ATTACHMENT 1

ANNUAL FEORP PLAN CERTIFICATION:
FISCAL YEAR 2012

A. Name and Address of Agency:

National Science Foundation
4201 Wilson Boulevard
Arlington, Virginia 22230

B. Name and Title of Designated FEORP Official (if address is different from Section A, include e-mail
address and telephone and fax numbers):
Dr. Judith S. Sunley

Division Director

Human Resource Management

C. Name and Title of Contact Person (if address is different from Section A, include e-mail address and
telephone and fax numbers):

Nancy Roddy
Advisor for Special Programs
Human Resource Management

CERTIFICATION

I certify the above agency: 1) Has a current Federal Equal Opportunity Recruitment Program (FEORP) plan and
the program is being implemented as required by Public Law 95-454 and subsequent regulations and guidance
issued by the U.S. Office of Personnel Management; 2) All field offices or installations with fewer than 500
employees are covered by a FEORP plan; 3) All field offices or installations with 500 or more employees are
covered either by this plan or by a local plan; and 4) Such plans are available on request from field offices or
installations.

SIGNATURE DATE
Chief Human Capital Officer

SIGNATURE DATE
Director, Equal Employment Opportunity

SIGNATURE DATE
Director, Diversity and Inclusion

**Note** If you are unable to use the digital signature function, please sign the Annual FEORP Plan
Certification and send it electronically with your submission.



ATTACHMENT 2

SHORT NARRATIVE ABOUT PROMISING PRACTICES

Briefly identify a policy, practice, or procedure where your agency has been successful in the implementation of
actions outlined in its Diversity and Inclusion Strategic Plan. Responses should be limited to the space provided
below. Please note that the box below is limited to 4000 characters.

Through its programs and operations, the National Science Foundation (NSF) strives to ensure
that individuals and ideas have the opportunity to flourish. As such, NSF is committed to
promoting an environment that identifies and overcomes challenges to recruiting, hiring,
developing, and embracing a diverse group of people and perspectives. In order to demonstrate
that commitment and revitalize diversity and inclusion activities across the Foundation, NSF
developed its Diversity and Inclusion (D&Il) Strategic Plan in early 2012 in accordance with
Executive Order 13583. One of the highest priority actions in the Strategic Plan is to fully engage
the workforce in developing and implementing a related Diversity and Inclusion Action Plan to
operationalize NSF’s diversity and inclusion goals. Specifically, the Strategic Plan states:

“The CHCO, the Director of HRM, and the Director of ODI will work together to further engage
the NSF workforce in an open dialogue to determine the appropriate actions and events to
implement the goals and priorities laid out in this plan....This action planning process will allow
NSF to identify the main areas of employee concern and make determinations as to which
actions and strategies will have the greatest impact given resource constraints.”

NSF has since made developing and implementing a diversity and inclusion employee
engagement strategy a high priority effort and a promising practice at the Foundation. In June
2012, the Office of the Chief Human Capital Officer (CHCO), the Office of Diversity and Inclusion
(ODI), and the Office of Human Resource Management (HRM) formed a cross-organization
working group. This working group was tasked with developing a proposed Diversity and
Inclusion Action Plan (Action Plan) and a recommended process for obtaining and incorporating
employee input into the Action Plan and NSF’s diversity and inclusion priorities. The diversity
and inclusion employee engagement working group (Working Group) has developed a
multi-pronged approach for obtaining employee input into NSF’s diversity priorities. The working
group has also begun implementing the approach, which includes the following activities:

1) IdeaShare Campaign — NSF’s IdeaShare tool serves as an online employee suggestion portal
where employees can respond to posed challenges, post ideas, and react to comments from
other NSF employees. The Working Group recently launched a targeted IdeaShare campaign to
obtain employee input into the Diversity and Inclusion Action Plan. Using this tool, NSF
employees are able to provide input on the Action Plan and its priorities to help shape NSF’s
diversity and inclusion activities and timeline.

2) Open Feedback Sessions — NSF’'s CHCO and Director of ODI are also holding Open
Feedback Sessions about the Diversity and Inclusion Action Plan and related challenges, which
are open to all NSF employees. This venue serves as an additional forum for including NSF
employee input in the critical diversity and inclusion conversation.

Moving forward into 2013, NSF plans to conduct multiple leadership briefings to share employee
feedback from the IdeaShare Campaign and Open Feedback Sessions. From there, NSF will
finalize its priorities, revise the Action Plan based on employee feedback, and continue its
promising practice of fully engaging employees in the development and implementation of NSF’s
diversity and inclusion priorities.




ATTACHMENT 3
STRATEGIC ACTIVITIES OR ACTIONS RELATED TO HISPANIC EMPLOYMENT

Identify strategic activities or actions the agency is implementing, or will implement, to improve the outreach,
recruitment, hiring, career development, and/or retention of Hispanics. Responses should be limited to the space
provided below. Please note that the box below is limited to 4000 characters.

The National Science Foundation (NSF) is dedicated to promoting diversity and inclusion in
employment opportunities throughout the Agency, including Hispanic employment. To improve
Hispanic employment, NSF engages in the following strategic activities and actions:

Outreach Activities and Partnerships — NSF attends recruitment events specifically geared
toward the Hispanic community, including Latinos for Hire, the National Conference for the
Society for Advancement of Chicanos and Native Americans in Science (SACNAS), and the
Annual Conference for the Hispanic Association of Colleges and Universities (HACU).

NSF also builds relationships with the Hispanic community through other outreach events,
including Nuestro Futuro and the Hispanic Heritage Foundation Youth Awards ceremony.
Through regular attendance at such events, NSF has nurtured ongoing strategic partnerships
with the Hispanic Heritage Foundation as well as the Mid-Atlantic Hispanic Chamber of
Commerce. NSF also continues to seek additional partnership opportunities. For example, the
National Association of Hispanic Federal Executives (NAHFE) is a group dedicated to assisting
Hispanic Federal executives. During the past year, the Chair of NSF’s Team to Invigorate
Marketing and Outreach (TIMO) has worked with NAHFE as they strive to strengthen their
organization. This initiative has included members of the NSF Hispanic Amigos as well, a
grassroots group at NSF that informally facilitates networking for staff with Hispanic backgrounds.

NSF Ambassadors Program — NSF has a large number of positions filled by researchers and
scientists for two- or four-year rotation periods. Called rotators, these researchers are highly
connected in their fields, making them ideally positioned to recruit job candidates for NSF,
including those with Hispanic backgrounds. The NSF Ambassador Program is made up of
rotators, and NSF coordinates internally to arrange Ambassador attendance at grant conferences
and NSF Days (workshops designed to help new researchers submit proposals to NSF).

Internal Visibility and Opportunity — Beyond its various outreach activities, NSF is also dedicating
resources to create greater internal visibility and opportunity for Hispanic employment. One of
TIMO's members includes Dr. José Munoz, NSF's most senior Hispanic employee, who serves
as NSF's Executive Champion for Hispanic Employment. In addition, NSF has created two ad
hoc working groups to explore ways of increasing Hispanic representation within NSF, one to
increase Hispanic representation among Program Officer positions and above, and another to
increase Hispanic representation in its operations and business positions.

Support for the Federal Hispanic Accountability Model (Model) — NSF supports the goals of the
Federal Hispanic Accountability Model, although the specific steps outlined are not practical in
the NSF environment. However, NSF recently performed a diversity workforce analysis to
examine applicant flow data, with a particular focus on under-represented groups. NSF intends to
report these measures and metrics to its CHCO, senior leadership, Diversity and Inclusion
Council (when formed), Human Capital Management Council, and Presidential Management
Council member through NSF’s quarterly HR Stat process.




ATTACHMENT 4

Progress Tracker

PROGRESS TRACKER AND DEMOGRAPHIC DATA

EXPLANATORY NOTES FOR PROGRESS TABLES

Formal mentoring or other programs typically will have the following characteristics:

Organization announces program to all qualified groups and
individuals.

Candidates are identified through a request for nominations or
for applications to the program.

Announcement

Recruitment

Organization screens and selects candidates based on merit

Competitive Selection system principles using predetermined criteria for program.

Training program is finalized for selected participants which
includes a formal training experience that may involve

Training developmental assignments (continued service agreements
usually required).
. Organization monitors participants’ training activities and
Monitoring

progress in program against pre-established objectives.

Organization evaluates effectiveness of the formal training
Evaluation provided to individual participants and the effectiveness of
the formal development itself in meeting organizational goals.

If your agency has subcomponents that are not separately required to submit a FEORP report pursuant to
5 U.S.C. 7201, please prepare a separate Progress Tracker and Demographics Information for each
subcomponent as appropriate. If you do so, you may also provide a brief description in a word attachment
regarding the Progress Tracker submissions for subcomponents.

Page: 1 of 6



Progress Tracker

Mentoring

Qualitative
Questions

(YES or NO)

Diversity and
Inclusion
Training

Qualitative
Questions

(YES or NO)

Diversity and
Inclusion
Council

Qualitative
Questions
(YES or NO)

Development
Program

Qualitative
Questions
(YES or NO)

Agency has a Formal Mentoring Program

Mentoring Training provided

Program is evaluated

Feedback is provided

Program is announced to all qualified individuals

Program has an Executive Champion

Formal Diversity and Inclusion Training provided

Training on unconscious bias
provided

All employees briefed on agency’s Diversity and
Inclusion Policies

Agency has a Diversity and Inclusion Council

Diversity and Inclusion Council has a charter

Members have received training

Council’s mission is in alignment with agency

Agency has a Career Development Program

Program is evaluated

Program is announced to all qualified
individuals

YES

YES

YES
YES

YES
YES

YES

YES

YES

NO
NO
NO
NO

YES

YES

YES



Progress Tracker

Mentoring

Quantitative

Diversity and
Inclusion
Training

Quantitative

Diversity and
Inclusion
Council

Quantitative

Frequency of Program Evaluation (e.g., annually, quarterly Quarteﬂy
etc.)
Percent of employees involved with mentoring 3.9%
Percent of SES involved with mentoring 3.6%
. . . 0%
Percent of managers involved with mentoring
Percent of supervisors involved with mentoring 6.2%
Count of employees involved with mentoring 65
Count of SES involved with mentoring 4
Count of managers involved with mentoring 0
Count of supervisors involved with mentoring 13
Total number of employees eligible to participate
(this should not be equal fo the total count that has participated 1684
unless 100% of workforce has participated)
Frequency of Diversity and Inclusion Training per year 7
Percent of employees that have participated this year in
formal Diversity and Inclusion Training 22.4%
Percent of Senior Leadership that have participated
in formal Diversity and Inclusion Training 100%
Count of employees that have participated in formal
Diversity and Inclusion Training 377
Count of Senior Leadership that have parficipated in
formal Diversity and Inclusion Training 111
Total number of employees eligible to participate
(this should not be equal to the total count that has participated 397
unless 100% of workforce has parficipated)
Frequency of council meetings in FY2012 n/a
Frequency of council events In/a
Percent of Senior Leadership on council n/a
Percent of employees on council n/a
Count of Senior Leadership on council
v I ip unci n/a
Count of employees on council n/a
Total number of people on council
n/a
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Progress Tracker

Percent of GS1-4 that have participated
Development ve particip 91.7%
Program
Percent of GS 5-8 that have participated
Quantitative 92.7%

Percent of GS 9-12 that have participated

96.6%
Percent of GS 13-15 that have participated

96.1%
Percent of SES that have participated

95.5%
Count of GS1-4 that have parficipated 52
Count of GS 5-8 that have participated

140
Count of GS 9-12 that have participated

281
Count of GS 13-15 that have participated

366
Count of SES that have participated

106
Total number of employees eligible to participate
(this should not be equal to the total count that has 958
participated unless 100% of workforce has participated)

Does your agency have a Diversity and Inclusion element in the following groups’ performance plans
(this may also be incorporated in the leading people element)?

(YES or NO) Percentage
D&l Element in SES performance plans Yes 100%
D&l Element in Mangement/Supervisor No 0%
performance plans
D&l Element in employee performance plans No 0%
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Demographic Information

Mentoring

Demographic
Data

Percent of Asian American Mentees 5.3%
Percent of Black Mentees 55.3%
Percent of Hispanic Mentees 7.9%
Percent of Natfive American Mentees 0%

0
Percent of Native Hawaiian/ Pacific Islander
Mentees 0%
Percent of Mentees Two or More Races 0%
Percent of White Mentees 31.6%

.o
Percent of Female Mentees

89.5%
Percent of Male Mentees
10.5%

Percent of Veteran Mentees 15.8%
Percent of Mentees that are People with
Disabilities 2.6%
Total number of participants
(The count used to calculate the Mentee 38
percentages)
Percent of Asian American Mentors 5.3%
Percent of Black Mentors 39.5%
Percent of Hispanic Mentors 2. 6%
Percent of Native American Mentors 2 6%
Percent of Native Hawaiian/ Pacific Islander

0,
Mentors 2.6%
Percent of Mentors Two or More Races 0%
Percent of White Mentors 47.4%
Percent of Female Mentors 71.1%
Percent of Male Mentors 28.9%
Percent of Veteran Mentors 13.2%

270
Percent of Mentors that are People with
Disabilities 2.6%
Total number of Mentors
(The count used to calculate the Mentor 38

percentages)
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Demographic Information

Development
Programs

Demographic
Data

Percent of Asian American taking part in 91.4%
Development Programs
Percent of Blacks taking part in Development 94.9%
Programs
Percent of Hispanics taking part in Development 89.1%
Programs
Percent of Native Americans taking partin 90.0%
Development Programs
Percent of Natfive Hawaiian/ Pacific Islanders 5
taking part in Development Programs 100%
Percent of persons Two More or Races 0
taking part in Development Programs 81%
Percent of Whites taking part in Development 0
Programs 90.8%
Percent of Females taking part in Development 95.0%
Programs
Percent of Males taking part in Development 87.6%
Programs
Percent of Veterans taking part in Development 86.9%
Programs
Percent of People with Disabilities taking part in 94.8%
Development Programs
Total number of parficipants

1548

(The count used to calculate the Development
Program participation percentages)
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	Short Promising Practics: Through its programs and operations, the National Science Foundation (NSF) strives to ensure that individuals and ideas have the opportunity to flourish. As such, NSF is committed to promoting an environment that identifies and overcomes challenges to recruiting, hiring, developing, and embracing a diverse group of people and perspectives. In order to demonstrate that commitment and revitalize diversity and inclusion activities across the Foundation, NSF developed its Diversity and Inclusion (D&I) Strategic Plan in early 2012 in accordance with Executive Order 13583. One of the highest priority actions in the Strategic Plan is to fully engage the workforce in developing and implementing a related Diversity and Inclusion Action Plan to operationalize NSF’s diversity and inclusion goals. Specifically, the Strategic Plan states:

“The CHCO, the Director of HRM, and the Director of ODI will work together to further engage the NSF workforce in an open dialogue to determine the appropriate actions and events to implement the goals and priorities laid out in this plan….This action planning process will allow NSF to identify the main areas of employee concern and make determinations as to which actions and strategies will have the greatest impact given resource constraints.” 

NSF has since made developing and implementing a diversity and inclusion employee engagement strategy a high priority effort and a promising practice at the Foundation. In June 2012, the Office of the Chief Human Capital Officer (CHCO), the Office of Diversity and Inclusion (ODI), and the Office of Human Resource Management (HRM) formed a cross-organization working group. This working group was tasked with developing a proposed Diversity and Inclusion Action Plan (Action Plan) and a recommended process for obtaining and incorporating employee input into the Action Plan and NSF’s diversity and inclusion priorities. The diversity and inclusion employee engagement working group (Working Group) has developed a multi-pronged approach for obtaining employee input into NSF’s diversity priorities. The working group has also begun implementing the approach, which includes the following activities:

1) IdeaShare Campaign – NSF’s IdeaShare tool serves as an online employee suggestion portal where employees can respond to posed challenges, post ideas, and react to comments from other NSF employees. The Working Group recently launched a targeted IdeaShare campaign to obtain employee input into the Diversity and Inclusion Action Plan. Using this tool, NSF employees are able to provide input on the Action Plan and its priorities to help shape NSF’s diversity and inclusion activities and timeline.

2) Open Feedback Sessions – NSF’s CHCO and Director of ODI are also holding Open Feedback Sessions about the Diversity and Inclusion Action Plan and related challenges, which are open to all NSF employees. This venue serves as an additional forum for including NSF employee input in the critical diversity and inclusion conversation.

Moving forward into 2013, NSF plans to conduct multiple leadership briefings to share employee feedback from the IdeaShare Campaign and Open Feedback Sessions. From there, NSF will finalize its priorities, revise the Action Plan based on employee feedback, and continue its promising practice of fully engaging employees in the development and implementation of NSF’s diversity and inclusion priorities.
	Strategic Activities Related to Hispanic Employment: The National Science Foundation (NSF) is dedicated to promoting diversity and inclusion in employment opportunities throughout the Agency, including Hispanic employment. To improve Hispanic employment, NSF engages in the following strategic activities and actions:

Outreach Activities and Partnerships – NSF attends recruitment events specifically geared toward the Hispanic community, including Latinos for Hire, the National Conference for the Society for Advancement of Chicanos and Native Americans in Science (SACNAS), and the Annual Conference for the Hispanic Association of Colleges and Universities (HACU). 

NSF also builds relationships with the Hispanic community through other outreach events, including Nuestro Futuro and the Hispanic Heritage Foundation Youth Awards ceremony. Through regular attendance at such events, NSF has nurtured ongoing strategic partnerships with the Hispanic Heritage Foundation as well as the Mid-Atlantic Hispanic Chamber of Commerce. NSF also continues to seek additional partnership opportunities. For example, the National Association of Hispanic Federal Executives (NAHFE) is a group dedicated to assisting Hispanic Federal executives. During the past year, the Chair of NSF’s Team to Invigorate Marketing and Outreach (TIMO) has worked with NAHFE as they strive to strengthen their organization. This initiative has included members of the NSF Hispanic Amigos as well, a grassroots group at NSF that informally facilitates networking for staff with Hispanic backgrounds.

NSF Ambassadors Program – NSF has a large number of positions filled by researchers and scientists for two- or four-year rotation periods. Called rotators, these researchers are highly connected in their fields, making them ideally positioned to recruit job candidates for NSF, including those with Hispanic backgrounds. The NSF Ambassador Program is made up of rotators, and NSF coordinates internally to arrange Ambassador attendance at grant conferences and NSF Days (workshops designed to help new researchers submit proposals to NSF).  

Internal Visibility and Opportunity – Beyond its various outreach activities, NSF is also dedicating resources to create greater internal visibility and opportunity for Hispanic employment. One of TIMO's members includes Dr. José Munoz, NSF's most senior Hispanic employee, who serves as NSF's Executive Champion for Hispanic Employment. In addition, NSF has created two ad hoc working groups to explore ways of increasing Hispanic representation within NSF, one to increase Hispanic representation among Program Officer positions and above, and another to increase Hispanic representation in its operations and business positions.

Support for the Federal Hispanic Accountability Model (Model) – NSF supports the goals of the Federal Hispanic Accountability Model, although the specific steps outlined are not practical in the NSF environment. However, NSF recently performed a diversity workforce analysis to examine applicant flow data, with a particular focus on under-represented groups. NSF intends to report these measures and metrics to its CHCO, senior leadership, Diversity and Inclusion Council (when formed), Human Capital Management Council, and Presidential Management Council member through NSF’s quarterly HR Stat process. 
	QualMent1: [1]
	QualMent2: [1]
	QualMent3: [1]
	QualMent4: [1]
	QualMent5: [1]
	QualMent6: [1]
	D&ITrainQual1: [1]
	D&ITrainQual2: [1]
	D&ITrainQual3: [1]
	D&ICounQual1: [0]
	D&ICounQual2: [0]
	D&ICounQual3: [0]
	D&ICounQual4: [0]
	DevProgranQual1: [1]
	DevProgranQual2: [1]
	DevProgranQual3: [1]
	MentQuan1: Quarterly
	MentQuan2: 3.9%
	MentQuan3: 3.6%
	MentQuan4: 0%
	MentQuan5: 6.2%
	MentQuan6: 65
	MentQuan7: 4
	MentQuan8: 0
	MentQuan9: 13
	MentQuan10: 1684
	D&I Training1: 7
	D&I Training2: 22.4%
	D&I Training3: 100%
	D&I Training4: 377
	D&I Training5: 111
	D&I Training6: 397
	D&I Council1: n/a
	D&I Council2: n/a
	D&I Council3: n/a
	D&I Council4: n/a
	D&I Council5: n/a
	D&I Council6: n/a
	D&I Council7: n/a
	DevlopmentProgram4: 96.1%
	DevlopmentProgram1: 91.7%
	DevlopmentProgram2: 92.7%
	DevlopmentProgram3: 96.6%
	DevlopmentProgram5: 95.5%
	DevlopmentProgram6: 22
	DevlopmentProgram7: 140
	DevlopmentProgram8: 281
	DevlopmentProgram9: 366
	DevlopmentProgram10: 106
	DevlopmentProgram11: 958
	MenteeDemographicData1: 5.3%
	MenteeDemographicData2: 55.3%
	MenteeDemographicData3: 7.9%
	MenteeDemographicData4: 0%
	MenteeDemographicData5: 0%
	MenteeDemographicData6: 0%
	MenteeDemographicData7: 31.6%
	MenteeDemographicData8: 89.5%
	MenteeDemographicData9: 10.5%
	MenteeDemographicData10: 15.8%
	MenteeDemographicData11: 2.6%
	MenteeDemographicData12: 38
	MentorDemographicData2: 39.5%
	MentorDemographicData3: 2.6%
	MentorDemographicData4: 2.6%
	MentorDemographicData5: 2.6%
	MentorDemographicData6: 0%
	MentorDemographicData7: 47.4%
	MentorDemographicData8: 71.1%
	MentorDemographicData9: 28.9%
	MentorDemographicData1: 13.2%
	MentorDemographicData11: 2.6%
	MentorDemographicData12: 38
	DevleopmentProgram1: 91.4%
	DevleopmentProgram2: 94.9%
	DevleopmentProgram3: 89.1%
	DevleopmentProgram4: 90.0%
	DevleopmentProgram5: 100%
	DevleopmentProgram6: 81%
	DevleopmentProgram7: 90.8%
	DevleopmentProgram8: 95.0%
	DevleopmentProgram9: 87.6%
	DevleopmentProgram10: 86.9%
	DevleopmentProgram11: 94.8%
	DevleopmentProgram12: 1548
	SES Performance Plan yes or no: [1]
	Mangement/Supervisor Performance Plan yes or no: [0]
	Employees Performance Plans yes or no: [0]
	Percentage of Mangement/ Supervisors Performance plans have D&I: 0%
	Percentage of Employees Performance plans have D&I: 0%
	Percentage of SES Performance plans have D&I: 100%
	MentorDemographicData19: 5.3%


