Disabled Veterans Affirmative Action Program (DVAAP) Accomplishment
Report

1. Agency |National Science Foundation 2 EY 2017

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

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

During the past year, in support of reaching out to disabled veterans, multiple organizations within the National
Science Foundation (NSF), including the Division of Human Resource Management (HRM) and the Office of
Diversity and Inclusion (ODI) engaged in a significant number of activities. In addition to its extensive outreach
programs, NSF also sought out disabled veteran candidates through multiple disabled veteran-specific job
candidate programs and carried out several activities to increase internal organizational awareness. NSF's
Veterans Employment Coordinator (VEC), who is assigned under HRM, was an integral part of these outreach
activities.

NSF actively utilized OPM’s Feds Hire Vets website specifically for ideas on how to reach the disabled veteran
population. HRM attends various recruitment and outreach events for hiring individuals in underrepresented
groups, to include disabled veterans.

The VEC actively promoted awareness within NSF of the value of disabled veteran employees and shared
approaches to recruit and hire them. Continuing the activities conducted in the previous five fiscal years, the
VEC met with and briefed representatives of senior management in all of NSF’s directorates and offices on
disabled veteran hiring authorities, flexibilities, and practices. These interactions included communicating ways
in which NSF’s hiring managers and support staff can hire and then incorporate disabled veterans into the
workforce. The VEC also spoke at staff meetings in NSF’s various organizations to engage first-line supervisors,
to promote NSF disabled veteran hiring goals, and to educate employees on the benefits of hiring disabled
veterans. The focus here has been on enlightening every individual involved in the hiring process, in hopes that
the conversation remains in the Agency's mind set.

NSF continues to maintain its Veterans Working Group (VWG) for developing ideas to enhance program
support and activities. Officially chartered in February 2011, the VWG consists of NSF employees, both disabled
veteran and non-veteran, who work together to discuss strategies for increasing the hiring and retention of
disabled veterans. The VWG strives to provide NSF stakeholders the opportunity to provide input and advice
on areas, such as educating the agency on disabled veteran hiring initiatives; disabled veteran onboarding
protocols; promoting the NSF Mentoring Program for disabled veterans; and creating innovative recruitment
strategies to attract disabled veterans.

ODI has also taken steps to promote the value of disabled veteran employees throughout NSF. In 2017, ODI
participated in several sessions that provided an understanding for NSF employees of diversity and inclusion
and EEO techniques. These courses were as follows: Federal Supervision at NSF, New Employee Orientation,
and Merit Review Basics.

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

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

The National Science Foundation (NSF) is committed to working with disabled veterans to provide job
counseling, training, mentoring, and other internal advancement opportunities once qualified disabled veterans
are hired. By providing these opportunities, NSF seeks to promote and develop an engaged and dynamic
disabled veteran workforce to support the agency's mission goals. To assist disabled veterans in their
development, NSF continued to involve disabled veterans in the mentorship program during FY2017.

In FY2011, the Veterans Employment Coordinator (VEC) began coordinating with the NSF Mentoring Program
to match new disabled veteran employees with veteran mentors. Since that time, NSF has continued to match
veteran mentors with mentees, with the goal of supporting both professional development and retention among
veterans. Mentors are able to discuss veteran-specific issues and concerns with their mentees and offer general
advice about working at NSF.

The NSF Academy is a catalyst for the creation of a continuous learning culture at NSF. It promotes
organizational excellence through the advancement of human capital and by proactively identifying and
implementing the mission critical programs necessary for the development of NSF employees. The NSF
Academy strives to ensure the highest level of achievement for all NSF employees by providing learning
opportunities through a variety of educational venues.

The NSF Academy offers a wide range of training opportunities available to all employees at the Foundation,
including veterans and disabled veterans. Veteran employees are provided the opportunity to enroll in any
training offerings that are relevant to the work they perform or advance their careers at NSF. This past year, the
VEC and Academy staff continued their collaborative effort to market Academy training opportunities more
directly to veterans to ensure that veterans understood the advantage of the NSF Mentoring Program and other
development opportunities. Some specific examples of training and development initiatives that are particularly
relevant to veterans are discussed below.

The Professional Advancement and Continuous Education (PACE) program is designed to enhance employees’
performance in their current positions and provide resources to develop skills that will help them advance in
their careers. Participation in the PACE program enables employees to focus on increasing their effectiveness,
improving their efficiency, investing in their personal goals, and enhancing motivation and morale. NSF veterans
can enroll in these training classes to help prepare for future career opportunities.

The After Hours Program supports employees—specifically those in GS-09 positions or below without a
bachelor’s or equivalent degree—in developing the skills necessary for career progression at NSF. Participants
selected for the After Hours Program receive tuition assistance for courses taken during non-duty hours at
accredited academic institutions.

Because many of NSF’s positions are scientific in nature and require advanced degrees (e.g. PhD in STEM)
and work experience in science and engineering, veteran recruitment is challenging for NSF. Nevertheless, the
agency continuously seeks to improve its opportunities for veterans and disabled veterans. By continuing
successful outreach activities from FY2017 and pursuing additional activities outlined in NSF's FY2018 DVAAP
Action Plan, NSF strives to steadily increase its number of veteran hires and internal promotions.

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

Yes Somewhat No
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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 National Science Foundation (NSF) is tasked with keeping the United States at the leading edge of
discovery in areas from astronomy to geology to zoology. NSF consists of approximately 1,488 employees, who
are for the most part stationed at the agency’s primary office in Alexandria, VA. Other than two very small
offices overseas, NSF does not have any field installations. At the primary facility in Alexandria, VA, NSF is
organized into seven science Directorates, an Office of the Director, two support offices (for budget/finance and
information/resource management), an Office of the Inspector General, and a National Science Board Office.

When setting human capital goals, NSF understands the importance of benchmarking progress and ensuring
the agency is headed in the right direction. NSF promotes processes for identifying the appropriate data to
thoroughly evaluate Division of Human Resources Management (HRM) programs, including disabled veteran
employment, with a specific focus on mission alignment, effectiveness, and compliance with all legal
requirements and external mandates. NSF reviews and evaluates its disabled veterans program and reporting
requirements on an ongoing basis. This includes at the mid-year point related data on both non-disabled and
disabled veteran hiring.

Past NSF findings from internal assessments were shared with the Veterans Employment Coordinator (VEC),
the Staffing and Classification Branch Chief, the Office of Diversity and Inclusion (ODI) Director, the HRM
Division Director, and the NSF Chief Human Capital Officer. The assessment resulted in leveraging HRM's
Service Team concept to apply the practices below for monitoring, reviewing, and evaluating the hiring of
disabled veterans at NSF.

The Human Resources Service Teams in HRM provide operational support to NSF’s Directorates and Offices,
which includes generally meeting with customers in these organizations on either a bi-weekly or monthly basis.
The agenda for these meetings includes updates on the ongoing and future hiring actions for each organization.
During these discussions, HRM emphasizes the options that hiring managers have for utilizing appointing
authorities available to non-competitively hire disabled veterans. HRM also uses these meetings to inform
hiring managers of upcoming job fairs and other outreach events for disabled veterans in which HRM will
participate. Each year, the HR Service Teams hold a series of more strategically-focused discussions with its
customers. These discussions include a look at the type of hiring that the organization completed in the previous
year and the hiring needs of the organization in the upcoming year. The hiring of disabled veterans is included
in these discussions. Also discussed are the projected "full life cycle” of veterans at NSF, specifically topics
addressing promotions and development.

In addition, throughout FY2017, NSF took other steps to monitor the program’s effectiveness and make
adjustments as needed. The VEC continued regular and recurring meetings with the Branch Chief for Staffing
and Classification to review progress and ensure that the VEC remained on track regarding planned activities.
To ensure that the program was properly focused, NSF also conducted a FY2017 mid-year review. This review
aided NSF in determining which DVAAP activities were in progress, completed, or in need of attention. Mid-year
progress checks for FY17 were done to summarize accomplishments and document recommendations to
complete accomplishments for year end.

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

Yes Somewhat No
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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)

NSF is strongly committed to helping place disabled veterans in jobs and maintaining a diverse workforce.
NSF’s mission of funding grants for research affords the agency additional opportunities for assisting disabled
veterans. Beyond seeking to be broadly inclusive in hiring efforts, NSF also seeks diversity when providing
grants for research and education projects across the spectrum of science and engineering fields. NSF
continued to support the Graduate Research Fellowship Program (GRFP) to promote the advancement and
diversity of science and engineering research and innovation. GRFP provides grants to Fellows seeking
graduate-level research. GRFP goals are very explicit: 1) to select, recognize, and financially support, early in
their careers, individuals with the demonstrated potential to be high achieving scientists and engineers, and 2)
to broaden patrticipation in science and engineering of underrepresented groups, including women, minorities,
persons with disabilities, and veterans.

NSF is encouraged with the progress it made during FY2017 in the on-boarding of disabled veterans. The
percentage of 30% or more disabled veterans made up a higher percentage of all veterans hired in comparison
to FY2016. In FY16, the percentage was 35.7 percent. For FY2017, that increased to 56.3 percent.

NSF also took several steps towards continuing and improving its diversity and inclusion outreach activities.
In FY2017, the Veterans Employment Coordinator (VEC), Human Resources Specialists, and the Office of
Diversity and Inclusion (ODI) representatives conducted outreach activities at conferences and events in
support of NSF's efforts to increase diversity. In addition to attending career fairs and other recruiting events,
NSF also worked directly with colleges and universities that have curricula in STEM and business and
operations, to encourage disabled veterans to apply for NSF internships and permanent positions.

While NSF is proud of accomplishments in FY2017, areas of improvement remain. The percentage of disabled
veteran new hires was only 3.5 percent of all hires during FY17. The agency remains committed to improving its
opportunities for disabled veterans. NSF plans to continue pursuing several actions proposed in the FY2018
DVAAP Action Plan to help with disabled veteran recruitment and advancement. Some of these next steps and
improvement areas include:

* Encouraging supervisors to pursue more non-competitive appointments of 30 percent or more
disabled veterans to increase the number of disabled veteran opportunities provided by the Foundation;

* Pursuing strategies for supervisors and managers to increase their commitment to furthering equal
employment opportunity for underrepresented groups, including disabled veterans;

* Increase the understanding of all employees involved in the hiring process on the advantages of hiring and
retaining disabled veterans.

By continuing FY2017’s successful programs and adding new ideas from across NSF, the agency will increase
the number of disabled veteran hires and internal promotions. NSF understands that in order to continue to be
the Federal Government’s leader in promoting excellence in STEM research and education, it must contact,
select, develop, and retain a diverse staff at all levels that reflects the rich makeup of our national culture.

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

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

Name: Jeffrey Cunningham

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

Telephone: (703) 292-2558

Veteran Employment Coordinator (VEC)

Name: Trad Leavitt

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

Telephone: (703) 292-4334

Office of Diversity and Inclusion (ODI)

Name: Rhonda Davis

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

Telephone: (703) 292-8020
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Agency Disabled Veterans Affirmative Action Program Accomplishment

Report Electronic Reporting Instructions

General Instructions:

1.
2.

Complete all items and questions in the forms field.

Electronic Requirements — Agency should only submit data for what they 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: 2016.

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.

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,
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10.

11.

12.

13.

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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	Agency: National Science Foundation
	FY: 2017
	POC: Jeff Cunningham
	Phone: 703-292-2558
	Methods: During the past year, in support of reaching out to disabled veterans, multiple organizations within the National Science Foundation (NSF), including the Division of Human Resource Management (HRM) and the Office of Diversity and Inclusion (ODI) engaged in a significant number of activities. In addition to its extensive outreach programs, NSF also sought out disabled veteran candidates through multiple disabled veteran-specific job candidate programs and carried out several activities to increase internal organizational awareness. NSF’s Veterans Employment Coordinator (VEC), who is assigned under HRM, was an integral part of these outreach activities.

NSF actively utilized OPM’s Feds Hire Vets website specifically for ideas on how to reach the disabled veteran population. HRM attends various recruitment and outreach events for hiring individuals in underrepresented groups, to include disabled veterans. 

The VEC actively promoted awareness within NSF of the value of disabled veteran employees and shared approaches to recruit and hire them. Continuing the activities conducted in the previous five fiscal years, the VEC met with and briefed representatives of senior management in all of NSF’s directorates and offices on disabled veteran hiring authorities, flexibilities, and practices.  These interactions included communicating ways in which NSF’s hiring managers and support staff can hire and then incorporate disabled veterans into the workforce. The VEC also spoke at staff meetings in NSF’s various organizations to engage first-line supervisors, to promote NSF disabled veteran hiring goals, and to educate employees on the benefits of hiring disabled veterans. The focus here has been on enlightening every individual involved in the hiring process, in hopes that the conversation remains in the Agency's mind set.

NSF continues to maintain its Veterans Working Group (VWG) for developing ideas to enhance program support and activities. Officially chartered in February 2011, the VWG consists of NSF employees, both disabled veteran and non-veteran, who work together to discuss strategies for increasing the hiring and retention of disabled veterans.  The VWG strives to provide NSF stakeholders the opportunity to provide input and advice on areas, such as educating the agency on disabled veteran hiring initiatives; disabled veteran onboarding protocols; promoting the NSF Mentoring Program for disabled veterans; and creating innovative recruitment strategies to attract disabled veterans.

ODI has also taken steps to promote the value of disabled veteran employees throughout NSF. In 2017, ODI participated in several sessions that provided an understanding for NSF employees of diversity and inclusion and EEO techniques.  These courses were as follows: Federal Supervision at NSF, New Employee Orientation, and Merit Review Basics.
	A-1: Off
	A-2: Off
	A-3: Off
	Methods 2: The National Science Foundation (NSF) is committed to working with disabled veterans to provide job counseling, training, mentoring, and other internal advancement opportunities once qualified disabled veterans are hired. By providing these opportunities, NSF seeks to promote and develop an engaged and dynamic disabled veteran workforce to support the agency's mission goals. To assist disabled veterans in their development, NSF continued to involve disabled veterans in the mentorship program during FY2017.

In FY2011, the Veterans Employment Coordinator (VEC) began coordinating with the NSF Mentoring Program to match new disabled veteran employees with veteran mentors. Since that time, NSF has continued to match veteran mentors with mentees, with the goal of supporting both professional development and retention among veterans. Mentors are able to discuss veteran-specific issues and concerns with their mentees and offer general advice about working at NSF.  

The NSF Academy is a catalyst for the creation of a continuous learning culture at NSF. It promotes organizational excellence through the advancement of human capital and by proactively identifying and implementing the mission critical programs necessary for the development of NSF employees. The NSF Academy strives to ensure the highest level of achievement for all NSF employees by providing learning opportunities through a variety of educational venues. 

The NSF Academy offers a wide range of training opportunities available to all employees at the Foundation, including veterans and disabled veterans. Veteran employees are provided the opportunity to enroll in any training offerings that are relevant to the work they perform or advance their careers at NSF. This past year, the VEC and Academy staff continued their collaborative effort to market Academy training opportunities more directly to veterans to ensure that veterans understood the advantage of the NSF Mentoring Program and other development opportunities. Some specific examples of training and development initiatives that are particularly relevant to veterans are discussed below. 

The Professional Advancement and Continuous Education (PACE) program is designed to enhance employees’ performance in their current positions and provide resources to develop skills that will help them advance in their careers. Participation in the PACE program enables employees to focus on increasing their effectiveness, improving their efficiency, investing in their personal goals, and enhancing motivation and morale. NSF veterans can enroll in these training classes to help prepare for future career opportunities.

The After Hours Program supports employees—specifically those in GS-09 positions or below without a bachelor’s or equivalent degree—in developing the skills necessary for career progression at NSF. Participants selected for the After Hours Program receive tuition assistance for courses taken during non-duty hours at accredited academic institutions.  

Because many of NSF’s positions are scientific in nature and require advanced degrees (e.g. PhD in STEM) and work experience in science and engineering, veteran recruitment is challenging for NSF. Nevertheless, the agency continuously seeks to improve its opportunities for veterans and disabled veterans. By continuing successful outreach activities from FY2017 and pursuing additional activities outlined in NSF’s FY2018 DVAAP Action Plan, NSF strives to steadily increase its number of veteran hires and internal promotions.  

	B-1: Off
	B-2: Off
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	Methods 3: The National Science Foundation (NSF) is tasked with keeping the United States at the leading edge of discovery in areas from astronomy to geology to zoology. NSF consists of approximately 1,488 employees, who are for the most part stationed at the agency’s primary office in Alexandria, VA. Other than two very small offices overseas, NSF does not have any field installations. At the primary facility in Alexandria, VA, NSF is organized into seven science Directorates, an Office of the Director, two support offices (for budget/finance and information/resource management), an Office of the Inspector General, and a National Science Board Office.

When setting human capital goals, NSF understands the importance of benchmarking progress and ensuring the agency is headed in the right direction. NSF promotes processes for identifying the appropriate data to thoroughly evaluate Division of Human Resources Management (HRM) programs, including disabled veteran employment, with a specific focus on mission alignment, effectiveness, and compliance with all legal requirements and external mandates. NSF reviews and evaluates its disabled veterans program and reporting requirements on an ongoing basis. This includes at the mid-year point related data on both non-disabled and disabled veteran hiring.

Past NSF findings from internal assessments were shared with the Veterans Employment Coordinator (VEC), the Staffing and Classification Branch Chief, the Office of Diversity and Inclusion (ODI) Director, the HRM Division Director, and the NSF Chief Human Capital Officer. The assessment resulted in leveraging HRM’s Service Team concept to apply the practices below for monitoring, reviewing, and evaluating the hiring of disabled veterans at NSF. 

The Human Resources Service Teams in HRM provide operational support to NSF’s Directorates and Offices, which includes generally meeting with customers in these organizations on either a bi-weekly or monthly basis.  The agenda for these meetings includes updates on the ongoing and future hiring actions for each organization.  During these discussions, HRM emphasizes the options that hiring managers have for utilizing appointing authorities available to non-competitively hire disabled veterans.  HRM also uses these meetings to inform hiring managers of upcoming job fairs and other outreach events for disabled veterans in which HRM will participate.  Each year, the HR Service Teams hold a series of more strategically-focused discussions with its customers. These discussions include a look at the type of hiring that the organization completed in the previous year and the hiring needs of the organization in the upcoming year. The hiring of disabled veterans is included in these discussions. Also discussed are the projected "full life cycle" of veterans at NSF, specifically topics addressing promotions and development.

In addition, throughout FY2017, NSF took other steps to monitor the program’s effectiveness and make adjustments as needed. The VEC continued regular and recurring meetings with the Branch Chief for Staffing and Classification to review progress and ensure that the VEC remained on track regarding planned activities. To ensure that the program was properly focused, NSF also conducted a FY2017 mid-year review. This review aided NSF in determining which DVAAP activities were in progress, completed, or in need of attention. Mid-year progress checks for FY17 were done to summarize accomplishments and document recommendations to complete accomplishments for year end.
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	Methods 4: NSF is strongly committed to helping place disabled veterans in jobs and maintaining a diverse workforce. NSF’s mission of funding grants for research affords the agency additional opportunities for assisting disabled veterans. Beyond seeking to be broadly inclusive in hiring efforts, NSF also seeks diversity when providing grants for research and education projects across the spectrum of science and engineering fields. NSF continued to support the Graduate Research Fellowship Program (GRFP) to promote the advancement and diversity of science and engineering research and innovation. GRFP provides grants to Fellows seeking graduate-level research. GRFP goals are very explicit: 1) to select, recognize, and financially support, early in their careers, individuals with the demonstrated potential to be high achieving scientists and engineers, and 2) to broaden participation in science and engineering of underrepresented groups, including women, minorities, persons with disabilities, and veterans. 

NSF is encouraged with the progress it made during FY2017 in the on-boarding of disabled veterans. The percentage of 30% or more disabled veterans made up a higher percentage of all veterans hired in comparison to FY2016. In FY16, the percentage was 35.7 percent. For FY2017, that increased to 56.3 percent.

NSF also took several steps towards continuing and improving its diversity and inclusion outreach activities.
In FY2017, the Veterans Employment Coordinator (VEC), Human Resources Specialists, and the Office of Diversity and Inclusion (ODI) representatives conducted outreach activities at conferences and events in support of NSF’s efforts to increase diversity. In addition to attending career fairs and other recruiting events, NSF also worked directly with colleges and universities that have curricula in STEM and business and operations, to encourage disabled veterans to apply for NSF internships and permanent positions. 

While NSF is proud of accomplishments in FY2017, areas of improvement remain. The percentage of disabled veteran new hires was only 3.5 percent of all hires during FY17. The agency remains committed to improving its opportunities for disabled veterans. NSF plans to continue pursuing several actions proposed in the FY2018 DVAAP Action Plan to help with disabled veteran recruitment and advancement. Some of these next steps and improvement areas include:

* Encouraging supervisors to pursue more non-competitive appointments of 30 percent or more
   disabled veterans to increase the number of disabled veteran opportunities provided by the Foundation;
* Pursuing strategies for supervisors and managers to increase their commitment to furthering equal
   employment opportunity for underrepresented groups, including disabled veterans;
* Increase the understanding of all employees involved in the hiring process on the advantages of hiring and 
  retaining disabled veterans.

By continuing FY2017’s successful programs and adding new ideas from across NSF, the agency will increase the number of disabled veteran hires and internal promotions. NSF understands that in order to continue to be the Federal Government’s leader in promoting excellence in STEM research and education, it must contact, select, develop, and retain a diverse staff at all levels that reflects the rich makeup of our national culture.
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	Extra_POC_Info: Points of contact within the organizations are provided below.

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

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

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


