Disabled Veterans Affirmative Action Program (DVAAP) Plan and Plan Certification

Lageney |[J.S. Department of the Interior 2. 2026

spocName | Anoela Mettling + FhoneRumber! (202) 631-0320

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

This Plan sets forth the strategies the Department of the Interior (DOI, Department) will implement to provide
affirmative employment and advancement opportunities for qualified disabled veterans, with particular
emphasis on those who have a disability rating of 30 percent or more. These opportunities will span all aspects
of employment, including recruitment, hiring, placement, advancement, training, career development,
promotions, reassignments, awards, and other terms, conditions, and privileges of employment.

DOI is dedicated to ensuring that disabled veterans receive fair and consistent consideration in hiring,
placement, advancement, and retention, in accordance with affirmative action requirements and applicable
federal regulations. The Department will provide reasonable accommodations as necessary, following
established laws and DOI policy, to support disabled veterans in performing their duties and achieving career
success.

DOI will adhere to established policies and procedures to guarantee that disabled veterans have access to merit
promotion actions, awards, training programs, and career development opportunities. These measures are
designed to strengthen participation and progression for disabled veterans throughout their careers.

The Department will implement practices that expand opportunities for disabled veteran employees to engage
in leadership programs and career development training. DOI will actively identify and eliminate actual or
potential barriers that may hinder participation or advancement for disabled veterans, ensuring that these
employees can fully benefit from professional growth initiatives.

To promote awareness and accountability, the DOI Disabled Veterans Affirmative Action Plan (DVAAP) will be
made readily available online through relevant internal and external platforms. This will allow employees,
applicants, and stakeholders to review the Plan’s objectives and strategies and support its effective
implementation.

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

Yes O Somewhat O No O
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7. Total number 8. Number 9. Number of 11. Number of 30% or
of Employees 75,262 of Veterans | 12:846| Disabled Veterans | /o384 | More Disabled Veterans | 0,396

12. An assessment of disabled veteran employment within the agency, with emphasis on those veterans who are 30
percent or more disabled.

In FY 2025, the Department employed 75,262 employees.
Veterans represented approximately 17.1% of the Department's workforce (12,846 employees).

In FY 2025, the Department increased the number of Disabled Veterans, which accounted for a 10.5%
representation in the workforce. There were 7,884 Disabled Veterans, an increase of 678 Disabled
Veterans from the FY 2024 workforce. There were 6,356 30 Percent or More Disabled Veterans, an
increase of 1,014 30 Percent or More Disabled Veterans in FY 2025, accounting for 8.4% of the
workforce.

The Department processed 10,3331 permanent and non-permanent accessions (new hires) in FY
2025, which included 1,220 Veterans. There were 334 Disabled Veterans hired into permanent
positions.

Of the 674 permanent (non-permanent is excluded) promotions that occurred in FY 2025, 92 were
Veterans, and 39 employees that are 30 Percent or More Disabled Veterans were promoted.

Overall, FY 2025 showed hiring numbers for both Veterans and Disabled Veterans remained positive,
and the promotion rates for Veterans and Disabled Veterans are noteworthy. The Department will
continue to prioritize efforts to improve creative and diverse outreach, recruitment, retention,
training, and advancement opportunities for Veterans and Disabled Veterans.
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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 O Somewhat O No O

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)

For Fiscal Year 2026, the Department of the Interior (DOI) will implement a comprehensive set of outreach and
recruitment strategies to actively engage and attract disabled veterans, with particular emphasis on those who have a
compensable service-connected disability rating of 30 percent or more. Each bureau and office will expand its efforts
to strengthen recruitment pipelines and ensure meaningful access to employment opportunities.

The Bureau of Indian Affairs (BIA) will continue to identify outreach programs and recruitment methods for hard to
fill priority positions, including law enforcement and wildland firefighting, and emphasizing to management
officials the benefits of using veteran programs and non-competitive hiring authorities to fill their positions.

The Bureau of Indian Education (BIE) will actively advertise and promote the use of disabled veteran hiring
authorities to encourage applications. The BIE DVAAP Point of Contact will continue providing education and
guidance on employment services for disabled veterans, with special emphasis on those rated at 30 percent or more.
Hiring managers and recruiters will increase outreach at universities, colleges, and job fairs with significant veteran
populations, including those with Indian Preference, and will establish partnerships with organizations that serve
disabled veterans to broaden recruitment channels.

The Bureau of Land Management (BLM) will strengthen collaboration between Servicing Human Resources Offices
(SHROs) and the Department of Labor Veterans’ Employment and Training Service (DOL VETS) to attract
transitioning disabled service members to BLM opportunities. HR representatives will also maintain and expand
relationships with local veteran rehabilitation groups to create additional vocational rehabilitation training
opportunities.

The Bureau of Reclamation (BOR) will continue leveraging recruitment strategies to hire and advance disabled
veterans, prioritizing those with a 30 percent or higher disability rating. Reclamation will partner with Veterans
Administration Vocational Rehabilitation and Employment (VR&E) coordinators and Veteran Service Organizations
(VSO) to sponsor disabled veterans in non-paid work experience programs. Additional outreach will include
engagement with organizations such as the California Employment Development Department (EDD), VetNet,
Wounded Warrior Project, Hiring Our Heroes, and university veteran service centers. Reclamation will also promote
participation in the SkillBridge program for transitioning service members and expand support for Operation
Warfighter in offices located within 50 miles of military installations.

Continued:

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

Yes O Somewhat O No O
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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 O Somewhat O No O

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)

Continued:

The Bureauof SafetyandEnvironmentaSciencg BSEE)will continueto conductoutreachof veterancandidategor
missioncritical sciencetechnology gngineeringandmathematic§STEM) positions.BSEEprofessionalsvill attend
veteranhiring fairs andcontinueits collaboratiorwith collegesanduniversities.

The NationalParkService(NPS)will continueeducatinghiring managersn the effectiveuseof specialhiring authorities
for disabledveteransiuring outreachandrecruitmentconsultationsNPSwill maintainpartnershipsvith military and
veteranorganizationsstateworkforceagenciesySOs,andlocal VA centerswhile leveragingonlinerecruitment
platformssuchasMonster,Indeed LinkedIn,andBooleansearchechniguego identify qualified candidatesSpecial
EmphasifrogramManager{SEPM)will reviewworkforcedata,includingMD-715 reports to identify barriersto hiring
andadvancemerior individualswith disabilitiesandrecommendorrectivestrategiesTargetedecruitmenteffortswill
includeparticipationin virtual andin-persorveterancareeffairs, engagemenwith TransitionAssistancé’rogramgTAP),
andpromotionof entry-leveltraininginitiativessuchasthe Traditional TradesAdvancemenProgram(TTAP) andthe VA
VocationalRehabilitationProgram.

The Office of the Secretary’©ffice of FacilitiesandAdministrativeServiceOFAS)will expandhe useof theNon-Paid
Work Experiencd NPWE) programto employdisabledveteransandstrengtheroutreachthroughcontactsn the Veterans
Administration,stateVocationalRehabilitationDivisions,andthe WorkforceRecruitmenProgram(WRP) to connect
with local populationsof individualswith disabilities.

The Office of SurfaceMining ReclamatiorandEnforcementOSMRE)will continuemarketingvacanciesandapplying
targetedecruitmentstrategiedo increasalisabledveterarrepresentationlheseeffortswill includeoutreactthroughjob
boardssocialmedia,andengagemenwith VA VR&E, DOD OperationWarfighter(OWF), DOL, vocational
rehabilitationcentersdisability employmenbffices,andveterarresourcecentersHiring managersvill collaboratewith
HR teamdo conductoutreactthroughjob fairs, conferencesandinformationalsessions.

TheU.S. GeologicalSurvey(USGS)will conductoutreachandestablistpartnershipsvith veteranserviceorganizations,
veteran-focusefbb fairs andeventsocal VA employmentoordinatorsandmilitary installationsto build a pipelineof
disabledveterantalent. USGSwill alsodevelopvirtual eventso promotecareerdo disabledveteranswith special
emphasi®nthoseratedat 30 percentor more.

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

Yes O Somewhat O No O
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15. OPM DVAAP Manager Official use Only: Does agency provide special steps that would be taken to recruit 30
percent or more disabled veterans?

Yes O SomewhatO No O

16. A description of how the agency will provide or improve internal advancement opportunities for disabled
veterans (Attach supporting addendums if needed)

For Fiscal Year 2026, the Department of the Interior will prioritize strengthening internal advancement
opportunities for disabled veterans, particularly those with a service-connected disability rating of 30 percent
or more. These efforts will include both ongoing and new initiatives designed to ensure that disabled veterans
have the awareness, tools, resources, and opportunities necessary to progress within the organization.

BIE has developed career-ladder positions to support recruitment and create pathways for advancement
among current employees. Professional development opportunities are being integrated into Individual
Development Plans (IDP), and hiring managers are receiving guidance on mentoring and coaching strategies to
help employees with disabilities succeed.

BLM will continue leveraging technology, including social media, media distribution, and web-based training
tools, to support training, advancement, and retention of disabled veterans. The bureau will work to identify
and remove barriers to participation in merit promotion programs, awards, career-ladder promotions, and
training opportunities. Supervisors and managers will be encouraged to foster an environment that promotes
leadership development and career growth for all employees.

BOR will maintain its focus on promoting upward mobility for disabled veterans by increasing awareness of
available hiring authorities and merit promotion programs. Regional offices will actively encourage
participation in formal mentoring programs designed to help employees achieve career goals. In collaboration
with Equal Employment Opportunity and the Civil Rights Division, Reclamation will continue educating
employees on advancement opportunities, resume development, and leadership skills through initiatives such
as Brown Bag sessions and Special Emphasis Program (SEP) training. Additionally, SEP will provide disability
awareness training throughout the year to strengthen managers’ confidence in supporting a diverse workforce
that includes disabled veterans.

BSEE will utilize their Ambassador Program to connect new disabled veteran hires with more experienced
BSEE employees. This program will enable new disabled veteran employees to develop professional

relationships, improve employee engagement, and enable sharing of knowledge and experience.

Continued:

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

Yes O Somewhat O No O
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15. OPM DVAAP Manager Official use Only: Does agency provide special steps that would be taken to recruit 30
percent or more disabled veterans?

Yes O SomewhatO No O

16. A description of how the agency will provide or improve internal advancement opportunities for disabled
veterans (Attach supporting addendums if needed)

Continued:

NPS will continue educating hiring managers on veteran-specific hiring authorities to ensure non-competitive
opportunities are considered for internal promotions and detail assignments. Regions such as the Midwest
and Pacific West will place emphasis on tailored training and development plans for disabled veterans,
including mentorship and leadership programs. NPS plans to expand these efforts by strengthening
mentorship programs, enhancing professional development offerings, and increasing access to customized
training opportunities.

The Office of Inspector General (OIG) and OFAS will encourage managers and supervisors to identify
vacancies that can be designated as trainee or developmental positions for disabled veterans. These offices
will collaborate with staffing teams and conduct one-on-one consultations with hiring officials to support this
initiative.

The Interior Business Center (IBC) will continue offering robust career development programs for disabled
veterans, including the Career Paths Initiative, Communities of Practice, Emerging Leaders Program, Job
Shadowing Program, Pathways to Excellence Mentoring, and support for the DOI Interior Coach Training

Program.

OSMRE will ensure that qualified disabled veterans are informed of internal vacancies and considered for
advancement opportunities under established promotion procedures. These employees will also be eligible for
developmental assignments such as rotational opportunities, technical training, and leadership development
programs.

USFWS will continue utilizing resources such as the Department of Defense’s Computer/Electronics
Accommodations Program (CAP) to provide reasonable accommodations for disabled veterans. FWS will also
promote and recognize veteran employees through annual recognition events, success stories, and internal
communications on its intranet and website.

USGS will promote internal advancement opportunities for disabled veterans through both competitive and
non-competitive processes, including reassignments, promotions, and conversions to new appointments. The
Office of Human Capital will provide training sessions emphasizing the importance of IDPs and fostering open
communication between supervisors and disabled veteran employees to define career goals. The HR Office
and Office of Equal Opportunity will ensure access to reasonable accommodations and resources, reinforcing
USGS’s commitment to structured career growth and professional development.

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

Yes O Somewhat O No O
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18. OPM DVAAP Manager Official use Only: If needed, does agency provide a description of how they will improve
internal advancement opportunities for disabled veterans?

Yes O Somewhat O No O NotNeededO

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 Department will continue implementing robust communication strategies that emphasize the
importance of structured and proactive efforts to ensure that all bureaus, offices, operating
components, and field installations remain consistently informed of their responsibilities for
employing and advancing disabled veterans, particularly those with a service-connected disability
rating of 30 percent or more. Departmental leadership will maintain active involvement in webinars,
town halls, and veteran-focused events designed to engage hiring managers, supervisors, and HR
professionals. These engagements will provide essential reminders, tools, and resources related to
recruitment, placement, and advancement opportunities for disabled veterans.

BIE will reinforce its commitment by training HR staff annually on the importance of assisting hiring
officials throughout the recruitment process and encouraging the hiring of veterans, including those
with disabilities. Management officials will receive reminders of program benefits during senior
leadership meetings and other organizational briefings. BIE will also continue participating in
Inter-Bureau Expert Team (I-BET) meetings to deepen knowledge of veteran hiring practices.

BLM will strengthen partnerships between Servicing Human Resources Offices (SHROs) and hiring
managers to develop training opportunities for mission-critical occupations while focusing on
recruiting and attracting veterans and disabled veterans. These efforts include creating standardized
recruitment packages, addressing retention challenges, improving classification processes, and
ensuring the selection of top talent from diverse sources.

BOR will maintain its practice of requiring hiring managers to meet with HR and Civil Rights
representatives for each vacancy. These meetings will include reviews of workforce demographics,
recruitment goals for disabled veterans, and occupational series data. Supervisors will continue
completing mandatory annual training on veteran employment requirements, including the
Uniformed Services Employment and Reemployment Rights Act (USERRA). HR staff will also
promote programs such as Operation Warfighter, Wounded Warrior Program, DOD SkillBridge, and
the Non-Paid Work Experience Program to increase awareness and improve employment
opportunities for veterans and disabled veterans.

Continued:
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18. OPM DVAAP Manager Official use Only: If needed, does agency provide a description of how they will improve
internal advancement opportunities for disabled veterans?

Yes O Somewhat O No O NotNeededO

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)

Continued:

NPS remains committed to ensuring that all operating components and field installations understand their
responsibilities in recruiting, employing, developing, and advancing disabled veterans. Through a comprehensive
communication strategy, NPS engages leadership, hiring managers, and staff to reinforce awareness of veteran hiring
authorities, non-competitive opportunities, and career advancement pathways. HR and EEO offices across regions will
continue conducting presentations, consultations, park visits, and training sessions to ensure consistent application of
veteran hiring flexibilities. Looking ahead to FY 2026, NPS will expand these efforts by implementing structured
engagement strategies across all regions, reinforcing its commitment to career development and long-term retention
of disabled veterans as part of a mission-ready workforce aligned with DOI priorities.

The Office of the Secretary, IBC, and OFAS will continue working closely with hiring managers to ensure they
understand their roles and responsibilities in recruiting, hiring, and promoting veterans and disabled veterans. IBC HR
staff will receive ongoing education on staffing practices, including veteran programs, Schedule A appointments, and
other hiring options. Developmental HR specialists and assistants will benefit from formal and on-the-job training
provided by experienced team members. IBC management will actively share updates on staffing developments,
veterans hiring, and disability programs. Supervisors will be reminded of their responsibilities through resources such
as the online Supervisor’s Toolkit, mandatory annual training on veteran employment, and regular communications via
the Supervisory Digest. Additionally, IBC will continue hosting events such as Disability Awareness Month to promote
understanding and engagement.

OSMRE will maintain a comprehensive communication and engagement strategy to ensure all operating components
and field installations fulfill their responsibilities to employ and advance disabled veterans. This includes regular
notifications through internal websites, email communications, and social media postings; targeted messaging to
leadership; and routine briefings during staff meetings and leadership forums. OSMRE will also provide periodic
training sessions on federal hiring flexibilities. Quarterly reports will track workforce data and disabled veteran
representation, guiding decision-making and monitoring progress toward employment goals.

USFWS will require managers and supervisors to restructure professional biological science and natural resources
management positions at developmental and entry levels to increase opportunities for appointing disabled veterans.

USGS will continue promoting disabled veteran hiring through ongoing communications, training, and engagement
activities such as webinars, workshops, and regular updates. The Office of Human Resources (HR), in partnership
with the Equal Opportunity Office, supports veteran employment initiatives and participates in Employee Resource
Groups like the Veterans ERG. HR provides quarterly Supervisory Challenge Training to guide managers on hiring
processes and special authorities for veterans and individuals with disabilities. Bi-weekly meetings with hiring
managers and pre-recruitment consultations ensure awareness and use of non-competitive hiring flexibilities,
including those for veterans with a 30 percent or greater disability rating. HR also reviews non-competitive applicants
during Merit Promotion and Delegated Examining processes and advises managers on appropriate hiring authorities.
Additionally, HR collaborates with managers to develop training for mission-critical occupations and supports surge
hiring strategies to attract veterans and individuals with disabilities, focusing on standardized recruitment packages,
improved classification processes, and retention strategies.
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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 O Somewhat O No O Not Applicable O

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 Department of the Interior employs a range of strategies to ensure that operating components and field installations remain
informed of their responsibilities for recruiting, employing, and advancing disabled veterans, particularly those with a 30 percent or
greater disability rating. These strategies include regular reporting, program evaluations, leadership engagement, and targeted
training initiatives across bureaus.

BOR conducts ongoing reviews of regional hiring practices and evaluates HR programs to identify barriers and trends. The Equal
Employment Opportunity (EEO) Office performs annual MD-715 barrier analyses and shares program evaluations, best practices, and
accomplishments with management twice a year to track progress toward DVAAP goals.

NPS reinforces management responsibilities through presentations, consultations, and team meetings, supported by data-driven
strategies that track veteran hiring authorities and workforce demographics. Annual reports provide insights into applicant pools,
promotions, separations, and incentive usage, enabling leadership to benchmark progress and identify areas for improvement.
Training programs and professional development initiatives are regularly assessed for accessibility and effectiveness, with feedback
informing adjustments to enhance career advancement opportunities for disabled veterans.

OIG monitors workforce trends and evaluates efforts to increase veteran hiring through periodic reviews of statistical data and
program performance, while fostering an environment that values veterans’ contributions.

OSMRE employs a structured approach that includes quarterly workforce reports, strategic recruitment meetings, and training
sessions on hiring flexibilities. Progress is measured through key performance indicators such as hires, promotions, retention rates,
and participation in career development programs.

USGS remains committed to proactive recruitment and retention strategies for veterans and individuals with disabilities. Quarterly
hiring metrics are tracked and shared with executive leadership, and performance plans include measures to assess progress toward
veteran employment goals. HR staff collaborate with hiring managers, vocational rehabilitation centers, and veteran service
organizations to strengthen outreach and recruitment efforts. USGS also monitors the success of programs such as SkillBridge to
ensure effective integration and career development for veterans.

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

Yes O Somewhat O No O

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

Yes O SomewhatO No O

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

Yes O Somewhat@ No O
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25. 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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Plan Certification

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.

Each agency must have an agency wide plan covering all of its operating components and field installations.
Agency wide plans shall include instructions assigning specific responsibilities on affirmative actions to be taken
by the agency's various 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 it. OPM may require operating components and field installations to
develop separate plans in accordance with program guidance and/or instructions.

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.

26. Dates of the Period of Time the Plan is Covered From 10/0 1/2025 To 09/30/2026

27. Agency Name

U.S. Department of the Interior

28. DVAAP Certifying Official’'s Name Landon MOCk
29.Tile | Director, Strategic Talent Management Division
30. Telephone Number (202) 208-2574 | 31.Email | ]andon_mock@ios.doi.gov

32. DVAAP POC’s Name Angela Mettling

33.Title |Senior HR Policy Analyst (Staffing) & Agency Special Employment Programs Manager

34. Telephone Number | (202) 631-0320 | 35. Email ange|a_mett|ing@iosldoi.gov

36. Date Plan Last Amended October 29, 2025 37. Date Effective October 1, 2025

38. DVAAP Certifying Official LANDON Dy el oY 39. Date

Signature MOCK Date: 2025.12.23 December 23, 2025
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Agency Disabled Veterans Affirmative Action Program Electronic Reporting Instructions
General Instructions:

1. You must complete all questions in the forms field.

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

3. 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 you may attach addendums when needed if the forms do not allow you to
capture the data completely.

DVAAP Plan & Plan Certification Information
1. Agency - Provide the name of the agency.
2. 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.

3. POC Name - Provide the name of the point of contact.
4. Phone - Provide the phone number of point of contact.

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- Provide a
statement of the agency's policy in regard 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.

6. Does agency provide a policy in regard to the employment and advancement of disabled
veterans, especially those that are 30 percent or more disabled? - Certifying Official should
click on “Yes”, “Somewhat” or “No” if the agency provides a policy in regards to the
employment and advancement of disabled veterans, especially those that are 30 percent or
more disabled.

7. Number of Employees- Provide the total number of employees within the agency.
8. Number of Veterans- Provide the total number of veterans within the agency.

9. Number of Disabled Veterans - Provide the total number of disabled veterans within the
agency.

10. Number of 30% or More Disabled Veterans - Provide the total number of 30% or more
disabled veterans within the agency.

11. 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
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12.

13.

14.

15.

16.

17.

18.

19.

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 it pertains to the
requirement.

Does agency provide an assessment of the current status of disabled veterans, especially
those that are 30 percent or more? - Certifying Official should click on “Yes”, “Somewhat” or
“No” if the agency provides 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 that
is being provided pertains to the requirement.

Does agency provide a description of recruiting methods that they will use to seek out
disabled veterans? - Certifying Official should click on “Yes”, “Somewhat” or “No” if the
agency provides a description of recruiting methods that they will use to seek out disabled
veterans.

Does agency provide special steps that would be taken to recruit 30 percent or more
disabled veterans? - Certifying Official should click on “Yes”, “Somewhat” or “No” if the
agency provides 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 that is being provided pertains to the
requirement.

Does agency provide a description of how they will provide internal advancement
opportunities for disabled veterans? - Certifying Official should click on “Yes”, “Somewhat”
or “No” if the agency provides a description of how they will provide internal advancement
opportunities for disabled veterans.

If needed, does agency provide a description of how they will improve internal
advancement opportunities for disabled veterans? - Certifying Official should click on “Yes”,
“Somewhat”, “No”, or “Not Needed” if agency provides 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
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20.

21.

22,

23.

24.

25.

26.

27.

28.

29.

30.

31.

employing and advancing disabled veterans. You may attach supporting addendums if the
information that is being provided pertains to the requirement. For smaller agencies that do
not have operating components or field installations it may not be applicable, state in the
form field N/A.

Does agency provide 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? - Certifying Official should click on “Yes”, “Somewhat”,
“No”, or “Not Applicable” if agency provides 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 smaller
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 that is being provided pertains to the
requirement.

Does agency provide a description on how they will monitor its planned efforts? Certifying
Official should click on “Yes”, “Somewhat” or “No” if the agency provides a description on
how they will monitor its planned efforts.

Does agency provide a description on how they will review its planned efforts? Certifying
Official should click on “Yes”, “Somewhat” or “No” if the agency provides a description on
how they will review its planned efforts.

Does agency provide a description on how they will evaluate its planned efforts? Certifying
Official should click on “Yes”, “Somewhat” or “No” if the agency provides a description on
how they will 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.

Date(s) of the Period of Time the Plan is Covered - 26a provide the start date of the plan. 26b
provide the end date of the plan.

Agency Name - Provide the name of the agency.

DVAAP Certifying Official’s Name - Provide the DVAAP certifying official’s name.
Title - Provide the title of the certifying official.

Telephone Number - Provide the phone number of the certifying official.

Email - Provide the email of the certifying official.
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32.

33.

34.

35.

36.

37.

38.

39.

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.

Certifying Official’s Signature - 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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	1 Agency: U.S. Department of the Interior
	3 POC Name: Angela Mettling
	4 Ten Digit Phone Number: 202-631-0320
	5 A statement of the agencys policy regarding the employment and advancement of disabled veterans especially those who are 30 percent or more disabled Attach supporting addendums if neededRow1: This Plan sets forth the strategies the Department of the Interior (DOI, Department) will implement to provide affirmative employment and advancement opportunities for qualified disabled veterans, with particular emphasis on those who have a disability rating of 30 percent or more. These opportunities will span all aspects of employment, including recruitment, hiring, placement, advancement, training, career development, promotions, reassignments, awards, and other terms, conditions, and privileges of employment.

DOI is dedicated to ensuring that disabled veterans receive fair and consistent consideration in hiring, placement, advancement, and retention, in accordance with affirmative action requirements and applicable federal regulations. The Department will provide reasonable accommodations as necessary, following established laws and DOI policy, to support disabled veterans in performing their duties and achieving career success.

DOI will adhere to established policies and procedures to guarantee that disabled veterans have access to merit promotion actions, awards, training programs, and career development opportunities. These measures are designed to strengthen participation and progression for disabled veterans throughout their careers.

The Department will implement practices that expand opportunities for disabled veteran employees to engage in leadership programs and career development training. DOI will actively identify and eliminate actual or potential barriers that may hinder participation or advancement for disabled veterans, ensuring that these employees can fully benefit from professional growth initiatives.

To promote awareness and accountability, the DOI Disabled Veterans Affirmative Action Plan (DVAAP) will be made readily available online through relevant internal and external platforms. This will allow employees, applicants, and stakeholders to review the Plan’s objectives and strategies and support its effective implementation.
	7 Total number of Employees: 75,262
	8 Number of Veterans: 12,846
	9 Number of Disabled Veterans: 7,884
	11 Number of 30 or More Disabled Veterans: 6,356
	12 An assessment of disabled veteran employment within the agency with emphasis on those veterans who are 30 percent or more disabledRow1: In FY 2025, the Department employed 75,262 employees. 

Veterans represented approximately 17.1% of the Department's workforce (12,846 employees).

In FY 2025, the Department increased the number of Disabled Veterans, which accounted for a 10.5% representation in the workforce. There were 7,884 Disabled Veterans, an increase of 678 Disabled Veterans from the FY 2024 workforce. There were 6,356 30 Percent or More Disabled Veterans, an increase of 1,014 30 Percent or More Disabled Veterans in FY 2025, accounting for 8.4% of the workforce.

The Department processed 10,3331 permanent and non-permanent accessions (new hires) in FY 2025, which included 1,220 Veterans. There were 334 Disabled Veterans hired into permanent positions.

Of the 674 permanent (non-permanent is excluded) promotions that occurred in FY 2025, 92 were Veterans, and 39 employees that are 30 Percent or More Disabled Veterans were promoted.

Overall, FY 2025 showed hiring numbers for both Veterans and Disabled Veterans remained positive, and the promotion rates for Veterans and Disabled Veterans are noteworthy. The Department will continue to prioritize efforts to improve creative and diverse outreach, recruitment, retention, training, and advancement opportunities for Veterans and Disabled Veterans.
	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 neededRow1: The Department of the Interior employs a range of strategies to ensure that operating components and field installations remain informed of their responsibilities for recruiting, employing, and advancing disabled veterans, particularly those with a 30 percent or greater disability rating. These strategies include regular reporting, program evaluations, leadership engagement, and targeted training initiatives across bureaus.

BOR conducts ongoing reviews of regional hiring practices and evaluates HR programs to identify barriers and trends. The Equal Employment Opportunity (EEO) Office performs annual MD-715 barrier analyses and shares program evaluations, best practices, and accomplishments with management twice a year to track progress toward DVAAP goals.

NPS reinforces management responsibilities through presentations, consultations, and team meetings, supported by data-driven strategies that track veteran hiring authorities and workforce demographics. Annual reports provide insights into applicant pools, promotions, separations, and incentive usage, enabling leadership to benchmark progress and identify areas for improvement. Training programs and professional development initiatives are regularly assessed for accessibility and effectiveness, with feedback informing adjustments to enhance career advancement opportunities for disabled veterans.

OIG monitors workforce trends and evaluates efforts to increase veteran hiring through periodic reviews of statistical data and program performance, while fostering an environment that values veterans’ contributions. 

OSMRE employs a structured approach that includes quarterly workforce reports, strategic recruitment meetings, and training sessions on hiring flexibilities. Progress is measured through key performance indicators such as hires, promotions, retention rates, and participation in career development programs.

USGS remains committed to proactive recruitment and retention strategies for veterans and individuals with disabilities. Quarterly hiring metrics are tracked and shared with executive leadership, and performance plans include measures to assess progress toward veteran employment goals. HR staff collaborate with hiring managers, vocational rehabilitation centers, and veteran service organizations to strengthen outreach and recruitment efforts. USGS also monitors the success of programs such as SkillBridge to ensure effective integration and career development for veterans.
	25 POCs Name Email and Phone Number of Operating Components and Field Installations If ApplicableRow1: 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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	27 Agency Name: U.S. Department of the Interior
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	29 Title: Director, Strategic Talent Management Division
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	35 Email: angela_mettling@ios.doi.gov 
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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 neededRow1: For Fiscal Year 2026, the Department of the Interior (DOI) will implement a comprehensive set of outreach and recruitment strategies to actively engage and attract disabled veterans, with particular emphasis on those who have a compensable service-connected disability rating of 30 percent or more. Each bureau and office will expand its efforts to strengthen recruitment pipelines and ensure meaningful access to employment opportunities.

The Bureau of Indian Affairs (BIA) will continue to identify outreach programs and recruitment methods for hard to fill priority positions, including law enforcement and wildland firefighting, and emphasizing to management officials the benefits of using veteran programs and non-competitive hiring authorities to fill their positions. 

The Bureau of Indian Education (BIE) will actively advertise and promote the use of disabled veteran hiring authorities to encourage applications. The BIE DVAAP Point of Contact will continue providing education and guidance on employment services for disabled veterans, with special emphasis on those rated at 30 percent or more. Hiring managers and recruiters will increase outreach at universities, colleges, and job fairs with significant veteran populations, including those with Indian Preference, and will establish partnerships with organizations that serve disabled veterans to broaden recruitment channels.

The Bureau of Land Management (BLM) will strengthen collaboration between Servicing Human Resources Offices (SHROs) and the Department of Labor Veterans’ Employment and Training Service (DOL VETS) to attract transitioning disabled service members to BLM opportunities. HR representatives will also maintain and expand relationships with local veteran rehabilitation groups to create additional vocational rehabilitation training opportunities.

The Bureau of Reclamation (BOR) will continue leveraging recruitment strategies to hire and advance disabled veterans, prioritizing those with a 30 percent or higher disability rating. Reclamation will partner with Veterans Administration Vocational Rehabilitation and Employment (VR&E) coordinators and Veteran Service Organizations (VSO) to sponsor disabled veterans in non-paid work experience programs. Additional outreach will include engagement with organizations such as the California Employment Development Department (EDD), VetNet, Wounded Warrior Project, Hiring Our Heroes, and university veteran service centers. Reclamation will also promote participation in the SkillBridge program for transitioning service members and expand support for Operation Warfighter in offices located within 50 miles of military installations.

Continued:
	13 Continued: Continued:

The Bureau of Safety and Environmental Science (BSEE) will continue to conduct outreach of veteran candidates for mission critical science, technology, engineering, and mathematics (STEM) positions. BSEE professionals will attend veteran hiring fairs and continue its collaboration with colleges and universities.  

The National Park Service (NPS) will continue educating hiring managers on the effective use of special hiring authorities for disabled veterans during outreach and recruitment consultations. NPS will maintain partnerships with military and veteran organizations, state workforce agencies, VSOs, and local VA centers, while leveraging online recruitment platforms such as Monster, Indeed, LinkedIn, and Boolean search techniques to identify qualified candidates. Special Emphasis Program Managers (SEPM) will review workforce data, including MD-715 reports, to identify barriers to hiring and advancement for individuals with disabilities and recommend corrective strategies. Targeted recruitment efforts will include participation in virtual and in-person veteran career fairs, engagement with Transition Assistance Programs (TAP), and promotion of entry-level training initiatives such as the Traditional Trades Advancement Program (TTAP) and the VA Vocational Rehabilitation Program.

The Office of the Secretary’s Office of Facilities and Administrative Services (OFAS) will expand the use of the Non-Paid Work Experience (NPWE) program to employ disabled veterans and strengthen outreach through contacts in the Veterans Administration, state Vocational Rehabilitation Divisions, and the Workforce Recruitment Program (WRP) to connect with local populations of individuals with disabilities.

The Office of Surface Mining Reclamation and Enforcement (OSMRE) will continue marketing vacancies and applying targeted recruitment strategies to increase disabled veteran representation. These efforts will include outreach through job boards, social media, and engagement with VA VR&E, DOD Operation Warfighter (OWF), DOL, vocational rehabilitation centers, disability employment offices, and veteran resource centers. Hiring managers will collaborate with HR teams to conduct outreach through job fairs, conferences, and informational sessions.

The U.S. Geological Survey (USGS) will conduct outreach and establish partnerships with veteran service organizations, veteran-focused job fairs and events, local VA employment coordinators, and military installations to build a pipeline of disabled veteran talent. USGS will also develop virtual events to promote careers to disabled veterans, with special emphasis on those rated at 30 percent or more.
	16 A description of how the agency will provide or improve internal advancement opportunities for disabled veterans Attach supporting addendums if neededRow1: For Fiscal Year 2026, the Department of the Interior will prioritize strengthening internal advancement opportunities for disabled veterans, particularly those with a service-connected disability rating of 30 percent or more. These efforts will include both ongoing and new initiatives designed to ensure that disabled veterans have the awareness, tools, resources, and opportunities necessary to progress within the organization.

BIE has developed career-ladder positions to support recruitment and create pathways for advancement among current employees. Professional development opportunities are being integrated into Individual Development Plans (IDP), and hiring managers are receiving guidance on mentoring and coaching strategies to help employees with disabilities succeed.

BLM will continue leveraging technology, including social media, media distribution, and web-based training tools, to support training, advancement, and retention of disabled veterans. The bureau will work to identify and remove barriers to participation in merit promotion programs, awards, career-ladder promotions, and training opportunities. Supervisors and managers will be encouraged to foster an environment that promotes leadership development and career growth for all employees.

BOR will maintain its focus on promoting upward mobility for disabled veterans by increasing awareness of available hiring authorities and merit promotion programs. Regional offices will actively encourage participation in formal mentoring programs designed to help employees achieve career goals. In collaboration with Equal Employment Opportunity and the Civil Rights Division, Reclamation will continue educating employees on advancement opportunities, resume development, and leadership skills through initiatives such as Brown Bag sessions and Special Emphasis Program (SEP) training. Additionally, SEP will provide disability awareness training throughout the year to strengthen managers’ confidence in supporting a diverse workforce that includes disabled veterans.

BSEE will utilize their Ambassador Program to connect new disabled veteran hires with more experienced BSEE employees. This program will enable new disabled veteran employees to develop professional relationships, improve employee engagement, and enable sharing of knowledge and experience.

Continued:
	Text2: Continued:

NPS will continue educating hiring managers on veteran-specific hiring authorities to ensure non-competitive opportunities are considered for internal promotions and detail assignments. Regions such as the Midwest and Pacific West will place emphasis on tailored training and development plans for disabled veterans, including mentorship and leadership programs. NPS plans to expand these efforts by strengthening mentorship programs, enhancing professional development offerings, and increasing access to customized training opportunities.

The Office of Inspector General (OIG) and OFAS will encourage managers and supervisors to identify vacancies that can be designated as trainee or developmental positions for disabled veterans. These offices will collaborate with staffing teams and conduct one-on-one consultations with hiring officials to support this initiative.

The Interior Business Center (IBC) will continue offering robust career development programs for disabled veterans, including the Career Paths Initiative, Communities of Practice, Emerging Leaders Program, Job Shadowing Program, Pathways to Excellence Mentoring, and support for the DOI Interior Coach Training Program.

OSMRE will ensure that qualified disabled veterans are informed of internal vacancies and considered for advancement opportunities under established promotion procedures. These employees will also be eligible for developmental assignments such as rotational opportunities, technical training, and leadership development programs.

USFWS will continue utilizing resources such as the Department of Defense’s Computer/Electronics Accommodations Program (CAP) to provide reasonable accommodations for disabled veterans. FWS will also promote and recognize veteran employees through annual recognition events, success stories, and internal communications on its intranet and website.

USGS will promote internal advancement opportunities for disabled veterans through both competitive and non-competitive processes, including reassignments, promotions, and conversions to new appointments. The Office of Human Capital will provide training sessions emphasizing the importance of IDPs and fostering open communication between supervisors and disabled veteran employees to define career goals. The HR Office and Office of Equal Opportunity will ensure access to reasonable accommodations and resources, reinforcing USGS’s commitment to structured career growth and professional development.
	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 neededRow1: The Department will continue implementing robust communication strategies that emphasize the importance of structured and proactive efforts to ensure that all bureaus, offices, operating components, and field installations remain consistently informed of their responsibilities for employing and advancing disabled veterans, particularly those with a service-connected disability rating of 30 percent or more. Departmental leadership will maintain active involvement in webinars, town halls, and veteran-focused events designed to engage hiring managers, supervisors, and HR professionals. These engagements will provide essential reminders, tools, and resources related to recruitment, placement, and advancement opportunities for disabled veterans.

BIE will reinforce its commitment by training HR staff annually on the importance of assisting hiring officials throughout the recruitment process and encouraging the hiring of veterans, including those with disabilities. Management officials will receive reminders of program benefits during senior leadership meetings and other organizational briefings. BIE will also continue participating in Inter-Bureau Expert Team (I-BET) meetings to deepen knowledge of veteran hiring practices.

BLM will strengthen partnerships between Servicing Human Resources Offices (SHROs) and hiring managers to develop training opportunities for mission-critical occupations while focusing on recruiting and attracting veterans and disabled veterans. These efforts include creating standardized recruitment packages, addressing retention challenges, improving classification processes, and ensuring the selection of top talent from diverse sources.

BOR will maintain its practice of requiring hiring managers to meet with HR and Civil Rights representatives for each vacancy. These meetings will include reviews of workforce demographics, recruitment goals for disabled veterans, and occupational series data. Supervisors will continue completing mandatory annual training on veteran employment requirements, including the Uniformed Services Employment and Reemployment Rights Act (USERRA). HR staff will also promote programs such as Operation Warfighter, Wounded Warrior Program, DOD SkillBridge, and the Non-Paid Work Experience Program to increase awareness and improve employment opportunities for veterans and disabled veterans.

Continued:
	Text3: Continued:

NPS remains committed to ensuring that all operating components and field installations understand their responsibilities in recruiting, employing, developing, and advancing disabled veterans. Through a comprehensive communication strategy, NPS engages leadership, hiring managers, and staff to reinforce awareness of veteran hiring authorities, non-competitive opportunities, and career advancement pathways. HR and EEO offices across regions will continue conducting presentations, consultations, park visits, and training sessions to ensure consistent application of veteran hiring flexibilities. Looking ahead to FY 2026, NPS will expand these efforts by implementing structured engagement strategies across all regions, reinforcing its commitment to career development and long-term retention of disabled veterans as part of a mission-ready workforce aligned with DOI priorities.

The Office of the Secretary, IBC, and OFAS will continue working closely with hiring managers to ensure they understand their roles and responsibilities in recruiting, hiring, and promoting veterans and disabled veterans. IBC HR staff will receive ongoing education on staffing practices, including veteran programs, Schedule A appointments, and other hiring options. Developmental HR specialists and assistants will benefit from formal and on-the-job training provided by experienced team members. IBC management will actively share updates on staffing developments, veterans hiring, and disability programs. Supervisors will be reminded of their responsibilities through resources such as the online Supervisor’s Toolkit, mandatory annual training on veteran employment, and regular communications via the Supervisory Digest. Additionally, IBC will continue hosting events such as Disability Awareness Month to promote understanding and engagement.

OSMRE will maintain a comprehensive communication and engagement strategy to ensure all operating components and field installations fulfill their responsibilities to employ and advance disabled veterans. This includes regular notifications through internal websites, email communications, and social media postings; targeted messaging to leadership; and routine briefings during staff meetings and leadership forums. OSMRE will also provide periodic training sessions on federal hiring flexibilities. Quarterly reports will track workforce data and disabled veteran representation, guiding decision-making and monitoring progress toward employment goals.

USFWS will require managers and supervisors to restructure professional biological science and natural resources management positions at developmental and entry levels to increase opportunities for appointing disabled veterans.

USGS will continue promoting disabled veteran hiring through ongoing communications, training, and engagement activities such as webinars, workshops, and regular updates. The Office of Human Resources (HR), in partnership with the Equal Opportunity Office, supports veteran employment initiatives and participates in Employee Resource Groups like the Veterans ERG. HR provides quarterly Supervisory Challenge Training to guide managers on hiring processes and special authorities for veterans and individuals with disabilities. Bi-weekly meetings with hiring managers and pre-recruitment consultations ensure awareness and use of non-competitive hiring flexibilities, including those for veterans with a 30 percent or greater disability rating. HR also reviews non-competitive applicants during Merit Promotion and Delegated Examining processes and advises managers on appropriate hiring authorities. Additionally, HR collaborates with managers to develop training for mission-critical occupations and supports surge hiring strategies to attract veterans and individuals with disabilities, focusing on standardized recruitment packages, improved classification processes, and retention strategies.
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