 £.00 0.69 .00 0.00 0.00

T

Al Other Wage Grades (Permanent) # { 0 0 0 ¢ 0 ] 0 0 0 L] 0 0 o ] ] 0

b 100 0.06 0.00 0.00 0.00 .00 .80 0.00 .60} .00 (.00 0.00 .00 0.(1) .00 0.00 0.00

e e e e e — L e S S ——

Total WG Workforce (Permanent) # q 0 0 0 0 [ ] ] U O Q 0 0 4 5] 0 0

% 100 .66 0.00 .00 0.66 0.00 0.00 0.00 0.00 .00 0n.00 000 0,00 0,00 0.00 0.00 0.00

il




DOD Department of Defense Education Activity

For peried covering October 1, 2011 to September 30, 2012,
File Process Date and Time: 03/13/2013 01:51 PM

Table A6 - Participation Rates for Major Occupations {Permanent) - Distribution by Race/Ethnicity and Sex

. . . Native Havaiian . :
! . . TOTAL WORKFORCE Hlspaipc or White Black or A!'ucrm Asian or Other Pacific Ametiran Indl.an Two or More
Job Title/Serics Agency Rate Occenpational CLF Latino ) or American Islander or Alaska Native Races
All I Mele t Female | Male Female Maio i Ferale Male Female Male Pemale Male E Femnale | Male Fetrtale Male 1 Forale
1701: Teacher # 762 51 a7 - 5 21 74 558 13 &l 1 27 o 3 1 4 1 14
i k 100 11.54 88.06 - 1.66 2,78 9.7 7323 1.71 8Mm .13 3.54 0.00 0.3 0.13 0.5 013 1.54
ISTr———— RS R A e e
L7GL: Teacher # 9416 2139 7377 73 357 1325 5413 167 99 43 312 36 149 12 73 20 124
% 160 2.12 77.28 0% |0 37 19,49 61,74 1.77 7.42 0.46 331 0.38 1.58 6,13 0,78 021 132

CLF fol Majar Qézapatiob

CLF for Majof Octupati




DOD Department of Defense Education Activity Far period covering October 1, 2010 to September 3G, 2011.
Table A7P: Applicants and Hires Far Major Occupations (Permanent) - Distribution by Race/Ethnicity and Sex

Race/Ethnlcity

Moen ~ Hispanic or Latino

Job Title/Serias cLF Foral Employees Hispaniz or Latino - Blatk or African Native Hawallan or [\ . 0 dian
White American Aslan Other Pacific or Alsska Nakive TwWo or mara races
Talandar

AlE Male i Femala Male Female Male Female Male Famala Male ’ Female Mala Female Mala j Femala Male Female
Job Title/Series:
Total Received |#
# Voluntarily # Y i 0 ] o 0 9 0 0 0 0 0 0 0 0 0
Identified o -
fhoqs';a“"e“ T e a 0 a 0 i of o 0 0 2 0 o ) 0 0 0 0
Identified % 0 0 0 0] 0 a 0 0 0 a 0 1] 0 0 o] 1} o}
3“1 welactad of |4 3587 si7| 2970 52 181 442 2136 108 479 16 136 15 24 8 40 12 89
IdZiﬁjﬂed % 100 17.2 52.8 1.45 5.058 12.32 59.55 3.01 13.35 0.45 3.79 0.42 0.67 (.22 1.12 ‘0,33 2.48
CLF % 100 53.23 46,77 6,17 4.52 39.03 33.74 4.84 5.66 1.92 1,71 0.06 0.05 .34 0.32 0.88 0.76
CL- # 0 0 0f ] o [+l 0 0 al. o] Q 0 Q 0 Q Q Q
CLF Difference [# 4 0 } [ S0 0 D 0 0 0 ] ] o ¢ Q o

Job Title/Serias:




DOD Department of Defense Education Activity
Table A7T: Applicants and Hires For Major Occupations (Temporary} - Distribution by Race/Ethnicity and Sex

For period covering October 1, 2010 to September 30, 2611,

Race/Ethnicity
: Non = Hispanic or Latina
Job Title/Seties CLF Total Employses Hispanic or Lati Native Hawaiian or
o r ino . .
’ whivs [ oA | e | otnerpacn | ATSTE 00 | 1 o more races
. Islander
All Male Female Male E Femala Male Female Mala Famala Male Female Male Femala Male Female Male Famafe
lob Title/Series: :
‘Taotal Recelved {4
# Voluntarily # o a 0 o] a a a 0 0 Q ] G Q 9 0 4] 0
Identified Y 100 0.00 0.00 0.00 .00 0.00 6.00 Q.00 0.00 0.00 0.00 0.00 0.00 4o 0.00 0.00 0.04
o 0 o} a il o 0 a 4] a o g v] o} o a 0,
# Gualified of
those
Identified Yo 0 4] & 0 0 Q Q 0 0 0 0 0 0 0 ¢] 0 8] |
* 1183 114 1069 9 iol 75 755 Z5 137 4 &0 0 1z 3 14 5 35
# Selected of
those
identifiad Y% 100 0 G o 0 Q e} & 0 1] 0 0 0 [} 0 0] 0
JoLr % 100

Imb Title/Seriws:




DOD Department of Defense Education Activity
File Process Date and Time: 03/13/2013 01:51 PM

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

For period covering October 1, 2011 to September 30, 2012,

. : . Wative Hawaitan .
] TOTAL WORKFORCE Hispanic or Wiite - Blaclc or Afriean Asian or Other Pacific | Ametlean Ingdiwn | Fwo or Mare
Empleyment Tencre Fatine or American or Alaska Native Races
Islander
All 1 Male I Female | Male Female Male Fenmle Male l Felnale Mele g Fomale Male l Fomale Male Fomale Male Female
Permancnt New Hires # 1537 617 2870 52 181 442 2136 108 479 i6 136 15 24 B 4 12 g8
% 100 17.20 2280 145 505 1232 56.55 341 13.35 445 379 (42 0.67 0.22 112 0.33 248
Temporary New Hires # 1183 114 1068 9 101 75 T35 25 137 4 g0 4 12 3 14 5 36
k] 100 9.64 90.56 076 B.54 6.34 63.82 21 11.58 034 .76 0,00 .ar .25 1.18 .42 1.04
Non-Appropriated New Hires # [ ] 0 o ] G 0 0 0 [} 0 1] 0 0 0 0 ¢
h 100 0.00 0.00 0.00 .00 0.00 0.00 0.00 0.Ca 0.00 0,50 3.00 000 .00 0.00 .00 600
Taolal New Hires # 4770 731 4039 1 282 507 2891 133 616 20 216 15 36 4 54 17 125
K 100 1532 B4.68 128 551 10,84 6051 279 12.91 0.42 453 .31 X 9.23 1.13 .36 262
CLR2060 = - .. % - 46k RN P o




DOD Pepartment of Defense Education Activity For period covering October 1, 2010 to September 30, 2011.
Table A9: Selections For Internal Competitive Promotions For Major Occupations ~ Distribution by Race/Ethnicity and Sex

Race/Ethnicity
1 I
Job Sesies of Total Employees . Non - Hispanic or Latino
TIES O Hispanic or Latino
Vacancy P White Bla;k or !-\Frlcan Asian Nalve Hnwai_lan oF | Amterican I.n:::: TwWo o more races
All Mule Femalka Male Female Male Female Mala Female Male Female Male Female Male |Female| Maie Pemale
Job Series of Vacancy:
Tatal # : ¢ [ [ o 0
Applications "
Receaived % 160 0.00 0.00 Q.00 ¢.00 0.00 0,00 0.00 0.00 0.00 0.00 0.00 0.00 ga.0o 0.00 0.00 0.00
# 0 g 0 0 4] a 0 0 D ¢ 0 Q 1] Q 1} 0 o]
# Quelified Y% 0 0 ] 0 a 5] Q 0 o G o 0 0 0 0 o] o]
# 0 i} Q o] Q 0 0 o] ¢ a G a 0 0 { 0] 0
# Selected % o] a 3] o aQ o a o 4] a 0 1] 0 ¥} 0 2] 0
|Refevant
Applicant Pool |% 100 0 o} o 0 0 0 [ ] 1] § 0 0 0 0 0 D
Jub Series of Vacancy: ’
Job Series of Vacancy:




DOD Department of Defense Education Activity
Table A10: Non-Competitive Promotions = Time In Grade - Distribution by Race/Ethnicity and Sex

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

Type of Appointment

Total Employees

Race/Ethnicity

Hispanic or Lating

Non - Hispanic or Lating

Biack or African

Native Hawaiian or

Amaerican Indian

White American Asian Dther Pacific or Alaska Natjve | TWe or more races
Islander
ARl Male Femaie. Male Femala Male Famaia Mzla Female Male Femaln Male Famale Maile Femala Male Female
# 1] 0 o] o] a [l l 0 0 o] 0 o a o] g 0} 0
Total
Employees in
Career Ladder |% 100 0 0 1} a o] j¢] 0 o a o] [+ 0 0 4] 0 0
Time in grade in excess of minimum
# o] Jul 0 [ Q o a o] 0 0 b} o] o] o 1] 0 3}
1-12 Months [% 0 Q 0 g G 0 0 o] ¢] 0 o [v] 0 0 o] Q 0
13 - 24 # 2] 0 o a Q 0 0 G 0 0 0 0 0 Q 2] 0 2
Manths % 4] Q 0 1] o G 0 0 0 0 0 o 0 0 o a 3]
# a o 0 a o 0 ) o 0 0 0 0 0 0 0 0 o
25 + Months - jre a 0 ¢} 0 0 0 0 o] V] 0 a 0 G 0 ¢ Q G




DAD Dapartment of Defense Education Activity

For period covering October 1, 2010 to September 30, 2611.
Table All: Internal Selections For Senior Level Positions (GS 13/14, GS 15, and SES) - Distribution by Race/Ethnicity and Sex

Total Employees

Race/Ethnicity

Non - Hispanic or Latino

Grade Vacanc Hispanic or Latino 0K O AEFTCaT REEVE HEWEIEG 57 [ R Thamn
¥ s White B v AT n Asian ve Ewa'.' SHEAT AN | 1o or more races
Am Ot ative
ALl ; Male Female Male Feamala Male Femala Mala Feniale Male Female Male l Female Male ] Famala Male Female
Grade(s) of Vacancy: :
Applications # o] 0 0 4] o 0 o 0 o Q 0 o 8] O o] g [}
Y% Applications ’
Received Yo 0 o] 0 0 a o] 0 o] o Q g o} o 0 0 0 o
t’hcqsuea e o a 0 0 0 0 a v 0 0 ) a 0 3 C 0 o
Identified k) 0 Q 0 a ] a a 0 ] 0 o] G o 0 0 0 0
# Selected oF 1y g 0 0 0 ) 0 2 0 0 0 0 9 o 0 0 0 0
those
Identified %o 0 il 0 Q o] 0 0 o G 0 1] 0 0 0 0 0 Q
IReIevant Pool 0 0 0 0 0 0 0 0 2 v} 0 ] 0 0 0 0 0

|Grade(s) of Vacancy:




DOD Department of Defense Education Activity Far period covering Qctober 1, 2010 to September 30, 2011,
Table A12: Participation In Career Development -Distribution by Race/Ethnicity and Sex

Race/Ethnicity
f}amer Devfelogz;nt Total Employees Hisoanic or Lati Non - Hispanic or Latino
rograms faor - ISpaRIc or Latino N Wﬂ Native Hawarian or )
12, 13 - 15, and SES whita poinbie Aslan Dither Pagifi " o | twa or mara races
. AR Male Female Male Female Mazle Female Mala [ Female Mala Female Mala | Famale Male I Famale Male ‘ Femala
Career Davelopment Programs for GS§ 5 -~ 12:
# Slots # . 0 0 0 0 o} Ll 0 0 o ¢} ¢ 0 0 0 0 0 0
% Relevant
Pocl % 0 0 ] 0 0 o] o ] o] Q o) 0 0 g a a o]
# 0 0 0 1] 0 Q \] 0 G 0 0 0 0 a 0 a 0
3 Applled Ta ] 1] i) 1] 4 ] T () ] a 1] 1] 0 (] ] 0 ]
# 0 g 0 o 0 0 4 G 0 0 1] 0 o] 0 Q 1] 4]
‘| Participants [% 0 0 ] Ui [4] 0 0 [ 0 0 0 0 0 0 0 0 ]
Career Development Pragrams for G5 13 - 14:
# Slots # a 4] 0 4 Y o 0 Q o] 0 ¢} [1} 0 0 a 0 4]
o HCIGvEnL
Pool % 0 Q o] 0 G o 0 0 o] 0 a 0 0 o] 0 0 0
# 0 Q o a 0 ¢ 0 0 o} 0 Q 4] 0 0 0 [ 1]
# Applied % 0 G 4] 0 0 ¢ 0 0 1) 1} Q o} 2 0 o] 0 g
) # o] ¢] 0 0 0 0 1] 0 0 0 0 ¢ o 0 0 Q ¢}
# Participants % G o] 1] 0 0 o o] 0 0 1] 0 a o] 0 0 D 0
Career Development Programs for GS 15 and SES:
# Slots # 2} 0 0 0 4} 1] o] ] o] 0 -0 1 a o] o] o 0
% Kelevant
Pooi % 0 0 1] 7] a of [ s o g o 8} 0 0 o] 0 s}
# 0 0 ] ] Q 0 ¢ 0 0 0 4] 0 G 0 0 Q 0
# Applied % 1} Q i} a 0 3] q a 0 0 o 0 0 0 0 0 0
. ‘ # 0 0 [ ] 0 & a 0 ¢l 0 0 0 0 0 ] 0 4]
# Partcipants Ya o} Q 3 G o 0 1] of 0 ] g 0 o] 0 a 0 0




bOD Deparfment of Defense Education Activity For peried covering October 1, 2611 to September 30, 2012,
File Process Date and Time: 03/13/2013 ¢1:51 FM

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

. : . Native Havraiian o
E ) . TOTAL WORKFORCE Hispanic or White Biack or African Aslan or Other Pacific | ~nerican Indian | Two or More
mploynent Fenure Latino ob American Islander or Alaska Native Races

Ail ! Male |chalcl Male | Female Male iFemﬂle Male lFemnls Mala I Female Male |7Pema[e Male I Female Male | Female

Total'#for Tiame-Of Awhrdsy 1+ 9 Holrd

‘Total Hours for Time-Off Awards: 1-% Hours i # I 4 [ 4 | 0 | U l 0 I Y I 0 | 0 l 0 0 0 0 0 0 ] 0 I 0 [ 0
_ e s s

Avernpge Hours for Time-OfT Awards: 1-9 # 0 [ 0 a 0 0 ] 0 Q ] 1] i} [ 0 0 0 0

Howrs

Total #

Total Hours for Time-Off Awards: Over # g o o 0 1} o o 0 [ 9 a - o 0 o ] L o
Hours
Average Hoars tor Time-Of Awards: Over # 0 ] o 0 ] [t} 0 ] 0 o 9 o 0 g 0 0 ¢
Hours :
‘Total Amomt for Cnsh Awards: 3500 and § .00 LEUUN 0.00 0.00 200 0,60 0,00 Lt ] 0.00 G.00 6.00 G0 0.00 .00 0.00 0o
Under

Mt
Averape Amount for Cash Awars: 5500 and ¥ 000 0.00 0.00 0.60 0.00 0.00 .00 .00 {0.00 oo 0,80 0.00 0.00 b.ag 0.00 0.00 .00
Under I |

Total Amount for Cash Awards: $501 and
Over

.00 .00 0.00 .00 6.0 .00 0.00 4.00 0.00

Average Amount far Cash Awards: $501 and B
Over




DOD Department of Defense Education Activity For period covering October 1, 2011 to September 30, 2012,
File Process Date and Time: 03/13/2013 01:51 PM

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

. 5 - Native Hawaiian " .
TOTAL WORKFORCE Hlspal}lc or White Black or A?ncan Asian or Other Pacific American Indx:qn Twe or Mors
Employment Tenure Latino - 6r American Telander ar Alaska Native Races
All l Mala I Fomalo | Male | Female Male | Female | Male | Female Male Hemale Male ] Tomale | Maie E Fomale ] Male I Femaie

Voluntary Separation - # ) 0 )] 0 a G 1] 1] 0 [\ ] [ [F] a 31 a 0
% 100 a.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0,00 000 0.00 0.00 0.00 0.00

Tevoluntary Separations # [ ] 1] G 0 0 0 ] [t 0 0 ] 0 0 0 0 {
% 100 Q.00 G.G0 .00 0.00 0.00 Q.00 200 0.60 0.00 0.08 0.00 0,00 800 .00 0.00 0.00

Tolal Separations ' # o ] 0 [ 205 0 2323 [ 450 0 0 [} 0 0 [ 0 0
kdl 00 0.00 0.00 (.00 009 0.00 0.60 02.00 0,00 G.00 0,00 0.460 0.00 0.00 0.00 0.00 0,06
Total Workforce # 14001 3447 10554 268 702 2656 7908 443 1464 66 166 48 172 27 75 31 163
% 100% 24,62 15.38 151 5.0t 1697 56.48 LI§ 1046 0.47 2.61 0.34 123 0.19 0.56 022 L&

—




DOD Department of Defense Edncation Activity
File Process Date and Time: 03/13/2013 01:51 PM

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

For period covering October 1, 2011 to Sepfember 30, 2012.

Total By Disability Statug Detail for Targeted Disabilities
Employment Tenure .
Toym Missiog Partal Conplele Severe
No Mot Heasing Vision Exiremities Payalysis Paralysis Intalicctual Psychiatric
Disability Identified Disability Targeted {1617 [23/25 [28, 32-3% [64-6%] [71-78 Epilepyy Dijsubility Disability Dwarfism
TOTAL T05] [u1) [06-94] Disability o] - aral] o307 or 69] or75] [52) [90] 1911 192] of
Total Worltfores Prics FY # 16457 15557 281 612 42 2 3 2 7 Q 14 { 13 i
Y 100 94.56 1.71 3.72 (.26 .01 002 0.01 0.04 0.00 .08 0.05 .05 0.01
e S e ——
Total Workforce Cizent FY i 16268 15448 257 563 42 2 2 3 7 3 15 [H 10 ¢
% 100 94.96 1.58 346 026 0.01 a.01 - 0.02 .04 0,02 .09 0,00 0.06 0.00
Difference # -184 -109 -24 -49 i} 0 -1 1 [ 3 1 ] -3 -1
Ratic Change % 0.00 0.40 13 026 000 0.00 L.01 040 000 0.02 0.00 0.00 -0.02 -0.01
‘Net Change % =112 -0.70 -B.54 «R.ol 0.00 0.00 -33.33 50.60 6.00 .06 7.4 0.80 -23.08 -100.00
Fodoral Goal % 3
CLT (2000) (%o} #
7% 100
Ditfesence # =134 ~109 w24 -49 0 Q -1 1 [ 3 L 3] -3 -1
Ratio Change % 0.00 9.40 03 4.26 2.00 000 -0.01 0.01 0.60 60z | 0.00 .00 -0.02 ~{:01
Net Change % ~LI12 -0.70 -B.54 -8.01 0.00 0,00 -33,33 50,00 0.00 0.00 .14 0.00 «23.08 -160.00
B e oo L ———————
Permanent Workforei: Pricr FY # 14187 13333 267 535 39 T ) 3 2 T ] 13 0 12 1
W 100 94.33 1.58 3.77 0.27 001 0.02 0.0k 0.05 0.00 0,08 0.00 0.08 .01
T LSS e SIS
Permapent Weildoreo: Cument FY # 14001 13281 241 509 39 2 2 3 4 3 15 ] 8 0
% 100 94.64 1.72 3.64 0.28 .01 1Rl n.02 .04 0,02 &l 0.00 0.06 0.00
Drifference # -186 -132 -26 26 2 L -1 1 -1 3 2 [13 -4 -1
Rabic Change Y 0.00 0.34 Q.18 -G.13 127 ) 2.08 -0.01 .01 .01 0.0Z 002 0.00 002 ~0.01
Net Change Y% -1.31 -1.59 -0.74 -446 .00 100.00 ~33.33 50.00 -14.29 - Do 1538 .00 =33.33 ~100.00
P e B Py ———————————————————
Teraporary Wotldforee: Prior FY # 2265 2174 4 77 3 i Q 0 4} [H i [4 1 0
S 106 23.98 (.62 340 013 0.04 D.00 .00 0,00 0.00 .04 200 0.04 0.00
= - R — e e
Petmanont Worldoxcs: Current FY # 2267 2197 16 54 3 3} 0 0 1 ] [ 0 2 [i}
% 100 26.91 ™71 2,38 0.F3 0.00 0.00 0,80 004 8.00 .00 0.00 0.09 0.00
Difference # z 23 2 -2 a -1 0 Q@ 1 ] -1 ¢ H 0
Ratio Chanpe % 0.00 .93 0.00 -1.02 0.00 .04 0.0 0,00 2.04 0.00 -0.04 G.00 0.05 n.on
Nel Chunge % 009 1.06 1429 -29.87 0.06 -L00.00 040 0.00 0.00 0.00 ~100,00 0.00 100,00 0,00




Noz-Appropriated Workforoe: Prior FY

e S i i —
T e e e ——— e e

0 0 0 ] 1 0 [H o & 0 Q9

% 163 0.00 G.00 0.00 0.00 0.00 9.00 {100 .00 0,00 0,00 0.00 0.00 0.00
B i e

Nor-Appropiiated Workdoree: Cumront FY # 0 0 0 [ 0 0 0 0 0 0 [ Q 0 0
" 160 0.00 0.00 0.60 6,00 0.0% 0,00 0.00 .00 0.00 0.00 0.00 0.00 .00

Differocnee # D i 0 o ¢ ¢ 0 0 0 o i3 33 0 0
Ratio Chaape % 080 0.00 0.00 0.60 LX) 0.0G 000 .00 0.00 0,00 0.00 300 000 0.00
Net Change % 0.00 0.00 0.00 0.00 &00 0.08 0.00 0.00 0.00 0.00 0.00 0,00 0.00 000




DOD Depariment of Defense Education Activity

For period covering October 1, 2011 to September 30, 2012,
File Process Date and Time: 03/13/2013 01:51 PM

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

Total By Disability Status Detad] {or Targeted Disabilifies
Subordinate Component TMisging Taidal Complele Severe
No Mot Heariug Vision Bxbemitics Paralysis Paralysis Iniellactusl Psychiatric
Disubllity Identifled Disability ‘Targeted [l6i17 [23/25 [28, 32-3% [64-68] [71-78. Epllepsy Disability Disability Drsarfisia
TOTAL [63] 011 [D6.-54) Diagbilily or 18] or21] or 3] or 69] or 7] £ [201 [BE] [52] of

Totai Worldorce # 2267 2197 11 54 3 ] 1] 7 1 ] 0 0 2 0

. % 100 9691 071 2,38 0.13 040 0.00 0.00 0.04 D.0o 0,00 0.00 0.09 0.00
TFederal Goal % - 2

DD1& * 2384 3220 10 134 24 0 ] - 0 { 6 i3 7 0

k) 100 D515 0,50 3,96 0,71 0.6 0.08 0,00 .00 0,00 4,18 0.00 021 0.00
m




DO Department of Defonse Edueation Activity
Fiie Process Date and Time: 03/13/2013 (1:51 PM

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

Yor period covering Oeteber I, 2011 to September 30, 2612,

Total By Disability Status Detail for Targeted Disabilities
£} tional Categori
cenpatipnal Lalegoxies ' Missing Pariial Complotc Sovere
No Mot . . Heating Yiglon Extremities Faralysis Paralysis Inlelisciual Dsychialric
Dsabliity Tdentified Diyabillty Turgeled 116417 [23/25 [28, 3238 [64-68] |71-78 Epilepsy Drieability Disability Dwarfism
TOLAL [s] [o1] [06-94] Disability or 18} ar 21] ot 30] or 691 o 79] [82] [50] [51] [92] of
. Executive/Senicr Level Officials and Managers # 259 288 B 1 0 n Q 13 ] [} 1 b 0 0
(Gradss 15 and Above) % 100 5632 268 3.8 0.00 140 0410 0.00 0.00 500 .23 0.00 0.00 w00
— e e s
Wid-Level 3ffloinls and Managers (Grades 13-14) #* 27 260 L3 11 1 i 4 0 k] 1 0 Q 0 9
ki 100 55.94 554 4.06 037 0.00 3,00 9,60 0.00 .37 0.00 0.00 0.00 {.00
L e
Firgt-Lovel Officials and Managers (Graddes 12 and # 363 342 2 21 H 0 0 [H 0 [ i 1 O ] ]
Bolow) i loo 5431 3.31 5,79 028 ¢.00 0.09 0.G0 0.0 0.0 0.28 0.00 0.00 .08
i E—
Other Offlcials und Munagers W 431 404 12 a7 2 1] {1 1] 2 0 0 { 4] 0
% 103 9374 278 6,26 0406 .00 .00 0,00 046 0,60 0.00 0.00 340 0.0
|
Gificials and Managess Total # 1179 1105 43 70 3 b} ] g 2 1 1 0 1 9
% 160 04.06 3.65 5.44 0.42 .00 0.00 0.00 0.17 0,08 008 a.0n .08 000
et it
Professionals # 13856 * 13424 21 432 36 2 2 3 4 2 13 { 10 0
) % 100 i DA.87 1,52 312 .26 0.0t 0.01 0.02 0.03 0.01 .09 0.00 0.07 0.00
—_—
Technlciuns # 934 955 9 29 2 0 0 o 1 o 1 [ 0 I
%% 100 97.05 0.91 2.95 0.20 (.00 .00 (.00 0,10 0.00) 0.10 G.00 (.00 0.0
vl B
Salos Workers # 47 44 1 3 0 0 Ki] 0 1] 1 i] ) 0 ]
% 100 93.62 213 6.38 0.00 0,60 nan .00 0.00 0.00 0.00 0.00 n.00 0.00
P LAl uinhitdeil oo
Administrative Support Workers [ 23 95 1 3 0 I 0 [ 0 0 ) {0 4 0 0
Y% 100 26.94 1.02 3.06 0.00 0.00 0.on 0.00 0.00 Q00 0.00 0,00 (.60 .00
e
Couft Workers # | we 200 1 3 o B 0 0 o 0 o o 6 o
Y 100 9569 0.48 431 0.00 0.00 X+ Q.00 0.00 Q.00 0.00 0.00 0.00 0.00
e S
Operatives i 9] Q Q Qg 1] Q 0 9] Q i} 0 G f) G
% 106G 0.00 0.00 0,00 0.0 0.00 0,00 0.00 0.00 0.00 0.00 0.00 0.00 0,00
L ————— B
Laborers and Helpers # ] 0 Y] 0 0 0 o [ 0 0 o 0 2 0
ks 160 000 0.00 0.00 Q.00 0,00 0.0 0.00 0.00 0,60 0,00 0.00 0.00 0.60
L
Service Watkers # [ [d [\] B 0 [ a 1] 1] [ 0 Q ] Y
o % 100 0.00 0,00 a0 Q.00 0.00 040 0.00 0.00 0.00 0.00 .00 0.00 0.00




DOD Department of Defense Education Activity
File Process Date and Time: 03/13/2013 01:51 PM

For period covering October 1, 2011 to September 34, 2012,

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

Total By Disability Status Detail for Targeted Disabilitics
Grade Level Mssing Partial Completa Severs
No Not Hearing Yision Exiromitics Paralysis Pamlysis lutollectual Psyclilatric
Disability Ideniified Disability Targetod [16/17 f23/28 {28, 32-38 [64-68] [71-78 Epilepsy Disability Disubility Dwarfiam
TOTAL f0s] [01] [056-94] Disability or 18] or21] or 3U] or 69] or 79] [82] [90} [91i} [92] of
gs-1 W 0 0 a 9 [H a [} 0 G 0 O 0 ] [
Yo i00 Q.00 000 0.00 0.00 0.00 .00 Q.00 000 .06 0.00 0.00 0.00 0.00
D T E—— L T e
G5-2 . # S5 51 0 3 g 4] [ 4] 0 4] o Q 0 0
Y 100 94,55 0,00 545 300 0.00 .00 0.00 (.00 0.00 0,60 000 % 0.00 0.00
—
G553 # id i3 0 1 0 o] 0 [ 0 [ 0 0 0 [
Y 160 92.86 Q.60 7.34 .00 0,00 000 0.00 0.00 0,60 0400 .00 0.00 0,00
——— ]
disd % 400 375 5 25 7 1 0 0 2 o | 2 0 2 0
Y 100 63,75 1.25 625 1.75 025 400 0,00 058 0.00 050 .00 .50 .00
D EE—————— e ——————
G8-5 # 103 o7 2 & i} 1} a ] 1] L] 0 0 { 0
% 100 9417 1.94 5,83 0.00 0.00 000 0.00 .00 0.90 GO0 0.00 0.00 0.00
. s
GS-6 # 260 250 2 i 1 o o 0 . 0 0 0 0
kil 100 D613 0,77 3.85 0.38 0.00 0.00 {.00 .38 0.00 .60 0,08 0,00 .00
L A s EEEEE———————— "
Gg-7 # 80 76 4 4 0 [} 0 0 I 0 0 Y] Q@ 0
Ha 100 2500 5.00 5.00 Q.06 .00 0.06 0,00 000 Q.00 0.00 -0.60 Q.00 0.00
—————— e — — — e ey
a8 # o 1 o o o 9 0 o 0 0 o 0 9 0 0
k) 0 000 Q.00 040 0.00 0.00 0.00 0.00 0.00 0.0 000 0.00 600 0.00
P i " E—————
ass # 78 GO 3 5 1 6 [ 0 0 ¢ 0 il ) 1]
% 100 84.42 3.35 10.26 1.28 080 0.00 0.00 0.00 0.00 0.00 0.00 1.28 0.00
o e
G8-10 # 2 2 0 0 0 0 4 0 0 0 0 0 0 0
) |06 10600 000 0.00 040 4.00 0.00 0,00 0,00 0,00 ROG 0.00 0.00 0.00
S EE——— e A — T
G511 # 143 127 [ 10 2 1 ] 6 1 0 0 0 [ 0
" 160 8B.81 4.20 £.99 1.40 0. 70 0.00 0,00 0.70 0.00 0.08 0,00 0.00 0.00
e ——
G122 # 293 265 13 14 1 1 ¢ 0 ] 0 0 a 0 O
k) 100 Q044 444 4.78 134 0.34 0.00 0.00 0.00 0.00 0.60 .00 {04 0.00
e S e rr—e—rr—
G5-13 # i94 174 10 10 1 '] 1 1] 0 U 0 {} 0 I
Ea 100 89.69 s.is 3.15 0.52 Q.00 ns52 .00 0.00 .00 0.00 .00 Q.0 000




G8-14 # 113 199 4 3 4 [} 0 b Y] 0 ] 4] 1Y 4
Y 100 92.37 3,39 4.24 0.00 0.00 0.00 0.00 2.00 0,00 .00 0.00 .00 0.08
[ ——— ——— e ——
G5-15 # 73 66 2 5 1 0 o 0 1 0 1] o M 0
¥ 100 9041 274 6.83 137 0.00 (.00 000 137 0.00 0.00 o060 6.00 0.06
e -
All Other (Unspecified GS) # O i Q ] Q ] ¢ [} { 0 4] [ [H {
% 100 0,00 400 Q.08 0.80 .00 000 0.00 0.00 0.00 0.00 0.40 (ROG 0.00
P AR T T T e e e—
SES # 3 5 q g Q 4] [ 1] { 0 0 2 0 ]
Yo 100 100.00 0.00 .00 0.au 0.06 0.00 .60 .00 0.00 0.00 0.80 .00 8.00
e
Other Sehior Pay (Noo-SES) # 0 o 0 0 g 1 0 0 o 0 4 & 6 O
Yo 100 0.00 .00 0.00 0.00 .00 0,00 0.00 0.00 0,00 0,00 0.00 0,00 0,60
1 1~ [ § Y k-t
Total 4GS Workfores (Permanent} # 1829 1673 53 102 14 3 1 0 5 @ 2 0 3 [
Yo 140 9147 250 5.63 .77 216 0.05 0.00 0.27 0.00 0.11 0.00 0.18 0.60
A - ————




DOD Depariment of Defense Education Activity
Filc Process Date and Time: 03/13/2013 01:51 PM

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

For peried covering October 1, 2011 {o September 30, 2012,

Tatal By Disability Status Detaid for Targeted Disabilities
Grade Level
' IvEssing, Partial Completc Severe
No Not Hearing Vision Extremsitieg Paralysis Paralysig Thiellesinad Pyychatide
Diisability Tdentifled Diaaldliey Targetard [16/17 [23/23 [2%, 3258 164-68] [71-78 Bpllepsy Disdbiliny Disabiliny Bwarfism
TOTAL [05] o1} [06-54] Disahility or 18 or2l] ar 30] or 69} or 79] [$2] [oa} [o1] [92] of
G8-4 it 0 @ 0 0 i ] 0 o 0 ] 0 { [ 0
% 106 0.00 0,00 0,00 .00 0.00 0.00 0.00 LXH O 0.00 0.00 {160 0.00 0,03
e e
G8-2 # 21 21 ] a 0 ] i] [ 0 1] Y 0 0 [H
% 100 0000 .00 0.00 0,00 0,00 0.00 0.60 0ok 0.00 0.00 (.00 000 0.00
GE-3 # -] [3 0 0 0 0 0 0 Q 0 0 ] 9 0
Y 100 100.00 0.00 0.00 .00 .00 0.00 0.00 0,00 0.00 000 Q.00 0.00 0,60
— e
Gs4 # 1472 1442 6 30 3 0 ] n 4 1 0 9 2 0
Y 100 D7.96 0.41 244 0.20 0.00 0.00 0.00 0.00 0.07 000 (.00 0,14 0,00
[ r— — e —
G353 # 226 223 2 3 0 ] k] L] [ 0 o o a 0
% 100 53.67 0.A% 1.33 .00 000 {100 (.09 0.00 0.00 0.00 1200 000 0.00
—— IR ee ]
G8-6 # 234 230 ! 4 0 O G ] 0 4 0 0 0 [}
% 100 58.29 (43 1.71 0.00 0.0 {.00 0.0 (.00 0.00 0.00 £.00 0.00 0.00
R s
as-7 # 53 51 0 2 '] 0
K 100 9623 0.00 3.77 Q.00 0.00
L e M
Gs-8 # ] 0 a 0 *] Y
Y% 100 .00 .00 0.00 0.00 6,00
s T
G8.9 # 14 16 0 2 i 0
Y 100 BE.89 .00 L3 0.00 0G0
L e
G8-£0 # 0 3 0 0 0 0
k) 100 .00 0,00 D00 0.00 .00
G8-11 # 24 23 1 i G il 4 0 [ 0 0 9 0 0
Ya 100 55.83 4.17 4.7 .00 0.00 0.00 0.00 0.00 0.00 0.00 000 0.60 .00
G512 # 5 8 0 0 0 1] '] 1} & [ 0 0 0 0
Y 1oo 100.00 0.00 500 0.00 0.00 0.00 .00 0.00 0.00 .00 0.0, 0.00 0.00
T i e ]
G513 ¥ 5 5 o | e 0 o 0 0 0 0 0 0 0 0
¥ 100 10600 .00 .05} A7 .00 0.00 0.00 0.00 0,06 (.00 .00 D00




GS-14 # 11 ) 1 2 1 0 0 ] 1 ] [ 0 0 0

i 110 B1.82 9.6 18.18 9,02 0.00 0.00 0,00 909" 0.00 0.00 0.00 0.00 0,00
P

G515 # 2 2 1] 0 0 0 0 2 { ] [ 0 0 O
% 100 100.00 .00 0.60 (.00 0.00 0.00 0.00 2.00 .00 0,00 LG40 0.00 0.00

All Other (specified G5) # 0 0 0 4 ! 0 0 0 0 1 1] 0 0 ¢
k 100 0.00 .60 0.00 3,00 0.00 0.00 .00 0.00 .00 0.99 0.00 0.00 0.00

SHS # | o 0 0 o 0 0 0 o 0 o 0 0 0 0
Y 1ng (.00 .00 0.00 1O0 0.00 0.00 0.00 D00 0.00 0,80 0.00 Q.00 0,60

e

Otler Senior Pay (Non-SES) # 1} li] . 0 ] [t} 0 0 0 0 i} o 0 0 [

¥ 1i0) 0,00 000 0.00 GO0 0.00 0.00 0.00 0.00 .00 0.00 0.00 0.00 .00
[

Tolal GS Wurklorce (Temporary) # 2080 2036 11 44 4 0 0 0 1 1 '] 4 2 0

% 100 97.88 0.53 2.42 [0 0.00 nan 0.00 0.05 .03 000 .60 .10 0.00




DOD Department of Defense Edues;ﬂon Activity
File Provess Date and Time: 03/13/2013 01:51 PM

Deseription; Table B4 - Participation Rates For Administratively Determined {ADY} Grades (Permanent) - Distribution by Disability: Calculated within Grade

For pertod covering October 1, 2001 to September 30, 2012,

Total By Disability Status Detail for Targeted Disabikitics
Grade Level : - Misging Paclial Complate Severe
Nu Nt Hearing Vision Balremitics Parglysis Paralyaly Intellechial Psychintric
Disabilizy Idantifiod Drisability Targeled [16/17 [23/25 [28, 32-38 [64-68] [71-78 Eplspsy Disubilily Disability Drwarfise
TOTAL [05] T01] 16241 Diusbility or 18] or 2f] or 30] or 60] o 79] 182] [90] 151] [92] of
Al # 6 [ 0 [ i} 0 |y o] 0 ] 4 1] 9 0
% 100 100.00 0,00 0.00 (.00 0.00 0,00 0,00 0.00 9.00 0,00 (.60 .00 0.00
= T
AD-Q2 F# 12 12 0 [ 0 G 0 0 0 I} G '] [ o]
Y% 100 10000 .00 0,00 0.00 0L0G 0.60 .00 ¢.00 0.00 0.00 0.00 l 0.00 (.00
L e L
AD-03 [ 2 15 15 2 0 0 0 b 0 0 o 9 0 <o D
| o 100 160,00 13.33 .00 6.00 0.00 0.00 0.00 .00 0.0 4.40 6.00 0.00 0.00
e T U
AD-04 # 36 i3 1 1 ] 0 [ [ 9] Y a a 0 0
% 100 07.22 278 278 0.00 .00 0,00 .00 0.00 0.00 000 6.00 .00 0,060
L e —
AD-0F # 56 33 1 3 ] 0 | 1] 0 ] a Q 0 o
Yo 100 5464 L7 536 .00 0.0 0.00 .00 oG 0.G0 0.00 0.00 0.00 0400
L e
AD-06 # & g 1 1] 0 1] i 0 [ [ 0 Q 1] a
% G 100.6¢ L1.EL (.00 0.00 040 000 0.00 0.00 (.00 Q.00 8.00 0.00 0.00
i
AD0 # 30 0 ¢ 0 0 o a1 o o 0 0 0 0 1
Y 160 100.00 0.60 0.00 2.00 040 0.00 ’ 2.00 0.00 0.00 0.00 02.00 a.00 0.00
e e
AD-03 # 19 18 1] 1 0 0 9 ] 0 0 ¢ 0 0 0
Y 100 94.74 | 000 5.26 0.00 0.00 0.00 n.0b 0.00 0.00 GO0 000 0.00 0.00
L — — e —E——— |
AD-09 # 131 123 1 g 0 i 0o 0 0 9 0 0 2 0
% 100 93.89 0.76 6,11 0.00 0.00 0,00 0.00 .00 (.00 [.O0 0.00 0.00 .00
s oo R
AD-30 #* 82 51 i 1 0 ¢ 0 0 1] 0 [ 1] 0 0
b 10 98,78 .00 1.22 0.00 .00 Q.00 060 Q.00 0.00 0,00 0.00 0.00 .00
AD-1 i 475 431 5 24 2 [ 0 ] 0 aq 1 4 1 0
Yo 100 54.95 1.05 5.05 042 0,60 0.00 040 0.00 0.00 0.21 0.00 021 0.06
L e e P
AD-12 # 188 173 1 15 2 0 4 t] 0 0 1 ] 1 0
% 100 92,02 0.53 755 1.06 0.00 0.09 0.00 0.00 D.00 033 0.90 0.53 0,00
L L e
AD-13 # 306 282 3 14 1 0 3} n 0 1 ] 0 0 0
a 10¢ 95,42 0.98 4.58 0,33 .00 000 4.00 D005 ¢33 0.00 2.00 .00 0.60




AD-id # 883 835 12 28 1 4] 0 L) )] D 1 4 0 0
100 96.83 1.36 317 0. 0,00 0,00 0.00 0.00 0.00 0Ll .00 000 0.00
L
AD-15 # 9 286 4 13 0 ] 1] 0 a il 0 1) O 1]
W 100 25.79 1.29 4,21 0.00 0,00 0.00 0,00 .00 0.00 4.00 0.00 0.00 0.00
e |
AD-i6 # 35 733 19 22. 2 ¢ 0 1 1 s} [ ] 0 0
% 100 9709 132 291 0.26 0.00 .00 0.13 0.13 u.00 u.00 0.60 0.00 0.00
I —— oo
AD-17 # 176 171 I 5 G ¢ i} aQ g ) [ 1] Q 0
Y 100 9716 057 2.84 0,66 0,00 .00 0.00 1000 0.00 0.60 0.60 0.00 0.00
oo e P
AD-18 # 80 76 I T S o 1 ] 0 9 0 ¢ 0 0
% 100 85.00 0.00 so0 | 125 0.00 125 0,00 0.400 0.00 .00 0.60 0,00 0.00
— — e ————————
AD-19 # 0 0 i} 0 G [ 1] o 0 b 0 0 Q 0
% 100 0.00 .00 0.00 6,00 0.00 000 0.0% 0.00 8.00 0.00 0.00 0.00 0.00
-
AD-20 ¥ "] 1] 0 1] [ 0 O 0 0 Q 0 [ 0 0
% 100 .00 0.00 0,00 .00 w0 0.00 0.0¢ 0.00 000 0.00 0.60 0.00 £.00
L e T TR ———————————————— OO A el
AD-21 # 0 0 { 0 [ 0 4] 0 B Q 1] 0 4] 0
% 100 0.00 9.00 .00 0.00 0,90 0,06 0.60 G.00 200 4.00 0.00 0.00 .00
P o s ]
AD-22 ) 0 '] 0 O 0 1] 53 i} o Q J Q 1] 0
" % 00 000 000 2.00 0,00 0.00 6,00 0.08 0.00 0,00 (.00 0,00 0,00 0.60
" e R ek
AD-23 4 0 0 il 4] ] a 0 o] 7] 0 0 0 0 0
% 100 0.00 0.00 0.00 0.00 0.00 000 0.00 000 0.00 0.00 2.09 5.00 0.00
P ool R ——
AD-24 # 1] o 0 { 1] Q 0 1] 0 . 1] Q [ n [
% 100 0.00 0.00 0,00 £.00 B.00 0.00 oo f.00 0.00 0.00 0.00 .00 0.00
V"
AD-25 & 4] n 0 1] 1] Q 1] 4] 1] [} 0 1] [ 0
% 160 0.00 0.00 0.00 0.00 0.00 2,00 15,00 0,00 0.00 0.00 0,60 0.00 .90
S i
AT-26 # 0 0 0 1] O 0 0 [y H ¢ 1] i 0 ]
% 100 0.00 0.00 .00 0.00 200 .00 0.00 0.00 0,60 0.00 0.00 0.00 000
i T e |
AD-37 # ¥ o 4 0 g 0 0 [t i} 4 ' 0 0 i 0
% 106 .00 0.00 .00 0.00 0.00 0.00 000 0.00 0.00 0.00 0.00 0.00 0,00
L
AD-28 i 1] 1] [ 5] o 1] Q [1] i 0 0 0 i 0
Y - 104 0,00 0,00 0.6 000 .00 .00 (.00 0.00 1.00 0.00 0.00 Q.00 0.00
vy e S ————
AD29 # 3} 1] b [ ] 4 1] ] a 0 [ ] 0 0
% 109 000 0,00 0.00 £:00 6410 0.00 0.00 500 200 9,00 000 0.00 0.00
i kil
AD-30 i Q 1] Q 0 Q [¢] 0 0 Q Q [ ] ¢ 0
% 100 0.00 0.00 9.00 0.00 0.00 0.00 000 9.00 9:00 0.00 0.00 0,00 0.00
e I
AD-31 # 0 1] Q [} 9 [ [ ] 0 g 1] [+ 4 0
¥ 100 0.00 000 Q.00 G.00 0.00 "0.00 oo 0.00 .00 0.00 000 (.00 Q.00




ADa2 ¥ 0 0 0 0 0 0 0 b 0 0 0 0 o | o
% Log 0.0 900 @0 0.00 800 0.0 0.00 000 600 0.00 .00 008 | oo
L —————— ]
AD-33 g 0 o 0 0 g a o 0 5 0 0 0 [
Y L0OC 0.00 " opo 900 0,08 0,00 0.006 0.60 0.00 GO0 C0400 .00 0.0 000
L T ———— ity = e
AD-34 # 0 v 0 o 0 a a 0 o 0 0 0 0 0
% 100 13.00 0.00 0,00 .00 0.00 0.00 0.00 0.60 0.00 0.00 (.00 0.00 .00
i —
AD-35 # 0 0 0 o 2 2 0 0 o 0 0 0 0 0
Yo 100 0,00 0.00 0.00 0.00 000 .00 0.00 0.60 0.06 0.00 Q.00 0.00 0.00
e e e — e ————————at
AT-36 # o o 0 0 ] 0 0 4 0 ¢ 0 ] [} 0
% 100 0.00 0.00 0.00 000 000 .00 5,00 0.0 6.00 0.00 000 0.0 0.00
5 ———————————
AD37 3 0 o 0 o 0 o 0 0 0 0 0 v 0 0
% 100 0.00 £.00 0.00 0.00 0.00 0.00 6.00 0.00 000 0.0 000 0.00 0.00
P
AD-38 # g o 0 L 0 0 o 0 0 0 0 9 0 0
a0 0.60 G0 040 0.00 0.00 000 000 0.00 6,00 c.00 0.00 0.00 0.00
e
AD-33 # 9 0 o 0 0 D 0 0 0 0 g 0 o 1 o
% 10 0.60 0.0 Dol 000 0.00 000 0.00 4.00 0.00 200 2.0 0.00 0.0
e —————,————————
ATa0 # ] 0 % G ] [t { G a 0 Q 0 a 1
% 100 .00 0.00 000 £.60 0.00 000 0.00 0.00 000 500 0.00 0.00 2.00
e —
e E—— e e e e e




Tolal AD Work force (Permanent)




DOD Department of Defense Education Activity
File Process Date and Time; 03/13/2013 01:51 PM
Deseription: Table B4 - Participation Rates For Administratively Determined (AD) Grades (Temporary) - Distribution by Disability: Caleulated within Grade

For period covering October 1, 2011 1o September 30, 2012,

Total By Disability Status Detadl for Targeted Disabilities
rade Level
Grade Leve Mizsing Partial Complets Severe
Ner Nat Hearing Vision Extromitios Paratysis Paralysis intclicetral | Fsyehistric
Disabillty Identtfiod Disabiliky Targetad {1en7 [23/25 [28,32-38 [54-68] [71-74 Epilepsy Disability Disability Dwarfisn
TOTAL [0s] [o1] [06.34] Djsobiiity or 18] or21} or 30} o 68] or 74] {82] [80] o1} [92] of
AD-00 # 148 139 1 3 0 0 0 1] ¢ 0 0 0 0 0
Y 106 93.92 (.68 .08 0.00 .00 0.00 0.00 0.60 0.60 .00 0.00 .00 000
L e "
AD-01 # 1 1 G 0 0 0 ] U ] 4 0 0 ] 0
¥ 109 100,00 (.00 .00 .00 000 0.00 0.00 0.00 0.00 000 0.00 1.00 (.00
o ——————— e
AD-02 # 9 0 & 0 0 { 0 { 0 ] 0 0 0 0
% 100 0.00 0.00 0,00 0.0¢ 0.00 0.00 .00 0.0 0,80 .60 0.00 0.0 0.00
i —————— e —————— I
AD-3 # {0 ] il 0 [ 0 0 0 4 0 0 0 0 [
% 100 {1.00 0.00 0.00 0.0 .01 0.00 0.00 0.00 0.00 . 0.00 0.60 0.00 0.0¢
D e e e s ——————— R
AD-04 # 't 1 0 0 [ 0 [ '] " a 4] 4 0 0
% 100 - 100.00 000 0.00 0.00 0.00 .00 0.00 0.00 0.00 .00 0,00 0.00 0.00
e s P 00—
AD-05 # 1 1 ] 0 0 ] 0 o & 1] 0 0 0 0
% 106 100.00 200 .00 0.00 0.00 0.00 0.00 040 0.00 0.00 0.00 0.00 0.00
L P e
AD-06 # 0 Y 0 0 ] 0 0 [ [ 0 ] ] G 0
i 106 0.00 0.00 0.00 0.00 G.00 0,00 G.00 0.00 000 0.00 (.80 000 £.00
it B I
ADO7 4 O 0 0 0 9 Y 0 0 0 [ 0 4 o ]
% 160 .00 Go0 - 0,00 0.00 0.00 .00 0.00 0.00 0,00 Q0,00 0.00 DO 0.00
——————— B i
AD-OR # [ ] [ [t 0 0 Q0 [} 4 0 0 0 [t} 0
Yo 100 6.00 0.06 0.60 0410 0,00 0.00 .00 0.00 0.00 0.0H) 0.00 .00 8.00
P s L
AD-09 ¥ 0 0 0 1] 0 o 0 0 0 0 G o 0 0
i 10Q 0,00 .00 0.00 0.00 000 0.00 "0.00 0,00 {.00 0.00 (.00 0.00 0.00
e Ao MR |
AD-1G i 0 U 0 [} 0 [ 0 o 0 ] i} 0 0 0
% 100 .00 0,00 0.00 0.00 0,00 G060 0.00 0,00 0.00 .00 0.00 0,00 0.60
S B L e e ——— )
AT-11 # 3 3 a | e 0 0 ¢ [ 0 o v g o ¢
Y% 100 100.00 0.00 0.00 0.00 2.0 0.00 0.00 .00 0.00 .00 0.00 0.00 0.00
o A et e r—rrrres rr——
AD-12 # t 1 0 0 0 0 0 [H 0 0 [} 0 G [
k) 160 100.00 .00 .00 0.00 .00 0.00 0.00 .04 {60 0.00 B0 0.00 .00
——————rT"P 75— sorrrote e ererree R S—
e —




AD-13 g 3 3 0 0 0 0 0 ] 0 ¢ 0 1 9 0
% 100 100,00 £.00 0.00 0.00 2.00 .00 0.00 0.00 0,00 0.00 0.00 .00 0.00
L R
AD-14 # 4 4 o o 2 0 0 o 0 o o 0 0 0
o 160 10000 0.00 0.00 0.00 .00 .00 0.00 0.00 n.00 0.00 0.00 0.00 0.00
L _
AD-15 # & 0 ¢ o | o 0 0 0 0 o & 0 0 0
% 100 0.00 0.00 e 0.00 0.00 0.00 0.00 0,00 .60 0.00 9,00 030
. ——— PP ek -,
AD-18 % 3 3 o 0 0 0 0 v 0 B ¢ o 0 0
% 100 10000 b.66 0.00 0.0 0,00 .00 0.00 0.00 0.00 0.60 0.00 0.00 0,00
R i e - S
ATHIT 4 3 3 o ¢ o 0 0 v 9 o o 0 0 9
% 100 100.00 £.60 0.0 .00 0.00 0.00 0.00 000 | o 0.00 000 0.00 0.00
e PR A e — ]
AD-18 # 1 1 o LI T D 0 0 0 0 9 o 0 0
% 100 100,00 0,00 voo | oo 0.00 0.90 0.00 0,00 0.6 000 0.00 0.00 0.90
L Y i ——————————
AD-19 # 0 ] o 0 Y] ] 0 0 0 0 0 4 0 0
% 100 0.00 0.00 600 0.00 0.60 pou | oo0 0.00 .00 0.00 0.00 0.00 0.00
oo e e |
AD-28 # 0 0 o Ll 1} ] o 0 o G 0 [ 0 ¢
% 100 0.0 0.00 p.00 0.08 0.00 0.00 0.00 0.50 .00 000 6.00 060 .00
AD2L r 0 0 a 0 0 0 0 o N 0 9 0 o o
100 0,00 200 0.00 0,00 0.00 00 0.00 0.00 2,00 0.00 0,60 0.00 0.00
- . )
AD2 # o 0 0 0 0 0 0 o o 0 0 0 g o
% 100 0.0 400 0.00 .00 0.00 0.00 0.00 (.00 .00 9,00 0.00 £.00 0.00
| A e s -
AD-2% # o o o 0 0 0 0 B 0 0 o | o 0 o
% 100 0.00 200 0.00 0.00 0.00 0.00 0.00 040 2.00 04 0.00 000 0.00
B oo P e e e e
AD-24 # 4] Q 0 0 a Q Q 0 0 ] 0 bl Q 0
% L9 0.0 £.00 0.00 .00 900 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.60
s
AD2S # o 0 o 0 0 o 0 o 0 o 0 o 0 0
% 100 0.06 0.00 0.00 2.00 090 000 000 0.00 0.00 0.00 090 200 0,00
i e
AD25 # 0 0 D 0 0 o 2 0 0 e | u o 0 o
% 100 .00 000 0.00 0.00 0.00 0,00 .00 0.00 0.00 0.00 0.06 0.00 0.00
e o S v A ke
AD-27 # 0 0 0 0 o o o 0 a o o o 0 0
% 100 0.0 0.00 0.00 0,60 0.00 .00 0.00 0.00 0.00 0,90 0.60 0.00 0.00
L E—— A ]
AD-2% # i [ 0 0 0 0 0 o [ B 0 0 o 0
% we | oo 0,00 0.00 000 0.0 0.0 0.60 0e0 | em 0.0 0.00 £.60 £.00
I e e — — — — — —
AD-20 # ¢ ¢ 0 o 0 0 0 2 o 0 2 0 0 o
% 100 0.00 .00 0.00 040 0.0 0.0 0.00 0.00 0.00 0.0 0.00 0.00 0.00
AT-30 4 0 0 0 o 0 o 0 0 0 0 o 0 o ¢
% 100 5.0 0.08 0.00 £.00 0.00 0.00 0.00 0.00 0.00 0,00 0.00 5.00 .00




AP # 0 o o 9 0 0 o 0 0 0 0 o o o
% 100 0,00 0.00 0.00 .60 .00 10D 0.00 0.00 0.00 .00 0.00 0.00 b.06
e bl ek
AD-32 # [ 0 a 0 0 0 0 0 o 0 1 0 0 v
% 100 0,00 .60 0.00 0.00 0.00 .00 0.00 0.00 0.00 .00 0.00 0.00 1,00
B ok
AL»33 3 0 o 0 o 0 0 0 o 0 0 0 0 R I
5% 100 0,00 000 0.0 0.00 0.00 0.00 0.00 0.00 0.00 0.00 .00 040 0.0
e S T e——
AD-33 & 0 a a 4] 1] 1] 0 o a o 0 0 G [
% 100 0.00 000 .00 0.0 0.00 0,00 0,011 0.0 0.00 2.00 0.00 0.0 .00
e I
AD-35 4 0 0 i} 0 0 a 0 0 0 0 0 0 0 0
% 100 0,00 000 0,00 0.00 0.00 0.06 0,00 0.00 0,00 0,00 000 0.60 .00
R
Al-36 # 4] 0 4] Q 1] 4 0 o] 1] 0 Q 0 0 0
% 00 0.60 0.00 .00 0.00 000 0.6 0.00 .00 0.00 0.00 0.00 0,60 .00
e e " —
AD-37 i+ 0 0 o 0 o 0 9 0 0 o 0 0 ¢ T 0
% 100 0.60 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 .00 0.00 0.00 090
5ttt
AD-3% # 0 o 0 0 [ 0 [} 0 i 0 0 0 0 0
5 100 0.00 0.00 0.00 0.00 0.00 0.00 0,60 0.00 0,00 .00 000 a.60 0.08
e e
AD-3Y # 0 0’ b 0 [ o 9 0 0 [ o 0 i 0
% 100 0.00 0.00 0.00 0,00 0,00 0.00 2.00 0.00 .00 0.00 0,00 5,00 0.00




AT # 0 0 ] b o 0 o 0 ¢ 0 0 o 0 o
] % 100 0.00 0.00 0.00 5.00 £.00 7,00 0.00 0.00 0.00 0,00 £.00 0.00 £.00
| ™" T T T e TR AT ——
Total AD Worldpoes (Temporary) # 160 150 i ¥ 0 ] [ 5 o 0 ] 0 0 %
Yo 100 9467 0.59 533 " 0.00 .o 0.08 .00 0.00 D.0G 0.00 0.00 0.00 0.00
67| LO00 |, D00 _
srmesra ety P PP ST e PP =S PTTTARTV ST B e =




DOD Pepartment of Defense Education Activity
File Process Date and Tmme: 03/13/2013 01:51 PM

For period covering October 1, 2011 to September 3i, 2012,

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

Total By Disability Status Detail for Targeted Disabilities
7 1
WID/WG, WL/WS & Other Wage Grades Missing Paptial Complos Severa
. No Mot Heardng Vision Lixhmmitics Paralysis Paralysis inlellectual | Psychiammic
Dissblliy | Tdewified | Disability | Targeted [L6/E7 [23/25 [28, 3238 [64-68] [71-78 Epilepsy | Disability | Disability | Duwasfisn
TOTAL [05] 1] 106-543 Disability or 18] or21] ot 3] o 69] 791 [821 0] for] [92] of
GRADE-1 & ] 0 1§ [ 4] 1] 9 0 (M a 0 1] 0 0
Y 100 0,00 .00 0.00 0.6¢ 0.00 .00 .00 0.00 0.00 6.06 (100 .00 (.00 l
B e ———————— e
GRADR2 # 165 156 TR o o 0 0 o 9 g 0 3 0
Y 100 94.55 0.61 545 0.00 B.00 .00 0,00 .00 0.00 0.00 0.60 0.00 .00
R e e e e —— P oo PO
GRADE-3 I 39 38 o 1 0 0 0 0 g 2 0 0 7 0
Y 10 9744 0,00 2.56 0.06 0.00 0,00 040 0.00 0.00 0,08 0.00 0.00 .00 I
P ot PSR A i
GRADE-4 # 1 1 0 0 0 0 ) ¢ 0 0 0 9 N
Ya 100 100.00 Q.00 {200 0.00 .00 0.06 000 GO0 0.00 .00 0.00 0.00 0.00
L e
GRADE-5 # - T o 0 0 e | o 0 0 b o 0 D 0
% 100 l 10000 0.00 0.00 .00 0.0 l 0.00 X GO0 0.00 0.00 0.00 100 008 0.00
L R S hin PO I
GRADM-6 # 2 i ¢ 1 0 0 & 1] [ 0 0 0 b a
% 100 500 000 £0.00 0,00 0.00 0.00 .00 0.00 (Xt 0.06 0.00 {180 .00 ’
D e i T
GRADE-7 # 107 104 2 3 0 0 ] 0 13 0 0 0 ] 0
Y 100 97.20 LB7 2.80 0.00 Q.00 .00 (.00 000 0.00 .00 0.00 0.00 .00 I
E el e
GRADES ¥ s 7 0 1 0 0 0 o 9 0 0 0 0 0
Y 100 £7.50 0.00 12.50 £.00 00 0.00 0.00 0.00 .00 0.00 .00 0.00 0.00 [
ORADE-9 # £ 6 0 2 0 0 1] 0 0 0 1] 1] 0 o
% 100 7500 0.00 2300 .00 0,00 0.00 0.00 (.00 0.00 0400 0,00 0.00 0.00 |
[ " - i
GRADE-10 # 20 20 Q ] 0 [ 0 0 0 1] 0 i [ 1]
% 100 16000 0.00 0.00 0,00 {00 0.00 0.00 0.00 0.00 0.00 3.00 0.00 0.00 |
e EE—— L ———————
GRADE-11 # 0 0 0 0 0 4] ] 1] G 0 0 ] 0 0
Y 10C 0.00 000 0.00 0.00 0.00 0,00 .00 0.00 0.60 0.00 0.00 0.00 0.00 i
o ———————— T —— e —— L e e
GRADE-[2 # ] 1 0 0 [y 0 0 )} b} b [ 0 0 q
k) 140 0,80 0.00 0.060 (.60 0.00 0.00 0.00 000 0.00 6,00 0.00 0.00 0.00 F
e A
GRADE-13 # g 0 0 [ 0 o 0 [ 0 [ 0 o 0
Ed 100 2.00 .00 Q.00 (.00 0.00 0,01 0.00 * Q.00 0.00 0.00 (.00 000 4.00 |
L e —————i e




GRADE-14 # 0 0 1] 0 0 Ui { 4 0 4 0 0 4 ]
kd 10D 0.0 0.00 .00 0,00 .09 0.00 .00 0,00 0,00 .00 0,00 0.00 0.00
e i PO ol ]
GRADE-15 # 0 0 o 0 0 k) 0 4 ¢ o 0 G 0 0
% 100 .60 040 .00 0.00 0.00 0.00 0.G0 0.00 0.00 .00 0.00 0.60 000 |
{— e E———————————_— e
All Other Wage Grardes (Permanent) # [ G o 0 1] 3 L] i 0 0 0 0 [} ]
% 100 0.00 0.00 0.00 0.00 ] .00 0.00 0.60 0.00 G.00 0.00 0.00 0.0 0,00 |
L e e
Total WG Workforce (Permancnt) # 362 351 3 17 a 1} 1) 0 9 0 0 Q ] )
% 100 86,06 .53 4,70 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 .00 !
P —— R ml
T il




DOD Department of Defense Education Activity
File Process Date and Time: 03/13/2013 61:51 PM

Description: 'Fable BS - Participation Rates For Wage Grades (Temporary) - Distribution by Disability: Calculated within Grade

For period covering October 1, 2811 to September 36, 2012.

Total By Disebility Stakas Detail for Targeted Disabilities
i e Grade:
WD/WG, WL/WS & Other Wage Grades Missig Partial Camglete Sovert
Mo Nat Hoariag Vision Exiramitiey Turalysis Paraiysis intelleckual Psychistric
Disability | Ideafified | Disability | Targered 1617 235 28,3238 [64-63] 7178 Ipilepsy . | Disabiliy | Disability | Dwasfism
TOTAL [as1 [017 [D6-94] Disability or 18] ari] or30] or 69] o 79] [82] {50} o 92] of
GRADE-1 # O k] 0 0 [ 4] 0 0 0 0 1) 4 0 o
% 104 0.00 0.00 0.00 0.00 0,60 0.00 0.00 .00 .60 0.00 0.0 .00 0a0 |
L """ —— ——————————
GRADE-2 # s { [ ] 0 o Q 0 i 0 kil ] 0 0 4
% P00 0.00 0.00 0.00 0.00 0.00 0.00 0,00 0.00 0.00 8.00 0.00 0.60 0,00 I
e EEEE—
GRADI-3 £ 0 ] 0 ] 1} 0 0 0 0 0 0 0 i} [y
Yo 1oo 0,00 000 0.00 0.08 0.00 0,00 0.06 0,00 .00 0,00 .60 0.60 0.00 I
[ e ——— —— s ——
GRADE-4 # 0 a 1] 0 k! { ] ] i ] Q 0 o 0
Ui 104 000 0.00 0.00 {100 .00 .00 0.00 G.00 0.0¢ 000 400 0.00 0.00 |
—— e e
GRAIDHE-S % 0 [ 0 q Qa ] 1} 4 ] 0 0 O ] [
i 100 200 Q.00 .00 0.00 K] .00 b.00 LG} a.0a 0.00 Q.00 0.00 .00 |
e S
GRADE-S # & 0 0O 0 1] 0 0 1] 0 [+ 0 ] 9 0
k) 100 0.6D .00 0.400 0.00 0.00 00 0.00 0.00 0.60 0.00 0.00 0.00 .60 ;
e ——— e A S e
GRADE-7 # 0 0 o [ 0 0 o 0 0 0 o 0 o | o
) % 100 0.00 0.00 0.00 $.00 0,00 Q.00 {00 1.00 0.00 .60 .00 0.00 0.05
e - e e s
(RADE-§ # 0 0 0 0 0 DI 0 0 0 0 o 0 0
‘o W0 Q.00 0.00 0,00 0.00 0.00 l 0.00 0,00 0,00 0.00 0.00 0.00 0,00 0.30 |
— Mm-S e s —
GRADE-9 | 0 o 0 0 o 0 0 0 o 0 0 0 0 [}
% 100 .00 0.00 0.00 00 100 .00 .00 0.00 (.00 2.00 0.00 0.00 6.0 I
——— e e
GRADE-10 # Y] 0 0 0 @ ] [ 0 [ 0 4] [+ 4 4
Yo 100 .00 (.00 0.00 0,00 0,00 0,60 000 .00 0.00 0,04 0.60 0.00 {1.00 - i
— s ————————————————————— s SR ——
GRADE-TI 4 4 [ 0 [ Q ] [ '] [ 1] ] 0 0 Y
Y% 100 0.06 {60 0.00 0.00 0.00 0.00 0.006 0.00 0.00 0.00 0.00 0.00 0,00 I
T ——— s
GRADE-1Z # ] [ ] [ 0 Q 4 0 0 '] 0 9 1] G
kil 106G 0,00 0.00 .00 0,00 0.00 000 i 0.00 [A] 0.00 0.00 400 .00 0.00 I
— e
GRADE-13 # ] 0 0 ¢ i} [ 0 0 ] ] G Q 0 U
% 108 0.90 0.0 .08 0.00 0.00 0.00 2.00 0.80 0.00 500 0.06 a0 000
m—— e e s
————— ———— Lottt




GRADE-14 # 0 0 i O 4 ) 0 0 0 0 ] O o 4
. a 100 Q.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 Q.00 .00 0.00 0.00 0.00 |
E
CRADI-15 .3 0 0 9 ] 4 a 4 ] ] 0 Q 0 ] f
Y 100 0.00 000 .00 0.00 0.00 0.00 0.00 0.00 .00 .00 0.00 0.60 000 |
E Moo e -
All Other Wape Gradas (Permenent) & Q 0 9 o] G ] 0 0 @ 0 0 4 4 ¢
Yo 100 0.00 .00 .00 0.00 0.00 0.00 0.00 0.00 0.00 0.08 0.00 0.60 000 ‘
e I —
Totsl WG Workfores (Pennanent) # 0 o 0 0 {i ] [ 0 Q 0 0 o [H O
Yo 100 0.00 .00 0.50 6.00 0.00 0.00 0.00 0.00 000 0,00 0.00 0.00 008 |




DOD Department of Defense Education Activity For period covering October 1, 2011 to September 30, 2012.
File Process Date and Time: 03/13/2013 01:51 PM

Deseription; Table B6 - Participation Rates for Major Occupations (Permanent) - Distribution by Disability

"Tetal By Disability Status ' Deinil for Targeted Disabilities
. ion
Fop 6 Major Oceupations Migeing Partial Complete Severs
No HNol Heavicg Vislon Bxlremities Paralysls Tatalysts Iniglleclual Psychiatric
Dirsbility Identified Disability Targsied [1617 [23/25 [28, 3238 [64-68] [71-78 Epllepsy Disability Diszbility Dvarfism
TOTAL [05] 101] {06-54] Diagbility or 18] ar 21] at 30] wr69] a9 fez} {90} 1] 2] of
1701: Teacher # 762 738 7 1 1 o 0 0 0 0 ! e 0 0
k] 100 5685 0.92 243 0.13 .00 0.60 0.00 .00 0.0 0.13 0.00 .00 .00 |
W P R
1701: Teacher # 9416 $081 - 19 266 .20 0 0 4] 0 ] B i} 5 *]
o 100 95.38 1.79 2.82 0.21 0,00 0.0 .00 .00 0.0 } 0.08 000 0.05 0.00
T i CEEEEEEE———,———— I " -

1701: Teacher

He E .

170} Teacher

100

=
#
% |
—————— EEEEEE————
i#
” i
_— T— A —————— OOl




DOD Department of Defense Education Activity For period ¢covering October 1, 2010 tb September 30, 2011,
Table B7P: Applicants And Hires For Major Occupations (Permanent) - Distribubtion by Disability

Total by Disability Status Detail for Targeted Disabilities
Applivants and Hires | Total | ro5]No | [p1] Mot | [06-94] | Targeted | [16,t7] | 123,25) Ezg’s?: [ea-681 ) [7-78) com e | 1901 Mentar | 91 L D9
Disability | Identified | Disability | Disability | Deathess | Blindnass i\f-i::i';isg Paralysis | Paralysis | Disosder Retardation Iliness | Limb/Spine _
Schaduia A -
# 0 1} o] o} [ { o] 0 0 [} o] 0 0 0
Applications % 0 ] ¢ ] 0 ] 0 0 0 o of ] 0 0
# 9] [ 0 0 Q o 0 1] 1} Q Q O 0
JHires % o 0 0 0 0 0 0 0 9 0 0 0 8] 0
Voluntarily Identified (Outside of Schedule A Applicants)
# o] 0 ] 5] 4] 0 Q o} Q 0 D 0 0 0}
Applications % o] 0 Q G 0 o Q v o} 0 0 Q 0 0
# 3587 0 s} 0 Q o Q ¢ a 0 0 0 [H 0
Hires %a 1] 0 0 0 0 g 0 0 0 g 0 0 o [




DOD Department of Defense Education Activity
Table B7T: Applicants And Hires For Major Occupations (Temporary) - Distribubtion by Disability

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

Total by PigaRility Status

- Detail for Targetad Disabilitios

Dizability | Identified | Disability | Disability | Daafness | Blindness Tﬁ:il:sg Paralysis | Paralysis | Disorder | REtrdation nﬁ:‘a:s Limby/Spine
Schadule A
# 0 1} o] a G i} 0 0 0 1] g G 0 0]
Applications % 0 0 o 0 i} 0 0 Q 0 0 0 0 Q 0
# ¢} 0 0 o] 0 9 0 o} qQ 0 0 [} 8] 0
Hires % 0 . D G Q 0 0 0 o] Q 4] 0 o] Q ]
Voluntarily Identified {Qutside of Schedule A Applicants)
# ¥} 0 o] G Q 0 0 0 Q 0 0 0 o 0
Applications Yo G o] 0 0 0 0 0 [ 0 0 8] 0 o] 0
# 1183 0 0 0 0 0 [} ¢} [} a o} 0 c 0
JHires % v 0 H [i] Q 0 Q G [i] 0 [} (il ¢} 0




DOD Department ef Defense Education Activity

For period covering October 1, 2011 to September 30, 2012,
File Process Dale and Time: 03/13/20:3 01:51 PM : ’

Description: Table BS - New Hires by Type of Appointment - Distribation by Disability

Total By Disability Status Detafl for Targeted Disabifities
T f Appoiatment
ype of Appointue Missing Parlial Complele Severe
Ne Not Hearing Yision Extremilics Patalysis Posalysis Iutellestual §  Esychiatc
THaabitigr Ldentified Disability Fargsted [18/17 jz3/25 .1 [28,32.38 [64-68] [71-78 Bpilepsy Drsubility Disabilily Dvrcfisin
TOTAL [o5] £011 [D6-94] Disabilily or 18] or2l] or 301 or 691 or 707 [82] [491 [01} [&2] of

Fermanent New Hires # 3587 3424 33 130 16 0 0 1] [} 0 5 [} l 6 [
k3 160 9546 0.92 352 0.45 .06 0,00 0.00 0.an .00 0,04 0,00 .17 0.00 I
s |

Teinpotary New Hires # 1183 1148 9 I 26 4] ] 0 '] Y 1] ] 0 0 G
% 10¢ 97,04 0.76 2.20 0.00 Q.00 0.60 0.00 c.on 0.08 0,00 0.00 0,00 .00 i

_m
Tolal Ngw Hitce # 4770 4572 42 156 16 ] 0 0 [ ] k) QO i) [
k4 140 95.85 (.88 3.27 0.34 0.00 0.00 .00 0,00 0.00 .10 Q.00 213 0,60 I 3

1 g8 .88 e———————————p————rrET . Akl
EEEEEEEEE———————— A




DOD Department of Defense Education Activity
Table B9: Selections For Internal Competitive Promotions For Major Occupations -Distribubtion by Disability

For period covering Qctoher 1, 2010 to Septembar 30, 2011.

Totat by Dizability Status

Deatail for Targeted Disabilitins

- . [28, 52~ _ . )
Job Title/Series Total [051Nc | [01] Not | [06-94] | Targeted | [16,17] | [23,25] 381 t:"rtﬁislj Iittifa COJB'ZI]S. o | [90] Mental Mfgl,‘]al o t“’::] .
Disability | Identified | Disability | Disability | Deafness | Blindness | Missing | _* o o2 VEISIVE | petardation | e 1Stortion o
Liribs Paralysis | Paralysls Disorder Hiness Limb/Spine
Job Series of Yacancy:
Totat # Q 0 a o] o] J 0 0 Q 3] ] 0 a al
Applications
Received % 160 o 8] c Q g 0 0 o} 0 0 0 0 0
# Q ¥ 0 a 0 0 0 Q Q Q 0 o Q 0
Qualified % Q 4 0 H 0 o} o} 0 o} o} a 0 a 0
# Q 0 G 3] 0 4] 0 0 o} o a o Q 0
Selected % G 0 0 s} a 0] G 0 [ o] 0 0 0 0
Relevant . :
Applicant Pool  {% G 0 0 0 Q0 0 0 0 0 [ Q o 0 0

Job Series of Vacancy:

Job Series of vacancy:




DOD Department of Defense Education Activity
Table B10: Non-Competitive Promotions - Time In Grade - Distribution by Disability

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

Total by Risability Status Detail for Targeted Disshilities
; [28, 32 | 164-g8] | [7a-781 [82] fo1] ro2
Time In Grade Total | [o5]No | [01) Mot | [06-94] | Targeted | [16,171 | [23,25 38] Partin] Yotal | Comralai [90] Mental [ 20 D'stul‘tlgn of
Disabitity | Identified | Disability | Disability | Deafness | Blindness | Missing Al eonvulsive | G tardation | Enta b "
) Limbs Paralysis | Paralysis Pisorder lliness | Limbk/Spine
G 0 4] 0 Q o] O c u] Q 0 [H o} 0
Total Empioyee
Eligible for
Career Ladder
Promotlong o o} [ 0 0 0 [¥] 0 0 1] 4] [¢] ] G 0
Time in grade in excess of minimum . .
# 4] a 0 0 G 0 0 0 1} [} 0 0 o} 0
1 - 12 months [% 0 0 Q 0 0 0 v} 1] ] o] by 0 0 0
# 0 0 0 0 0 0 o 0 a o} 0 0 0 0
132 - 24 months |% - 0 0 o 0 0 Q ¥ 0 Q [ a 0 0 G
) # 0 ] a ] 0 0 0 0 0 G ] o 0 o
95 ¢ months 70 G C [} ) ) 0 a 0 0 i 0 0 0 i




DOD Departmeht of Defense Education Activity For period covering Qctober 1, 2010-to September 30, 2011.
Table B11: Internal Selections For Senior Level Positions {GS 13/14. GS 15, SES) - Distribution by Disability

Total by Disability Status Detail for Targeted Disabilities
. ) : [28, 32~ .
Time In Grade Total | rosyne | [01] Mot | [06-947 | Targeted | (16,471 | [23,25] 38] [fg:gfi] Ei_" :fj o If:il_ [907 Mental M[91t] i o t[gtz_] .
Disabifity | Identified | Disability | Disability | Deafness | Blindness | Missing otal VUWSIVE | petardation | onLe istortion o
Limbs Paralysis | Paralysis | Disordes Ilinegss | Limb/Spine
Grada(s) of Yacancy:
Relavant Pool Q 0 0 G Q Q o 0 0 0 G
# O 0 ¢ 1]
Totat 0 0
Anplications
Received Yo 0 0 I 0 ¢} o} 0 0 0 o} 0 0 0 0
# Q G 0 Q0 ] 0 % o] o] o] ] 0 0 0
Qualified Yo 0 by Q 0 O ] 0 0 [H 0 0 [H 4} Q
# 0 0 o] o} o Q Q Q0 4] 0 0 0 0 0
Sefectsd % 0 0 ¢ 0 G 0 of’ ] 0 0 0 Q a o
Grade(s) of Vacancy;




DOD Department of RDefenss Education Activity
Table B12: Participation In Career Development - Distribution by Disability

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

Taotal by Disability Status Detail for Targete:l Dizabilities
iz:’e;;'?‘esvfil:g;n:"t Total | ro51Ne | [043Mot | [06-043 | Targetsa | 716,171 | [23,281 [22':3?2- t6a-65] | {71-73] k821 | ro0] Menta | 21 [¥2]
12, 13 - 15, and SES Disabkility | Identified | Bisability Dis:biiity Daaf'nqss alinénass I\'I'l-iis,:ihnsg P::ﬁleis P;Z;:‘?Isis Cg;‘:;ur:sie\:e Hetardation 1;:;3:51 ?-ii;tggc;?“‘:f

Career Development Programs for GS 5 - 12:

Slots # [H ¢} 0 & 0 0 0 o] 0 Q ¢ 8] 0 0

Relevant Pool % o o 4] 0 0 o} 0 o 0 0 o} 0 [ 0
# 0 0 0 0 Q o} 0 0 8] o C 0 I Q0

Applied Yo ) o 0 0 0 o] 0 0 0 0 [ Q o] 0
# g G Q Q 0 o 0 0 o 0 0 Q o] 0

Participants Yo Q c 4] 0 0 o} o] 1] G o o] 0 o] o]

Carger Development Programs for GS 13 - 14

Slots # 0 o] a Q 0 0 o i} 0 o} o] 0 [H] 0

Relevant Pool (% Q 0 0 0 0i. [} ¢ 0 Q o 1] 9] 0 o
# 0 0 o] 0 0 0 ] 0 Q 0 0 4] 0 0

Applied % 0 0 o] 0 [ 0 o Q Q o] o 0 5] C
# o 0 o 0 0 0 0 0 0 0 0 0 ] 0

Participants % 0 0 [ 0 Q 0 0 0 0 0 0 G 0 0

Career Development Programs for 65 15 and SES: .

Slots # 4 0 o 0 Q 0 1] o s} 0 4] ¢ 0 Al

Relevant Poni O [ 0 0 .0 0 0 0 ¢ 0 0 0 c 0 1]
# 0 0 0 0 s} 0 g ¥ 0 0 o G Q 1]

Applied % 0 o 0 0 ] 0 0 0 G 0 ] 0 o 0
# D G 0 0 0 o 0 0 0 v} o} g o] Q

Partlcipants % a i 0 0 [ 0 0 0 0 [ 0 a 0 o]




BOD Department of Defense Education Activity Tor period covering October 1, 2011 to September 30, 2612,
File Process Date and Time: 03/13/2013 01:51 PM

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

Total By Disability Status Detail for Targeted Dissbilidies
Types of Awaids Missing Partial Complete Hevorc
No Noi Fearing Vision Exlrenilics Pacabysis Parmlysis Intelisctual Peyetiairic
Disaity | idewified | Disabity | Targsted [el7 2325 | [28,3238 | pea-e8] [71-78 Epillepsy | Disability | Disability | Dwrfism
FOTAL | . [05] [01) [06-34] | Disability | orls] or21] or 30] or 69] o2 79] 6] Fo01 151} [92] ut
Total# for Time-Off Awurdy: 1- & Hours # 192 i1 5 15 1 0 0 o 1 o 0 4 | & | ]
% 100 5219 260 751 0,52, 2.00 0.00 0.00 052 8.00 0.00 0.0 00| oro
e P L - _=- e = PR P
Total Hours for Time-071 Awtrels; 18 Hours 4o b e f o | e 1 s F o | e o a o 0 0 "
R ——— . L —— R —— L e
Aveigs Hours For Time-0%F Awards: 149 Hours Lo [ o F o T 0 | I o 1 ¢ | o o | o | o | o b e |
Total # For Thome-GIT Awurds: Over § Hours # D) 0 0 o 0 0 N 0 o 0 0 o
% 100 oot [ oo 0.00 .00 2.00 0.00 000 0.00 0.00 0.00 .00 0.0 oo |
“otal Hours Cor Time-Off Awards; Over Haurs | # e | s ] o e e BT [ o 1 o 1 o | o | o |
P s e ———— " —_— — PO P S
Avntags Hours for Time-OfF Avwards: Gves Houss # | o o | o o bl o o | o | o [ o o I o 1 e ] e ] e
L P s PRl ks ———— —— N —— SO i L P R
Total# for Cash Awards: 500 asd Unde | = st | s 122 w | ! 4 2 6 0 5 a
[ % 100 96.6% 204 331 | o35 0§ oo | ooz 0.07 0.03 010 000 0.08 o |
L e P Bl PR T PP _— m PR —
Totel Aot for Cash Avards $500andteder | 5 | oo | o | vov | ew | oeo | oo | o0 | om | meo | om | oes | o 0.00 0.0
P I P, E—— PO . P ke P — WO i —
Average Amosst for Cush Awars: $500 e Under | 5 | oo0 | o0 0.00 o0 oo | eso | ew [ ow ] om | woo | aee | ese | om0 ] o
P — P N T N AR R L ——
‘Total# For Cash Awards; $501 and Over # 1] 0 ¢ ] E o 0 I 0 5} 0 0 [ ¢ [
% 100 0.00 0.0 oo | oo 100 060 | oo 000 0.00 0.00 040 0.00 000 |
— — T rie— e—— v —— " e — e —" —
Totsl Amewnt for Cash Awards: $501 sl Over [ 8 1 o0 | oo | o B0 0.00 200 - | om 1 om0 ] om 000 | oo | omw 1 eov | oa
Average Amount for Cash Awards: 8501 and Over s [ oo0 | woe | om | oo | e | oo | om 000 [ oo | o0 | eoo | oo | oo 090
L P P w . . P
Total £ for Cush Awacds: 8351 and Over £ ] o 0 0 e 0 B o 0 0 0 8 0 0 [
% 100 0.00 0.00 T 0.00 00 0.00 0.00 0.00 2.00 0.00 0.00 osa |
Total Auownt for Cush Awnids: $501 and Over | s | o | oo oee | woo | oo o0 | oo 0.00 0,010 poo | oo | w0 | em | om0
L E——— e A —— PR E——— P
Avemgs Aniout tor Cosh Awards: $501and0ver | § ] om 0.00 eoo | e § euo 200 .00 0.0 00 000 | oo | e 0.00 .00
e mmmisg eVl e —— S ———e e ———— T —————TTTT——————
PO e P e P




DOL Pepartment of Defense Edueation Aetivity . For peried covering October 1, 2011 to September 30, 2012
File Process Date and Firne: 03/13/2013 (1:51 PM

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

Total By Disability Status Detajl for Fargeted Disabilities
eparation
Types of Separations Missing Partial Complote Severe
Mo Wet Hearing Vision Exlrcmitics Paralysis Paralysis Inteliostual | Psyshiawric
Disabitity ldentified Disability “Targsted [6/17 [23/25 [28, 52-38 [64-68] [71-78 Epilapsy Dirability Disability Dwarfism
TOTAL [05] o1 [06-947 Disability or 18] or21] or 30] or 60} or79] [82] [90] 1] {52) ol
Volunlury Separation # { o 0 [ 0 ¢ I 0 0 0 0 [ I ) 0 0
Yo 100 .00 0.00 0,00 0.00 0.00 | 0.00° 000 .00 0.00 0.00 . 6.00 000 0.00 l
m — - R B E——— — i N —
Iivolusiacy Sepamtions 4 6 0 o 0 0 o | e I o | e 0 o 0 0
% 100 0,60 0.00 0.00 4,00 0.00 0.00 0.00 .08 6,00 0.00 .00 0.00 .00
e —— — — —— e e — e
Toinl Sepatations £ | o N 0 o 18 o 1 | e 1 9 0 0 8 o
% | 100 000 | om 2.00 0.00 0,00 e 0.00 0.00 0.00 0.00 0.60 0.00
Total Workfurce # 2267 2197 16 34 3 il 0 [ 1 [ 0 i Z ]
% 100 96.91 71 238 .53 0.00 llOD 0.08 0.04 0.00 £.00 0.00 0.09 0,00
Federal Goal % 2




