Disabled Veterans Affirmative Action Program (DVAAP) Accomplishment Report

1. Agency |U-S. Department of the Interior 2. Fy |2025

3. POC Name |Angela Mettling 4. Phone| (202) 631-0320

5. Methods used to recruit and employ disabled veterans, especially those who are 30 percent or
more disabled (Attach supporting addendums if needed)

The Departmenbf the Interior (DOI) activelyrecruitsandemploysdisabledveteransparticularlythosewith a
30 percentor greaterdisability rating, to supportits missionof protectingandmanaginghe Nation’snatural
resourcesindculturalheritage To meetits workforceneedsPOI bureausandofficeshaveimplementedh
variety of targetedutreachandhiring strategies.

TheBureauof IndianEducation(BIE) engaged alentRecruiterdo attractapplicantswith Indianpreferenceand
disabledveteranspreferenceTheserecruitersparticipatein collegeandjob fairs with largeveteranpopulations
andattendNative Americanveterarrecruitmentevents.Jobannouncemen@resharedwvith veteran
organizationsincludingthe NavajoNation VeteransAdministrationwebsite andpartnershipfavebeen
establishedvith Orion Talentandthe SouthDakotaDepartmentf VeteransAffairs to recruitdisabledveterans.

TheBureauof LandManagemen{BLM) Fire ExternalAffairs teampromotesseteranengagemerthrough
socialmediaplatformssuchasFacebookX, andInstagranby highlightingveterarfire crews.Theteamhas
producedvideospublishedon YouTubeandfeaturedBLM veteransonthe Wildfire MattersPodcast

TheBureauof Reclamatio(BOR) emphasizeseteranoutreactthroughparticipationin virtual andin-person
careelfairs andthroughengagemenwith vocationalrehabilitationcounselorsuniversityveteranservicecenters|
tradeschools nonprofitveteranorganizationsandthe WorkforceRecruitmenProgram(WRP).BOR also
promotesnoncompetitiveappointmente&ndeducates$iring manager®n the benefitsof hiring disabledveterans
while leveragingsocialmediaandprofessionahetworkssuchasHandshakandLinkedin.

TheBureauof SafetyandEnvironmentaEnforcemen{BSEE)maximizeddisabledveteranappointments
throughthe useof variousappointmengauthoritiesBSEE utilized the DelegatedExaminingAuthority to recruit
from all sourcesgreatingalargerapplicantpool to reachdisabledveteransaandotherbestqualified candidates.

Thelnterior BusinesCenter(IBC) employsa multifacetedapproacho recruitandemploydisabledveterans,
leveraginga combinationof specializechiring authoritiestargetedutreachandstrongpartnershipso attract
andretaintalentedveteransIBC maintainsactivepartnershipsvith disabledveteransupportprograms,
participationin veteran-focusebb fairs andeventsandutilizesaninternaleventnotification systemwhich
allowsHR andhiring managerso coordinateandtrack attendancat variousoutreachandrecruitmentevents.

Continued:

6. OPM DVAAP Manager Official Use Only: Is there an explanation of the recruitment and employment
methods they have used?

Yes O SomewhatO No O
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Disabled Veterans Affirmative Action Program (DVAAP) Accomplishment Report

1. Agency |U-S. Department of the Interior 2. FY [2025

3. POC Name |Angela Mettling 4. Phone|(202) 631-0320

5. Methods used to recruit and employ disabled veterans, especially those who are 30 percent or
more disabled (Attach supporting addendums if needed)

Continued:

The National Park Service (NPS) demonstrates its commitment by hosting multiple Department of Defense
SkillBridge participants, creating meaningful pathways for transitioning disabled veteran service members into
federal careers and resulting in successful job placements. NPS regions worked closely with hiring managers to
ensure they are well-informed about disabled veteran hiring flexibilities, conducted proactive targeted outreach
and recruitment efforts, implemented streamlined hiring and onboarding activities, and collaborated with Equal
Employment Opportunity and Special Emphasis Program Managers to monitor employment trends, identify
barriers, and recommend adjustments to recruitment strategies to enhance access for disabled veterans.

The Office of Surface Mining Reclamation and Enforcement (OSMRE) promotes disabled veteran employment
by continuing outreach partnerships with veteran placement hiring organizations such as American Veterans
(AMVETS). The HR team collaborates with leadership and hiring managers to attend veteran recruitment fairs
and monitors the hiring of disabled veterans.

The U.S. Fish and Wildlife Service (USFWS) continues to use social media, including its FWS Careers
Facebook page and Twitter account, to promote career opportunities. The Office of Communication highlights
success stories of FWS veterans in newsletters and on the agency’s website. FWS maintains and updates its
careers web page to provide detailed information on employment and internship opportunities for disabled
veterans, while ensuring that managers, supervisors, and HR specialists complete annual veterans training.

The U.S. Geological Service (USGS) Science Centers actively collaborate with veteran organizations, local
governments, colleges, and military bases to promote job opportunities and recruit disabled veterans. They
leverage programs like Pathways, SkillBridge, and WRP to fill entry-level and hard-to-fill positions, while also
engaging through job boards, social media, conferences, and educational outreach.

6. OPM DVAAP Manager Official Use Only: Is there an explanation of the recruitment and employment
methods they have used?

Yes O SomewhatO No O
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7. Methods used to provide or improve internal advancement opportunities for disabled
veterans (Attach supporting addendums if needed)

The Department of the Interior (DOI) employs multiple strategies to strengthen internal advancement
opportunities for disabled veterans. Human Resources teams across the Department collaborate with hiring
managers and leadership to address workforce and succession planning, provide guidance on outreach and
recruitment options, and implement career development programs tailored to the needs of disabled veteran
employees.

Several organizations, such as the Bureau of Indian Affairs (BIA), BLM, and BOR, engage hiring managers
during pre-recruitment and strategic recruitment discussions to identify options that support internal mobility
for veterans and disabled veterans.

BIE has introduced career-ladder positions to create clear pathways for advancement among internal disabled
veteran employees.

NPS maintained its commitment to advancing disabled veterans, particularly those with a 30% or greater
disability rating, by leveraging non-competitive hiring authorities, promoting IDPs, and offering temporary
and developmental opportunities. The agency reinforced these efforts through manager engagement, strategic
consultations, and outreach programs such as DoD SkillBridge and ProRanger, ensuring veterans have clear
pathways for career growth. These initiatives reflect NPS’s dedication to removing barriers and fostering
long-term advancement for disabled veterans within its workforce.

OSMRE partners with the Computer/Electronic Accommodations Program (CAP) to provide assistive
technology and related services to employees with disabilities, including disabled veterans, to enhance job
performance.

USFWS encourages all employees, including disabled veterans, to complete IDPs with their supervisors. These
plans help identify training and development needs essential for success in current roles and support career
growth and professional advancement.

USGS requires all employees to complete IDPs or Learning Plans annually, with additional training mandates
for disabled veterans hired under the Veterans Recruitment Appointment (VRA). At USGS, career development
is supported through programs like Pathways, leadership training, mentoring, and career ladders, alongside
non-competitive hiring authorities such as VRA and Schedule A. HR and Equal Opportunity offices also provide
reasonable accommodations and ongoing guidance to ensure disabled veterans have clear pathways for
advancement.

8. OPM DVAAP Manager Official Use Only: Does agency explain the career advancement methods they
have used?

Yes O Somewhat@ No O
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9. A description of how the activities of major operating components and field installations were
monitored, reviewed, and evaluated (Attach supporting addendums if needed)

The Department of the Interior (DOI) employs multiple strategies to monitor and evaluate its efforts to recruit,
hire, and advance disabled veterans. The Veterans Employment Program Officer (VEPO) tracks hiring data
using reports from the Federal Personnel and Payroll System (FPPS) and USA Staffing. In addition to data
analysis, the VEPO leads inter-agency Bureau Expert Teams, collaborates with other federal VEPO personnel,
and participates in roundtables and meetings focused on veteran recruitment, placement, advancement, and
retention. Through these engagements, the VEPO ensures that all operating components receive consistent,
actionable information to support veteran employment initiatives.

BOR integrates Disabled Veterans Affirmative Action Program (DVAAP) reports into its Human Capital
strategic priorities. Human Resources, the Diversity Management Team, and the Equal Employment Office
continuously monitor and evaluate activities related to hiring disabled veterans to identify trends and barriers.

IBC conducts an annual review of recruitment and hiring data for disabled veterans, including those with a
30% or greater disability rating, to monitor progress and set goals for increasing representation. Findings are
compiled into an annual report submitted to DOI, which tracks improvements, evaluates activities and
feedback, and informs updates to future strategies for disabled veteran employment and advancement.

NPS has implemented robust monitoring and evaluation measures to assess veteran hiring practices,
workforce composition, and advancement opportunities. Training programs and professional development
initiatives are reviewed for accessibility and effectiveness, while benchmarking and leadership briefings
provide insights into workforce demographics, promotions, separations, and incentive usage. Through data
analysis, hiring authority reviews, and leadership engagement, NPS ensures that disabled veterans have
meaningful access to opportunities and remain integral to building a mission-ready workforce.

The Office of Inspector General (OIG) conducts quarterly meetings between the Human Resources Director
and the Inspector General for Management to review disabled veteran hiring initiatives. HR staff monitor
workforce gains and losses to evaluate hiring trends and inform leadership decisions.

USGS tracks veteran employment performance through recruitment assessments, training programs, and
continuous support initiatives. The Veterans Employment Program Manager monitors hiring goals and
provides resources to HR staff for targeted outreach. Quarterly Supervisory Challenge Training educates new
supervisors on veteran hiring practices, and regular updates to executive leadership include employment data
to encourage the use of hiring authorities for disabled veterans.

10. OPM DVAAP Manager Official Use Only: Does agency describe how they monitored, reviewed and
evaluated their their DVAAP Activities? (If applicable as well as for major operating components and field
installations)

Yes O SomewhatO No O

Page 3
OPM Form 5111
11/2023




11. An explanation of the agency's progress in implementing its affirmative action plan during
the fiscal year. Where progress has not been shown, the report will cite reasons for the lack of
progress, along with specific plans for overcoming cited obstacles to progress
(Attach supporting addendums if needed)

DOI continues to demonstrate progress implementing its affirmative action plan for disabled veterans through
collaborative efforts of our Human Capital representatives, hiring managers, and leadership team members.
DOI employees increased participation in events, fairs, and webinars which has improved disabled veteran
interest and awareness in apprenticeships, fellowships, internships, and permanent careers with the DOI.

The DOI organizations added 678 new disabled veteran employees to the overall DOI workforce in FY 2025,
resulting in an increase from 7,206 disabled veteran employees in FY 2024, to 7,884 disabled veteran employees
in FY 2025. This represented an increase from 9.27% to 10.48%.

The Bureau of Land Management (BLM) supports disabled veteran employment through hiring preferences,
non-competitive authorities, and partnerships with military programs, vocational rehabilitation services, and
veteran organizations to strengthen recruitment and outreach. BLM employed several wildland fire crews
composed of military veterans, providing specialized training in leadership, risk management, logistics, and
emergency medicine to help disabled veterans transition into careers in wildland fire and other land
management roles.

The Bureau of Reclamation (BOR) remains committed to providing equal employment and advancement
opportunities for disabled veterans through education, outreach, and partnerships with veteran service
organizations, vocational rehabilitation counselors, and military programs. BOR continues leveraging
non-competitive hiring authorities, virtual outreach, and tools like USAJOBS Agency Talent Portal to identify
qualified candidates while promoting training, career development, and participation in programs like VA
non-paid work experience.

The National Park Service (NPS) advanced its affirmative action goals for disabled veterans by promoting
non-competitive hiring authorities, increasing awareness among hiring managers, and sustaining outreach
partnerships with veteran organizations and military programs. NPS developed targeted strategies for FY 2026,
including expanding veteran hiring flexibilities, enhancing outreach, addressing geographic barriers, and
improving data tracking.

The U.S. Geological Service (USGS) continues to strengthen partnerships with hiring managers, HR specialists,
and veteran organizations to improve recruitment and retention of disabled veterans. Through outreach
events, training sessions, informational resources, and the use of special hiring authorities, USGS builds
pipelines of qualified candidates while educating managers on effective hiring strategies.

12. OPM DVAAP Manager Official Use Only: Does agency explain the progress in implementing DVAAP? If
there was no progress, were there reasons for the lack of progress or challenges and specific plans for
overcoming their challenges?

Yes O Somewhat O No O
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13. POC’s Name, Email, and Phone Number of Operating Components and Field

Installations (If Applicable)

BUREAU OF INDIAN AFFAIRS (BIA)
C.J. Walks Slow, charles.walksslow@bia.gov, 406-247-7956

BUREAU OF INDIAN EDUCATION (BIE)
Sasha Lewis, sasha.lewis@bie.edu, 480-500-9537

BUREAU OF LAND MANAGEMENT (BLM)
Karen Irons, kirons@blm.gov, 941-299-1929

BUREAU OF OCEAN AND ENERGY MANAGEMENT (BOEM)
Deanna Benedetti, deanna.benedetti@boem.gov, 907-334-5282

BUREAU OF RECLAMATION (BOR)
Jennifer Hagenston, jhagenston@usbr.gov, 636-284-8429

BUREAU OF SAFETY AND ENVIRONMENTAL ENFORCEMENT (BSEE)
Ronald Coffey, ronald.coffey@bsee.gov, 703-787-1505

BUREAU OF TRUST FUNDS ADMINISTRATION (BTFA)
Margaret Williams, margaret_williams@btfa.gov, 505-816-1052

INTERIOR BUSINESS CENTER (IBC)
Jessica Romero, Jessica_Romero@ibc.doi.gov, 303-969-5508

NATIONAL PARK SERVICE (NPS)
Katrina Williams, katrina_williams@nps.gov, 267-252-2592

OFFICE OF THE INSPECTOR GENERAL (OIG)
Tyaomi Antoine, tyaomi_antoine@doioig.gov, 703-263-5811

OFFICE OF THE SECRETARY
Cynthia Piper, cynthia.piper@bsee.gov, 703-787-1442

OFFICE OF THE SOLICITOR
Ingrid Burford, ingrid.burford@sol.doi.gov, 202-590-5893

OFFICE OF SURFACE MINING RECLAMATION & ENFORCEMENT (OSMRE)

Nicholas Rice, nrice@osmre.gov, 202-308-5394

U.S. FISH AND WILDLIFE SERVICE (USFWS)
Bill Fuller, bill_fuller@fws.gov, 703-358-2367

U.S. GEOLOGICAL SURVEY (USGS)
Audrey Tsujita, atsujita@usgs.gov, 916-278-9395
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Agency Disabled Veterans Affirmative Action Program Accomplishment Report

Electronic Reporting Instructions

General Instructions:

1. Complete all items and questions in the forms field.

2. Electronic Requirements - Agency should only submit data for what they have

accomplished the previous Fiscal Year in accordance with the minimal requirements
of the accomplishment report content from Title 5 CFR Part 720 Subpart C, which is
provided on this form.

Collection of accomplishment data requires a completed accomplishment report data
element that has been recorded throughout the previous Fiscal Year.
Accomplishment reports 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 Accomplishment Report Information

1.

2.

Agency - Provide the name of the agency.

FY - Provide the Fiscal Year of which the accomplishment report will be covered
under. Examples: 2023.

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

Phone - Provide the phone number of point of contact.

Methods used to recruit and employ disabled veterans, especially those who are 30
percent or more disabled - Provide methods used to recruit and employ disabled
veterans, especially those who are 30 percent or more disabled. You may attach
supporting addendums if the information provided pertains to the requirement.

Is there an explanation of the recruitment and employment methods they have
used? - OPM DVAAP Manager should click on “Yes”, “Somewhat” or “No” to indicate if
the agency provided an explanation of the recruitment and employment methods they
have used.

Methods used to provide or improve internal advancement opportunities for
disabled veterans - Provide methods used to offer or improve internal advancement
opportunities for disabled veterans. You may attach supporting addendums if the
information provided pertains to the requirement.

Does agency explain the career advancement methods they have used?

OPM DVAAP Manager should click on “Yes”, “Somewhat” or “No” to indicate if the
agency explains the career advancement methods they have used.
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10.

11.

12.

13.

A description of how the activities of major operating components and field
installations were monitored, reviewed, and evaluated - Provide a description of
how the activities of major operating components and field installations were
monitored, reviewed, and evaluated. You may attach supporting addendums if the
information provided pertains to the requirement.

Does agency describe how they monitored, reviewed and evaluated their DVAAP
Activities? -OPM DVAAP Manager should click on “Yes”, “Somewhat” or “No” to
indicate if the agency provided a description of how they monitored, reviewed and
evaluated their DVAAP Activities. If applicable, indicate as well for major operating
components and field installations.

An explanation of the agency's progress in implementing its affirmative action plan
during the fiscal year. Where progress has not been shown, the report will cite
reasons for the lack of progress, along with specific plans for overcoming cited
obstacles to progress - Provide an explanation of the agency's progress in
implementing its affirmative action plan during the fiscal year. Where progress has not
been shown, the report should cite reasons for the lack of progress, along with specific
plans for overcoming cited obstacles to progress. You may attach supporting
addendums if the information provided pertains to the requirement.

Did agency explain the progress in implementing DVAAP? If there was no progress,
were there reasons for the lack of progress or challenges and specific plans for
overcoming their challenges? -OPM DVAAP Manager should click on “Yes”,
“Somewhat” or “No” to indicate if the agency explained the progress in implementing
DVAAP. If there was no progress, were there reasons for the lack of progress or
challenges and specific plans to overcoming their challenges?

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.
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	Methods 2: The Department of the Interior (DOI) employs multiple strategies to strengthen internal advancement opportunities for disabled veterans. Human Resources teams across the Department collaborate with hiring managers and leadership to address workforce and succession planning, provide guidance on outreach and recruitment options, and implement career development programs tailored to the needs of disabled veteran employees.

Several organizations, such as the Bureau of Indian Affairs (BIA), BLM, and BOR, engage hiring managers during pre-recruitment and strategic recruitment discussions to identify options that support internal mobility for veterans and disabled veterans.

BIE has introduced career-ladder positions to create clear pathways for advancement among internal disabled veteran employees. 

NPS maintained its commitment to advancing disabled veterans, particularly those with a 30% or greater disability rating, by leveraging non-competitive hiring authorities, promoting IDPs, and offering temporary and developmental opportunities. The agency reinforced these efforts through manager engagement, strategic consultations, and outreach programs such as DoD SkillBridge and ProRanger, ensuring veterans have clear pathways for career growth. These initiatives reflect NPS’s dedication to removing barriers and fostering long-term advancement for disabled veterans within its workforce.

OSMRE partners with the Computer/Electronic Accommodations Program (CAP) to provide assistive technology and related services to employees with disabilities, including disabled veterans, to enhance job performance.

USFWS encourages all employees, including disabled veterans, to complete IDPs with their supervisors. These plans help identify training and development needs essential for success in current roles and support career growth and professional advancement.

USGS requires all employees to complete IDPs or Learning Plans annually, with additional training mandates for disabled veterans hired under the Veterans Recruitment Appointment (VRA). At USGS, career development is supported through programs like Pathways, leadership training, mentoring, and career ladders, alongside non-competitive hiring authorities such as VRA and Schedule A. HR and Equal Opportunity offices also provide reasonable accommodations and ongoing guidance to ensure disabled veterans have clear pathways for advancement.
	Methods 3: The Department of the Interior (DOI) employs multiple strategies to monitor and evaluate its efforts to recruit, hire, and advance disabled veterans. The Veterans Employment Program Officer (VEPO) tracks hiring data using reports from the Federal Personnel and Payroll System (FPPS) and USA Staffing. In addition to data analysis, the VEPO leads inter-agency Bureau Expert Teams, collaborates with other federal VEPO personnel, and participates in roundtables and meetings focused on veteran recruitment, placement, advancement, and retention. Through these engagements, the VEPO ensures that all operating components receive consistent, actionable information to support veteran employment initiatives.

BOR integrates Disabled Veterans Affirmative Action Program (DVAAP) reports into its Human Capital strategic priorities. Human Resources, the Diversity Management Team, and the Equal Employment Office continuously monitor and evaluate activities related to hiring disabled veterans to identify trends and barriers.

IBC conducts an annual review of recruitment and hiring data for disabled veterans, including those with a 30% or greater disability rating, to monitor progress and set goals for increasing representation. Findings are compiled into an annual report submitted to DOI, which tracks improvements, evaluates activities and feedback, and informs updates to future strategies for disabled veteran employment and advancement.

NPS has implemented robust monitoring and evaluation measures to assess veteran hiring practices, workforce composition, and advancement opportunities. Training programs and professional development initiatives are reviewed for accessibility and effectiveness, while benchmarking and leadership briefings provide insights into workforce demographics, promotions, separations, and incentive usage. Through data analysis, hiring authority reviews, and leadership engagement, NPS ensures that disabled veterans have meaningful access to opportunities and remain integral to building a mission-ready workforce.

The Office of Inspector General (OIG) conducts quarterly meetings between the Human Resources Director and the Inspector General for Management to review disabled veteran hiring initiatives. HR staff monitor workforce gains and losses to evaluate hiring trends and inform leadership decisions.

USGS tracks veteran employment performance through recruitment assessments, training programs, and continuous support initiatives. The Veterans Employment Program Manager monitors hiring goals and provides resources to HR staff for targeted outreach. Quarterly Supervisory Challenge Training educates new supervisors on veteran hiring practices, and regular updates to executive leadership include employment data to encourage the use of hiring authorities for disabled veterans.

	Methods 4: DOI continues to demonstrate progress implementing its affirmative action plan for disabled veterans through collaborative efforts of our Human Capital representatives, hiring managers, and leadership team members. DOI employees increased participation in events, fairs, and webinars which has improved disabled veteran interest and awareness in apprenticeships, fellowships, internships, and permanent careers with the DOI.

The DOI organizations added 678 new disabled veteran employees to the overall DOI workforce in FY 2025, resulting in an increase from 7,206 disabled veteran employees in FY 2024, to 7,884 disabled veteran employees in FY 2025. This represented an increase from 9.27% to 10.48%.

The Bureau of Land Management (BLM) supports disabled veteran employment through hiring preferences, non-competitive authorities, and partnerships with military programs, vocational rehabilitation services, and veteran organizations to strengthen recruitment and outreach. BLM employed several wildland fire crews composed of military veterans, providing specialized training in leadership, risk management, logistics, and emergency medicine to help disabled veterans transition into careers in wildland fire and other land management roles.

The Bureau of Reclamation (BOR) remains committed to providing equal employment and advancement opportunities for disabled veterans through education, outreach, and partnerships with veteran service organizations, vocational rehabilitation counselors, and military programs. BOR continues leveraging non-competitive hiring authorities, virtual outreach, and tools like USAJOBS Agency Talent Portal to identify qualified candidates while promoting training, career development, and participation in programs like VA non-paid work experience.

The National Park Service (NPS) advanced its affirmative action goals for disabled veterans by promoting non-competitive hiring authorities, increasing awareness among hiring managers, and sustaining outreach partnerships with veteran organizations and military programs. NPS developed targeted strategies for FY 2026, including expanding veteran hiring flexibilities, enhancing outreach, addressing geographic barriers, and improving data tracking.

The U.S. Geological Service (USGS) continues to strengthen partnerships with hiring managers, HR specialists, and veteran organizations to improve recruitment and retention of disabled veterans. Through outreach events, training sessions, informational resources, and the use of special hiring authorities, USGS builds pipelines of qualified candidates while educating managers on effective hiring strategies.
	Extra_POC_Info: BUREAU OF INDIAN AFFAIRS (BIA)
C.J. Walks Slow, charles.walksslow@bia.gov, 406-247-7956

BUREAU OF INDIAN EDUCATION (BIE)
Sasha Lewis, sasha.lewis@bie.edu, 480-500-9537

BUREAU OF LAND MANAGEMENT (BLM)
Karen Irons, kirons@blm.gov, 941-299-1929

BUREAU OF OCEAN AND ENERGY MANAGEMENT (BOEM)
Deanna Benedetti, deanna.benedetti@boem.gov, 907-334-5282

BUREAU OF RECLAMATION (BOR)
Jennifer Hagenston, jhagenston@usbr.gov, 636-284-8429

BUREAU OF SAFETY AND ENVIRONMENTAL ENFORCEMENT (BSEE)
Ronald Coffey, ronald.coffey@bsee.gov, 703-787-1505

BUREAU OF TRUST FUNDS ADMINISTRATION (BTFA)
Margaret Williams, margaret_williams@btfa.gov, 505-816-1052

INTERIOR BUSINESS CENTER (IBC)
Jessica Romero, Jessica_Romero@ibc.doi.gov, 303-969-5508

NATIONAL PARK SERVICE (NPS)
Katrina Williams, katrina_williams@nps.gov, 267-252-2592

OFFICE OF THE INSPECTOR GENERAL (OIG)
Tyaomi Antoine, tyaomi_antoine@doioig.gov, 703-263-5811

OFFICE OF THE SECRETARY
Cynthia Piper, cynthia.piper@bsee.gov, 703-787-1442

OFFICE OF THE SOLICITOR
Ingrid Burford, ingrid.burford@sol.doi.gov, 202-590-5893
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Nicholas Rice, nrice@osmre.gov, 202-308-5394

U.S. FISH AND WILDLIFE SERVICE (USFWS)
Bill Fuller, bill_fuller@fws.gov, 703-358-2367

U.S. GEOLOGICAL SURVEY (USGS)
Audrey Tsujita, atsujita@usgs.gov, 916-278-9395
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	Agency: U.S. Department of the Interior
	FY: 2025
	POC: Angela Mettling
	Phone: 202-631-0320
	Methods: The Department of the Interior (DOI) actively recruits and employs disabled veterans, particularly those with a 30 percent or greater disability rating, to support its mission of protecting and managing the Nation’s natural resources and cultural heritage. To meet its workforce needs, DOI bureaus and offices have implemented a variety of targeted outreach and hiring strategies.

The Bureau of Indian Education (BIE) engages Talent Recruiters to attract applicants with Indian preference and disabled veterans’ preference. These recruiters participate in college and job fairs with large veteran populations and attend Native American veteran recruitment events. Job announcements are shared with veteran organizations, including the Navajo Nation Veterans Administration website, and partnerships have been established with Orion Talent and the South Dakota Department of Veterans Affairs to recruit disabled veterans.

The Bureau of Land Management (BLM) Fire External Affairs team promotes veteran engagement through social media platforms such as Facebook, X, and Instagram by highlighting veteran fire crews. The team has produced videos published on YouTube and featured BLM veterans on the Wildfire Matters Podcast

The Bureau of Reclamation (BOR) emphasizes veteran outreach through participation in virtual and in-person career fairs and through engagement with vocational rehabilitation counselors, university veteran service centers, trade schools, nonprofit veteran organizations, and the Workforce Recruitment Program (WRP). BOR also promotes noncompetitive appointments and educates hiring managers on the benefits of hiring disabled veterans, while leveraging social media and professional networks such as Handshake and LinkedIn.

The Bureau of Safety and Environmental Enforcement (BSEE) maximized disabled veteran appointments through the use of various appointment authorities. BSEE utilized the Delegated Examining Authority to recruit from all sources, creating a larger applicant pool to reach disabled veterans and other best qualified candidates.

The Interior Business Center (IBC) employs a multifaceted approach to recruit and employ disabled veterans, leveraging a combination of specialized hiring authorities, targeted outreach, and strong partnerships to attract and retain talented veterans. IBC maintains active partnerships with disabled veteran support programs, participation in veteran-focused job fairs and events, and utilizes an internal event notification system which allows HR and hiring managers to coordinate and track attendance at various outreach and recruitment events.

Continued:
	Text4: Continued:

The National Park Service (NPS) demonstrates its commitment by hosting multiple Department of Defense SkillBridge participants, creating meaningful pathways for transitioning disabled veteran service members into federal careers and resulting in successful job placements. NPS regions worked closely with hiring managers to ensure they are well-informed about disabled veteran hiring flexibilities, conducted proactive targeted outreach and recruitment efforts, implemented streamlined hiring and onboarding activities, and collaborated with Equal Employment Opportunity and Special Emphasis Program Managers to monitor employment trends, identify barriers, and recommend adjustments to recruitment strategies to enhance access for disabled veterans.

The Office of Surface Mining Reclamation and Enforcement (OSMRE) promotes disabled veteran employment by continuing outreach partnerships with veteran placement hiring organizations such as American Veterans (AMVETS). The HR team collaborates with leadership and hiring managers to attend veteran recruitment fairs and monitors the hiring of disabled veterans.

The U.S. Fish and Wildlife Service (USFWS) continues to use social media, including its FWS Careers Facebook page and Twitter account, to promote career opportunities. The Office of Communication highlights success stories of FWS veterans in newsletters and on the agency’s website. FWS maintains and updates its careers web page to provide detailed information on employment and internship opportunities for disabled veterans, while ensuring that managers, supervisors, and HR specialists complete annual veterans training.

The U.S. Geological Service (USGS) Science Centers actively collaborate with veteran organizations, local governments, colleges, and military bases to promote job opportunities and recruit disabled veterans. They leverage programs like Pathways, SkillBridge, and WRP to fill entry-level and hard-to-fill positions, while also engaging through job boards, social media, conferences, and educational outreach.


