Disabled Veterans Affirmative Action Program (DVAAP) Plan and
Certification

1. Agency |National Science Foundation 2. FY (2018

3. POC Name |Jeff Cunningham 4. Phone |(703) 292-2558

5. A statement of the agency's policy with regard to the employment and advancement of
disabled veterans, especially those who are 30 percent or more disabled (Attach supporting
addendums if needed)

Together with the rest of the Federal Government, the National Science Foundation (NSF) has an obligation to
assist disabled veterans, especially those individuals who, as a result of their military service, have lost
opportunities to pursue education and training toward civilian careers. Of particular concern are those veterans
who were disabled during their service to our country. Therefore, it is the policy of NSF and the purpose of this
Disabled Veterans Affirmative Action Plan (DVAAP) to ensure that disabled veterans, especially those who are
30 percent or more disabled, are considered for employment and advancement opportunities.

NSF managers and supervisors are responsible for achieving the goals in this plan with the assistance and

support of the agency’s Division of Human Resource Management (HRM). This plan covers all NSF
Directorates and Offices.

6. OPM DVAAP Manager Official Use Only: Did agency provide a policy outline in regards to the
employment and advancement of disabled veterans, especially those that are 30 percent or more disabled?

Yes Somewhat No
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7. An assessment of the current status of disabled veteran employment within the agency, with
emphasis on those veterans who are 30 percent or more disabled (Attach supporting
graphs/charts if needed)

8. Total # 1,488 9. # Of 105 10. # Of Disabled 53 11. # Of 30% Or More 42

Employees Veterans Veterans Disabled Veterans

This assessment data provides a snapshot of the current status of the National Science Foundation's (NSF)
disabled veteran workforce at the end of FY2017. The data highlights how NSF’s workforce changed in terms of
on-board staff, accessions, separations, and promotions from October 1, 2016 through September 30, 2017.
Data in this section does not include those assigned to NSF under the Interagency Personnel Act (IPA) since
IPAs are not Federal employees. A breakout of the data is provided in Appendix A.

Overall Workforce: Between FY2016 and FY2017, NSF's overall staff population increased by 31 employees.
During that same timeframe, the total number of veterans on-board increased by 4 (101 to 105). In FY2016,
NSF employed 45 disabled veteran employees, making up approximately 44.6 percent of the Foundation’s
veteran population. In FY2017, this number increased to 53 disabled veteran employees, making up
approximately 50.5 percent of the veteran workforce.

Veterans on their First Federal Appointment: The overall number of veterans who were hired on their first
Federal appointment decreased by 4 from FY16 to FY17 (from 8 to 4). However, the percentage of these new
veteran hires that were 30% or more disabled veterans increased from 12.5% in FY16 to 75% in FY17.

Veterans on either their First Federal Appointment or Transfers: In FY17, NSF made strides in hiring a higher
percentage of 30% or more disabled veterans as part of the total number of veterans hired. The number of total
veterans who were hired on either their first Federal appointment or transferred in from another agency
increased by 2 from FY16 to FY17 (from 14 to 16). The number of 30% or more disabled veterans during this
same period increased by 4 (from 5 to 9). In FY16, 30% or more disabled veterans made up 35.7 percent of all
veteran hires in this category. In FY17, that number increased to 56.3 percent of all veteran hires.

Separations: NSF's total number of employees (both veterans and non-veterans) who separated from the
Foundation from FY16 to FY17 decreased by 47 (276 to 229). The percentage of the total separations that
were veterans during this time period decreased from 8.0 percent to 6.3 percent. The percentage of the total
separations that were 30% or more disabled veterans during this time period decreased slightly from 2.2
percent to 1.8 percent.

Promotions: In FY17, the promotion of veterans made up 11.5 percent of all promotions at NSF. Thatis in
comparison to FY16 in which 14.1 percent of the total promotions were veterans. In FY17, the promotion of 30%
or more disabled veterans made up 4.7 percent of all promotions; in FY16 the percentage was 4.0 percent.

12. OPM DVAAP Manager Official Use Only: Did agency provide an assessment of the current status of
disabled veterans, especially those that are 30 percent or more disabled?

Yes Somewhat No
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13. A description of recruiting methods which will be used to seek out disabled veteran
applicants, including special steps to be taken to recruit veterans who are 30 percent or more
disabled (Attach supporting addendums if needed)

National Science Foundation’s (NSF) disabled veteran recruitment and outreach efforts will include a variety of
resources, including HRM staff, the Veterans Employment Coordinator (VEC), and hiring managers and other
staff at the Foundation. NSF’s planned activities to recruit disabled veterans are detailed below.

Division of Human Resource Management (HRM):

As the primary recruitment organization at NSF, HRM will continue to pursue a diverse group of candidates, to
include disabled veterans, to fill its open positions. As part of this effort, HRM will:

* Send Regular Job Opportunity Announcements to a variety of resources that target outreach to
disabled veterans and underrepresented groups.

* Provide Preference Eligible Resumes to Managers and Selecting Officials with an emphasis on direct
hire authorities for disabled veterans.

* Work with NSF’s Office of Diversity and Inclusion on outreach activities to enhance the diversity of the
workforce.

Veterans Employment Coordinator (VEC):

The VEC, HRM staff, and hiring managers will contribute significantly to emphasizing the value of the disabled
veterans community at NSF. The VEC will continue successful initiatives from past years and implement new
measures moving forward. More specifically, the VEC will:

* Maintain contact with organizations that provide services to disabled veterans.

* Continue to utilize the Pathways Programs and partner with student Veteran Employment Counselors.

* Work to identify specific jobs that can be filled more readily with disabled veterans.

* Schedule regular briefings with senior leaders and managers.

* Continue the Veterans Working Group within NSF to support the agency'’s disabled veterans.

* Build relationships with other VEPOs at various Federal agencies and OPM.

* Utilize Vet2Fed to enhance a Pathways Intern program for reaching out to disabled veterans.

* Develop a more robust Veterans Buddy Program at NSF to support new veterans to the agency.

* Promote and disperse Veterans Hiring Education Program to managers and all involved in hiring process.
* Pursue strategies for a more comprehensive tracking system for disabled veteran outreach activities.

* Focus on strategies for increasing the hiring of disabled veterans in STEM occupations.

* Place greater emphasis on utilizing the Non-Paid Work Experience (NPWE) program.

* Enhance internal NSF Non-Competitive Hiring Education Program in conjunction with the NSF Academy.

14. OPM DVAAP Manager Official Use Only: Did agency provide a description of recruiting methods that
they will use to seek out disabled veterans?

Yes Somewhat No

15. OPM DVAAP Manager Official Use Only: Did agency provide special steps that would be taken to recruit
30 percent or more disabled veterans?

Yes Somewhat No
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16. A description of how the agency will provide or improve internal advancement opportunities
for disabled veterans (Attach supporting addendums if needed)

The National Science Foundation (NSF) is committed to working with disabled veterans to provide job
counseling, training, mentoring, and other internal advancement opportunities once qualified disabled veterans
are hired. By providing these opportunities, NSF seeks to retain an engaged and dynamic disabled veteran
workforce to support mission goals into the future. The Foundation’s goal in FY2018 is to create further
advancement opportunities for disabled veterans, recognizing the value and importance of ongoing
development and representation at all levels of the agency.

NSF plans to implement and/or continue using the following methods to improve participation and disabled
veteran advancement opportunities across NSF:

* Continue to utilize internal training opportunities through the NSF Academy.

* Partner with our Office of Diversity and Inclusion (ODI) to reduce barriers and maximize promotion
opportunities.

* Continue to utilize workforce data provided by NSF’s Strategic Human Capital Planning Branch to
identify and develop optimal strategies for improving retention and promotion opportunities.

* Pursue avenues for capturing data from separating disabled veterans to increase understanding of areas in
which NSF can improve retention and promotion opportunities.

* Encourage the increased use of cross training and developmental assignments for veterans.

* Encourage the increased use of tailored Individual Development Plans.

* The Veterans Employment Coordinator will commit to disabled veteran focused training for the
agency in May and November. This effort will coincide with Memorial Day and Veterans Day activities.

17. OPM DVAAP Manager Official Use Only: Did agency provide a description of how they will provide
internal advancement opportunities for disabled veterans?

Yes Somewhat No

18. OPM DVAAP Manager Official Use Only: If needed, is there a plan of how the agency will improve
internal advancement opportunities for disabled veterans?

Yes Somewhat No Not Needed
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19. A description of how the agency will inform its operating components and field installations,
on a regular basis, of their responsibilities for employing and advancing disabled veterans
(Attach supporting addendums if needed)

The National Science Foundation (NSF) consists of approximately 1,488 employees, who are primarily
stationed at the agency’s primary office in Alexandria, VA. Other than two very small offices overseas, NSF
does not have any field installations. At the primary facility in Alexandria, VA, NSF is organized into seven
science Directorates, an Office of the Director, two support offices (for budget/finance and information
management), an Office of the Inspector General, and a National Science Board Office. The following methods
will be used to promote internal awareness of the DVAAP for both disabled veterans and the larger NSF
community. NSF hopes to continue implementing or initiating these activities based on the availability of
resources:

* Continue to monitor the use of management directives on diversity with special emphasis on persons
with disabilities in the NSF workplace, incorporating new awareness initiatives into existing activities.

* Continue promoting internal awareness activities, including hosting the highly successful Memorial
Day and Veterans Day Commemoration Events, and publicly recognizing NSF managers who champion
veterans. NSF has and will continue to encourage the participation of senior leadership in events.

* More frequently disseminate resumes to managers and selecting officials for disabled veterans’
preference eligible candidates who qualify for the non-competitive hiring authority.

* Encourage supervisors to pursue more non-competitive appointments of 30 percent or more disabled
veterans to increase the number of disabled veteran opportunities provided by NSF.

* Pursue strategies for supervisors and managers to increase their commitment to furthering equal
employment opportunity for underrepresented groups.

* Pursue educational events to help to promote the hiring of veterans and encourage upper level
management participation in such events. Dissemination to be done across all levels within the hiring process.

* Continue use of Service Team meetings with its customers to inform hiring managers of
opportunities to hire disabled veterans, such as special appointing authorities, upcoming job fairs, and other
veteran outreach events in which the Division of Human Resources Management (HRM) can partner with
hiring managers to participate.

20. OPM DVAAP Manager Official Use Only: Did agency provide a description on how they will inform their
operating components and field installations, on responsibilities such as the employment and advancement of
disabled veterans? (Not Applicable for agencies that do not have operating components or field installations)

Yes Somewhat No Not Applicable
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21. A description of how the agency will monitor, review, and evaluate its planned efforts,
including implementation at operating component and field installation levels during the period
covered by the plan (Attach supporting addendums if needed)

The National Science Foundation (NSF) consists of approximately 1,488 employees located primarily in
Alexandria, VA. NSF does not have any field directorates or any specific satellite offices in the U.S. NSF will
monitor and review its progress in recruiting, hiring, and advancing disabled veterans through the annual
development and application of the DVAAP Action Plan. The DVAAP Accomplishment Report allows NSF's
Veterans Employment Coordinator (VEC) to evaluate and report on the agency’s annual progress towards
reaching the goals established in the DVAAP Action Plan. In addition to using the annual DVAAP tools as a
means for evaluation, the VEC is committed to scheduling quarterly meetings that will include both managers
from the Division of Human Resources Management (HRM) and from NSF’s Directorates and Offices to review
and monitor progress against the goals and ideas set forth in the DVAAP Plan. Finally, NSF will continue to
conduct mid-year reviews to ensure that the agency adheres to the milestones set in the Action Plan.

HRM has a process for evaluating human capital programs at the Foundation. HRM’s specific evaluation focus
is on mission alignment, effectiveness, and compliance with all legal requirements and external mandates. As
an extension of this system, NSF employs a robust internal accountability process that calls for regular review
and evaluation of HRM activities, such as recruitment initiatives, both in general and specific to the veteran
population.

22. OPM DVAAP Manager Official Use Only: Did agency provide a description on how they will monitor,
review and evaluate its planned efforts? (If applicable as well as for major operating components and field
installations)

Yes Somewhat No
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23. POC’s Name, Email, and Phone Number of Operating Components and Field Installations
(If Applicable)

Points of contact within the organizations are provided below.
Division of Human Resource Management (HRM)

Name: Jeffrey Cunningham

Title:  Branch Chief, Staffing and Classification
Email:  jcunning@nsf.gov

Telephone: (703) 292-2558

Veteran Employment Coordinator (VEC)

Name: Trad Leauvitt

Title: Veterans Employment Coordinator
Email: tleavitt@nsf.gov

Telephone: (703) 292-4334

Office of Diversity and Inclusion (ODI)

Name: Rhonda Davis

Title: Director, Office of Diversity and Inclusion
Email: rjdavis@nsf.gov

Telephone: (703) 292-8020
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Plan Certification

The plans shall cover a time period of not less than one year, and may cover a longer period if concurrent with
the agency's Section 501(b) Plan. Each plan must specify the period of time it covers.

Agency must have a plan covering all of its operating components and field installations. The plan shall include
instructions assigning specific responsibilities on affirmative actions to be taken by the agency's operating
components and field installations to promote the employment and advancement of disabled veterans. OPM
must be informed when headquarters offices require plans at the field or installation level.

Agency operating components and field installations must have a copy of the plan covering them, and must
implement their responsibilities under the plan. OPM may require operating components and field installations
to develop separate plans in accordance with program guidance and/or instructions.

Certification

The below certification indicates that the program is being implemented as required by 5 CFR Part 720,
Subpart C and appropriate guidance issued by the U.S. Office of Personnel Management. Additionally, this
agency has a current plan as required by the regulation.

Please type or print clearly. After an original signature is obtained, scan and return this sheet.

24. Dates of the Period of Time the Plan is Covered From |10/01/2017 To |09/30/2018

25. Agency Name |National Science Foundation

26. DVAAP POC’s Name  |Jeff Cunningham

27. Title |Branch Chief, Staffing and Classification

28. Telephone Number |(703) 292-2558 | 29. Email |icunning

30. Date Plan Last Amended |12/01/2017 31. Date Effective [10/01/2016

32. DVAAP Certifying Official’s Name | Dianne Campbell Krieger

33. Title |Division Director, Division of Human Resources Management

34. Telephone Number (703) 292-5194 35. Email |diacampb@nsf.gov

36. DVAAP Certifying Official Signature |DIANNE M CAMPBELL 37. Date
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Agency Disabled Veterans Affirmative Action Program Plan and Certification

Electronic Reporting Instructions

General Instructions:

1.
2.

Complete all items and questions in the forms field.

Electronic Requirements — Agency should only submit data for what they are planning to
do for the next Fiscal Year in accordance with the minimal requirements of the plan
content from Title 5 CFR Part 720 Subpart C, which is provided on this form.

Collection of plan data requires a completed plan data element that has been recorded to
be used throughout the Fiscal Year. Plans may vary from agency to agency. This form
provides conformity and standardization for the minimal required core data. The forms
have limited characters so agency may attach addendums when needed, if the form does
not allow you to capture the data completely.

DVAAP Plan and Certification Information

1.
2.

>

10.

Agency — Provide the name of the agency.

FY — Provide the Fiscal Year of which the plan will be covered under. If the plan is
covering more than one year capture it in the form field, as seen on the following
example: 2016-2018.

POC Name — Provide the name of the point of contact.

Phone — Provide the phone number of point of contact.

A statement of the agency's policy with regard to the employment and advancement
of disabled veterans, especially those who are 30 percent or more disabled — Provide
a statement of the agency's policy in regards to the employment and advancement of
disabled veterans, especially those who are 30 percent or more disabled. You may attach
supporting addendums if the information provided pertains to the requirement.

Did agency provide a policy outline in regards to the employment and advancement
of disabled veterans, especially those that are 30 percent or more disabled? — OPM
DVAAP Manager should click on “Yes”, “Somewhat” or “No” to indicate if the agency
provided a policy in regards to the employment and advancement of disabled veterans,
especially those that are 30 percent or more disabled.

An assessment of the current status of disabled veteran employment within the
agency, with emphasis on those veterans who are 30 percent or more disabled -
Provide an assessment of the current status within the agency of the total amount of
employees, veterans, disabled veterans and emphasizing those veterans who are 30
percent or more disabled. You may attach supporting graphs, charts, and addendums if
the information provided pertains to the requirement.

# of Employees — Provide the total number of employees within the agency.

# of Veterans — Provide the total number of veterans within the agency.

# of Disabled Veterans - Provide the total number of disabled veterans within the
agency.
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11.

12.

13.

14.

15.

16.

17.

18.

19.

# of 30% or More Disabled Veterans — Provide the total number of 30% or more
disabled veterans within the agency.

Did agency provide an assessment of the current status of disabled veterans,
especially those that are 30 percent or more diabled? —- OPM DVAAP Manager
should click on “Yes”, “Somewhat” or “No” to indicate if the agency provided an
assessment of the current status of disabled veterans, especially those that are 30

percent or more disabled.

A description of recruiting methods which will be used to seek out disabled veteran
applicants, including special steps to be taken to recruit veterans who are 30 percent
or more disabled — Provide a description of recruiting methods which will be used to
seek out disabled veteran applicants, including special steps to be taken to recruit
veterans who are 30 percent or more disabled. You may attach supporting addendums if
the information provided pertains to the requirement.

Did your agency provide a description of recruiting methods that they will use to
seek out disabled veterans? - OPM DVAAP Manager should click on “Yes”,
“Somewhat” or “No” to indicate if the agency provided a description of recruiting
methods that they will use to seek out disabled veterans.

Did your agency provide special steps that would be taken to recruit 30 percent or
more disabled veterans? - OPM DVAAP Manager should click on “Yes”, “Somewhat”
or “No” to indicate if the agency provided special steps that would be taken to recruit 30
percent or more disabled veterans.

A description of how the agency will provide or improve internal advancement
opportunities for disabled veterans — Provide a description of how the agency will
provide or improve internal advancement opportunities for disabled veterans. You may
attach supporting addendums if the information provided pertains to the requirement.
Did your agency provide a description of how they will provide internal
advancement opportunities for disabled veterans? - OPM DVAAP Manager should
click on “Yes”, “Somewhat” or “No” to indicate if the agency provided a description of
how they will provide internal advancement opportunities for disabled veterans.

If needed, is there a plan of how your agency will improve internal advancement
opportunities for disabled veterans? - OPM DVAAP Manager should click on “Yes”,
“Somewhat”, “No”, or “Not Needed” to indicate if agency provided a description of how
they will improve internal advancement opportunities for disabled veterans.

A description of how the agency will inform its operating components and field
installations, on a regular basis, of their responsibilities for employing and
advancing disabled veterans — Provide a description of how the agency will inform its
operating components and field installations, on a regular basis, of their responsibilities
for employing and advancing disabled veterans. You may attach supporting addendums if
the information provided pertains to the requirement. For agencies that do not have
operating components or field installations, state in the form field N/A.
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20.

21.

22.

23.

24,

25.
26.
27,
28.
29.
30.
31.
32.
33.
34.
35.
36.

37.

Did your agency provide a description on how they will inform their operating
components and field installations, on responsibilities such as the employment and
advancement of disabled veterans? - OPM DVAAP Manager should click on “Yes”,
“Somewhat”, “No”, or “Not Applicable” to indicate if agency provided a description on
how they will inform their operating components and field installations on a regular
basis, on responsibilities such as the employment and advancement of disabled veterans.
Not Applicable for agencies that do not have operating components or field installations.
A description of how the agency will monitor, review, and evaluate its planned
efforts, including implementation at operating component and field installation
levels during the period covered by the plan — Provide a description of how the agency
will monitor, review, and evaluate its planned efforts, if applicable, including
implementation at operating component and field installation levels during the period
covered by the plan. You may attach supporting addendums if the information provided
pertains to the requirement.

Did your agency provide a description on how they will monitor, review and
evaluate its planned efforts? OPM DVAAP Manager should click on “Yes”,
“Somewhat” or “No” to indicate if the agency provides a description on how they will
monitor, review and evaluate its planned efforts.

POC’s Name, Email, and Phone Number of Operating Components and Field
Installations — If applicable provide point of contact’s name, email, and phone number
of operating components and field installations.

Dates of the Period of Time the Plan is Covered — Provide the start date of the plan and
the end date of the plan.

Agency Name — Provide the name of the agency.

DVAAP POC’s Name — Provide the DVAAP point of contact’s name.

Title — Provide the title of the point of contact.

Telephone Number — Provide the phone number of the point of contact.

Email — Provide the email of the point of contact.

Date Plan Last Amended — Provide the date of when the plan was last amended.

Date Effective — Provide the date when the plan is effective.

DVAAP Certifying Official’s Name — Provide the DVAAP Certifying Official’s name.
Title — Provide the title of the DVAAP Certifying Official.

Telephone Number — Provide the phone number of the DVAAP Certifying Official.
Email — Provide the email of the DVAAP Certifying Official.

DVAAP Certifying Official Signature — DVAAP Certifying Official must provide an
electronic signature or print out the page and hand sign the plan certification.

Date — Provide the date that plan was signed.
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	Multi1: Together with the rest of the Federal Government, the National Science Foundation (NSF) has an obligation to assist disabled veterans, especially those individuals who, as a result of their military service, have lost opportunities to pursue education and training toward civilian careers. Of particular concern are those veterans who were disabled during their service to our country. Therefore, it is the policy of NSF and the purpose of this Disabled Veterans Affirmative Action Plan (DVAAP) to ensure that disabled veterans, especially those who are 30 percent or more disabled, are considered for employment and advancement opportunities. 

NSF managers and supervisors are responsible for achieving the goals in this plan with the assistance and support of the agency’s Division of Human Resource Management (HRM). This plan covers all NSF Directorates and Offices.
 
	Multi2: This assessment data provides a snapshot of the current status of the National Science Foundation's (NSF) disabled veteran workforce at the end of FY2017. The data highlights how NSF’s workforce changed in terms of on-board staff, accessions, separations, and promotions from October 1, 2016 through September 30, 2017.  Data in this section does not include those assigned to NSF under the Interagency Personnel Act (IPA) since IPAs are not Federal employees.  A breakout of the data is provided in Appendix A.

Overall Workforce: Between FY2016 and FY2017, NSF’s overall staff population increased by 31 employees. During that same timeframe, the total number of veterans on-board increased by 4 (101 to 105). In FY2016, NSF employed 45 disabled veteran employees, making up approximately 44.6 percent of the Foundation’s veteran population. In FY2017, this number increased to 53 disabled veteran employees, making up approximately 50.5 percent of the veteran workforce.

Veterans on their First Federal Appointment: The overall number of veterans who were hired on their first Federal appointment decreased by 4 from FY16 to FY17 (from 8 to 4).  However, the percentage of these new veteran hires that were 30% or more disabled veterans increased from 12.5% in FY16 to 75% in FY17.   

Veterans on either their First Federal Appointment or Transfers: In FY17, NSF made strides in hiring a higher percentage of 30% or more disabled veterans as part of the total number of veterans hired.  The number of total veterans who were hired on either their first Federal appointment or transferred in from another agency increased by 2 from FY16 to FY17 (from 14 to 16).  The number of 30% or more disabled veterans during this same period increased by 4 (from 5 to 9). In FY16, 30% or more disabled veterans made up 35.7 percent of all veteran hires in this category.  In FY17, that number increased to 56.3 percent of all veteran hires.    

Separations: NSF’s total number of employees (both veterans and non-veterans) who separated from the Foundation from FY16 to FY17 decreased by 47 (276 to 229).  The percentage of the total separations that were veterans during this time period decreased from 8.0 percent to 6.3 percent.  The percentage of the total separations that were 30% or more disabled veterans during this time period decreased slightly from 2.2 percent to 1.8 percent.  

Promotions: In FY17, the promotion of veterans made up 11.5 percent of all promotions at NSF.  That is in comparison to FY16 in which 14.1 percent of the total promotions were veterans. In FY17, the promotion of 30% or more disabled veterans made up 4.7 percent of all promotions; in FY16 the percentage was 4.0 percent.
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	Multi3: National Science Foundation’s (NSF) disabled veteran recruitment and outreach efforts will include a variety of resources, including HRM staff, the Veterans Employment Coordinator (VEC), and hiring managers and other staff at the Foundation. NSF’s planned activities to recruit disabled veterans are detailed below.  

Division of Human Resource Management (HRM): 

As the primary recruitment organization at NSF, HRM will continue to pursue a diverse group of candidates, to include disabled veterans, to fill its open positions. As part of this effort, HRM will:

* Send Regular Job Opportunity Announcements to a variety of resources that target outreach to 
   disabled veterans and underrepresented groups.
* Provide Preference Eligible Resumes to Managers and Selecting Officials with an emphasis on direct 
   hire authorities for disabled veterans.
* Work with NSF’s Office of Diversity and Inclusion on outreach activities to enhance the diversity of the 
   workforce. 

Veterans Employment Coordinator (VEC):

The VEC, HRM staff, and hiring managers will contribute significantly to emphasizing the value of the disabled veterans community at NSF. The VEC will continue successful initiatives from past years and implement new measures moving forward. More specifically, the VEC will: 

* Maintain contact with organizations that provide services to disabled veterans.
* Continue to utilize the Pathways Programs and partner with student Veteran Employment Counselors.
* Work to identify specific jobs that can be filled more readily with disabled veterans.
* Schedule regular briefings with senior leaders and managers.
* Continue the Veterans Working Group within NSF to support the agency’s disabled veterans.
* Build relationships with other VEPOs at various Federal agencies and OPM.
* Utilize Vet2Fed to enhance a Pathways Intern program for reaching out to disabled veterans.
* Develop a more robust Veterans Buddy Program at NSF to support new veterans to the agency.
* Promote and disperse Veterans Hiring Education Program to managers and all involved in hiring process.
* Pursue strategies for a more comprehensive tracking system for disabled veteran outreach activities.
* Focus on strategies for increasing the hiring of disabled veterans in STEM occupations.
* Place greater emphasis on utilizing the Non-Paid Work Experience (NPWE) program.
* Enhance internal NSF Non-Competitive Hiring Education Program in conjunction with the NSF Academy.
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	Multi4: The National Science Foundation (NSF) is committed to working with disabled veterans to provide job counseling, training, mentoring, and other internal advancement opportunities once qualified disabled veterans are hired. By providing these opportunities, NSF seeks to retain an engaged and dynamic disabled veteran workforce to support mission goals into the future. The Foundation’s goal in FY2018 is to create further advancement opportunities for disabled veterans, recognizing the value and importance of ongoing development and representation at all levels of the agency.

NSF plans to implement and/or continue using the following methods to improve participation and disabled veteran advancement opportunities across NSF:

* Continue to utilize internal training opportunities through the NSF Academy.
* Partner with our Office of Diversity and Inclusion (ODI) to reduce barriers and maximize promotion 
   opportunities.
* Continue to utilize workforce data provided by NSF’s Strategic Human Capital Planning Branch to 
   identify and develop optimal strategies for improving retention and promotion opportunities. 
* Pursue avenues for capturing data from separating disabled veterans to increase understanding of areas in 
   which NSF can improve retention and promotion opportunities.
* Encourage the increased use of cross training and developmental assignments for veterans.
* Encourage the increased use of tailored Individual Development Plans.
* The Veterans Employment Coordinator will commit to disabled veteran focused training for the 
   agency in May and November. This effort will coincide with Memorial Day and Veterans Day activities.
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	Multi5: The National Science Foundation (NSF) consists of approximately 1,488 employees, who are primarily stationed at the agency’s primary office in Alexandria, VA. Other than two very small offices overseas, NSF does not have any field installations. At the primary facility in Alexandria, VA, NSF is organized into seven science Directorates, an Office of the Director, two support offices (for budget/finance and information management), an Office of the Inspector General, and a National Science Board Office.  The following methods will be used to promote internal awareness of the DVAAP for both disabled veterans and the larger NSF community. NSF hopes to continue implementing or initiating these activities based on the availability of resources: 

* Continue to monitor the use of management directives on diversity with special emphasis on persons 
   with disabilities in the NSF workplace, incorporating new awareness initiatives into existing activities. 
* Continue promoting internal awareness activities, including hosting the highly successful Memorial 
   Day and Veterans Day Commemoration Events, and publicly recognizing NSF managers who champion 
   veterans. NSF has and will continue to encourage the participation of senior leadership in events.
* More frequently disseminate resumes to managers and selecting officials for disabled veterans’
   preference eligible candidates who qualify for the non-competitive hiring authority. 
* Encourage supervisors to pursue more non-competitive appointments of 30 percent or more disabled 
   veterans to increase the number of disabled veteran opportunities provided by NSF.
* Pursue strategies for supervisors and managers to increase their commitment to furthering equal 
   employment opportunity for underrepresented groups. 
* Pursue educational events to help to promote the hiring of veterans and encourage upper level 
   management participation in such events. Dissemination to be done across all levels within the hiring process.
* Continue use of Service Team meetings with its customers to inform hiring managers of
   opportunities to hire disabled veterans, such as special appointing authorities, upcoming job fairs, and other
   veteran outreach events in which the Division of Human Resources Management (HRM) can partner with
   hiring managers to participate.
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	Multi6: The National Science Foundation (NSF) consists of approximately 1,488 employees located primarily in Alexandria, VA. NSF does not have any field directorates or any specific satellite offices in the U.S.  NSF will monitor and review its progress in recruiting, hiring, and advancing disabled veterans through the annual development and application of the DVAAP Action Plan. The DVAAP Accomplishment Report allows NSF’s Veterans Employment Coordinator (VEC) to evaluate and report on the agency’s annual progress towards reaching the goals established in the DVAAP Action Plan. In addition to using the annual DVAAP tools as a means for evaluation, the VEC is committed to scheduling quarterly meetings that will include both managers from the Division of Human Resources Management (HRM) and from NSF’s Directorates and Offices to review and monitor progress against the goals and ideas set forth in the DVAAP Plan. Finally, NSF will continue to conduct mid-year reviews to ensure that the agency adheres to the milestones set in the Action Plan.

HRM has a process for evaluating human capital programs at the Foundation. HRM’s specific evaluation focus is on mission alignment, effectiveness, and compliance with all legal requirements and external mandates. As an extension of this system, NSF employs a robust internal accountability process that calls for regular review and evaluation of HRM activities, such as recruitment initiatives, both in general and specific to the veteran population.  

	Multi7: Points of contact within the organizations are provided below.

Division of Human Resource Management (HRM)
  
Name:   Jeffrey Cunningham
Title:      Branch Chief, Staffing and Classification
Email:    jcunning@nsf.gov
Telephone:   (703) 292-2558

Veteran Employment Coordinator (VEC)
 
Name:    Trad Leavitt
Title:       Veterans Employment Coordinator 
Email:     tleavitt@nsf.gov
Telephone:   (703) 292-4334

Office of Diversity and Inclusion (ODI)
  
Name:   Rhonda Davis
Title:      Director, Office of Diversity and Inclusion
Email:    rjdavis@nsf.gov
Telephone:   (703) 292-8020 
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