
Page 1

Affirmative Action Plan for the Recruitment, Hiring, 
Advancement, and Retention of Persons with Disabilities 

USDA Headquarters - FY 2025 

To capture agencies' affirmative action plan for persons with disabilities (PWD) and persons with targeted disabilities (PWTD), EEOC regulations (29 
C.F.R. § 1614.203(e)) and MD-715 require agencies to describe how their affirmative action plan will improve the recruitment, hiring, advancement, and 
retention of applicants and employees with disabilities. 

Section I: Efforts to Reach Regulatory Goals 
EEOC regulations (29 CFR §1614.203(d)(7)) require agencies to establish specific numerical goals for increasing the participation of persons with 
disabilities and persons with targeted disabilities in the federal government. 

1. Using the goal of 12% as the benchmark, does your agency have a trigger involving PWD by grade level cluster in the permanent workforce? 
If "yes", describe the trigger(s) in the text box. 

a. Cluster GS-1 to GS-10 (PWD) Answer: Yes 

b. Cluster GS-11 to SES (PWD) Answer: No 

In FY 2025, the percentage of PWD in the GS-1 to GS-10 cluster was 2.13 Percent, which falls below the goal of 12 Percent. The percentage 
of PWD in the GS-11 to SES cluster was 15.49  Percent in FY 2025, exceeding the goal of 12 Percent. 

* For GS employees, please use two clusters: GS-1 to GS-10 and GS-11 to SES, as set forth in 29 C.F.R. § 1614.203(d)(7).  For all other pay plans, 
please use the approximate grade clusters that are above or below GS-11 Step 1 in the  Washington, DC metropolitan region. 

2. Using the goal of 2% as the benchmark, does your agency have a trigger involving PWTD by grade level cluster in the permanent workforce? 
If "yes", describe the trigger(s) in the text box. 

a. Cluster GS-1 to GS-10 (PWTD) Answer: Yes 

b. Cluster GS-11 to SES (PWTD) Answer: No 

In FY 2025, the percentage of PWTD in the GS-1 to GS-10 cluster was 0.69 Percent in FY 2025, which falls below the goal of 2 Percent. 
The percentage of PWTD in the GS-11 to SES cluster was 3.62 Percent in FY 2025, which is above the goal of 2 Percent. 

Grade Level Cluster 
(GS or Alternate Pay Planb) Total 

Reportable 
Disability Total 

Reportable Disability 
Percentage 

(Numerical Goal 
12 Percent) Targeted Disability Total 

Targeted Disability 
Percentage 

(Numerical Goal 
2 Percent) 

Grades GS-11 to SES 2777 460 16.56 107 3.85 

Grades GS-1 to GS-10 307 60 19.54 19 6.19 

3. Describe how the agency has communicated the numerical goals to the hiring managers and/or recruiters. 

OHRM HR Staffing Specialists receive annual updates on the Agency’s recruitment goals and hiring plans, including targets for individuals 
with disabilities. Each time a selecting official requests to advertise a vacancy, the HR Staffing Specialist uses a recruitment script to advise 
the official of special hiring authorities, including goals for PWD and PWTD. This guidance is typically discussed with hiring managers 
during the consultation conducted before a vacancy announcement is opened. 
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Section II: Model Disability Program 
Pursuant to 29 C.F.R. § 1614.203(d)(1), agencies must ensure sufficient staff, training and resources to recruit and hire persons with disabilities and 
persons with targeted disabilities, administer the reasonable accommodation program and special emphasis program, and oversee any other disability 
hiring and advancement program the agency has in place. 

A. PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY PROGRAM 

1. Has the agency designated sufficient qualified personnel to implement its disability program during the reporting period? If "no", describe the 
agency's plan to improve the staffing for the upcoming year. 

Answer: Yes 

The Office of Human Resource Management has a Disability Program Manager. 

2. Identify all staff responsible for implementing the agency's disability employment program by the office, staff employment status, and 
responsible official. 

Disability Program Task 
Total Full 

Time 
Total Part 

Time 

Total 
Collateral 

Duty 
Responsible Official 

(Name, Title, Office Email) 

Special Emphasis Program for PWD and PWTD 0 0 0 Deedra Fogle 
Acting Director, OHRM 

Processing applications from PWD and PWTD 1 0 0 Deedra Fogle 
Acting Director, OHRM 

Answering questions from the public about hiring 
authorities that take disability into account 

1 0 0 Deedra Fogle 
Acting Director, OHRM 

Section 508 Compliance 1 0 0 Angela Williams 
USDA Section 508 Program Manager 
Angela.Willliams@usda.gov 

Processing reasonable accommodation requests from 
applicants and employees 

1 0 1 Deedra Fogle 
Acting Director, OHRM 

Architectural Barriers Act Compliance 1 0 0 Scott Davis 
Acting Deputy Assistant Secretary for 
Administration, DA 

3. Has the agency provided disability program staff with sufficient training to carry out their responsibilities during the reporting period? If 
"yes", describe the training that disability program staff have received. If "no", describe the training planned for the upcoming year. 

Answer: Yes 

Yes available AgLearn training covers disability employment, special appointing authorities, and Reasonable Accommodation. These 
training courses were mandatory with deadlines to complete. 

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM 

Has the agency provided sufficient funding and other resources to successfully implement the disability 
program during the reporting period? If "no", describe the agency's plan to ensure all aspects of the disability 
program have sufficient funding and other resources. 

Answer: Yes 

Yes, the Agency has provided sufficient funding and full-time employee to implement its disability program for FY25. The Agency hired a 
full- time Disability Program Manager to effectively administer the program, supported by two full-time Reasonable Accommodation 
Employees, one full-time Military Spouse and Veteran Program Manager, and eleven Human Resources Staffing Specialists who address 
employee and applicant inquiries. 
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Section III: Program Deficiencies In The Disability Program 
Program name 1 D.1.c 

Description of Program Deficiency Does the agency conduct exit interviews or surveys that include questions on how the agency could 
improve the recruitment, hiring, inclusion, retention and advancement of individuals with disabilities? 
[see 29 CFR §1614.203(d)(1)(iii)(C)] 

Objective OHRM will conduct exit interviews or surveys that include questions on how the Agency could 
improve the recruitment, hiring, inclusion, retention, and advancement of individuals with disabilities. 

Fiscal Year 2025 

Responsible Official Name Deedra Fogle 

Responsible Official Name Theodore H. Gutman 

Responsible Official Title Acting Director, OHRM 

Responsible Official Title Associate ASCR 
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Section IV: Plan to Recruit and Hire Individuals with Disabilities 
Pursuant to 29 C.F.R. §1614.203(d)(1)(i) and (ii), agencies must establish a plan to increase the recruitment and hiring of individuals with disabilities. 
The questions below are designed to identify outcomes of the agency's recruitment program plan for PWD and PWTD. 

A. PLAN TO IDENTIFY JOB APPLICATIONS WITH DISABILITIES 

1. Describe the programs and resources the agency uses to identify job applicants with disabilities, including individuals with targeted 
disabilities. 

The Agency continued to leverage its established relationships with veteran offices, VFW Outposts, and local Vocational Rehabilitation 
Offices to distribute vacancy announcements, obtain resumes, and provide training on how to apply for federal positions. OHRM routinely 
sources resumes from qualified individuals with disabilities to fill both temporary and permanent vacancies. The agency goal is to broaden 
the applicant pool to ensure qualified individuals with disabilities are included on certificates for every advertised position. OHRM also uses 
a variety of free, user-friendly databases to recruit new applicants with disabilities for referrals. 

2. Pursuant to 29 C.F.R. §1614.203(a)(3), describe the agency's use of hiring authorities that take disability into account (e.g., Schedule A) to 
recruit PWD and PWTD for positions in the permanent workforce. 

The Agency used all available special hiring authorities to recruit individuals with disabilities (PWD) and individuals with targeted 
disabilities (PWTD). OHRM developed and delivered in-person and webinar presentations for hiring managers on Special Appointing 
Authorities, including information on disability hiring goals. During these sessions, HR Specialists discuss different recruitment options with 
hiring managers and provide resumes of qualified candidates with disabilities for noncompetitive hiring consideration. 

3. When individuals apply for a position under a hiring authority that takes disability into account (e.g., Schedule A), explain how the agency (1) 
determines if the individual is eligible for appointment under such authority; and, (2) forwards the individual's application to the relevant 
hiring officials with an explanation of how and when the individual may be appointed. 

When individuals apply for a position under a hiring authority that takes disability into account, such as Schedule A, the Agency follows a 
structured process to determine eligibility and to forward applications appropriately: 

The Office of Human Resources Management (OHRM) has designated a Selective Placement Coordinator (SPC) specifically for individuals 
with disabilities. 

Upon receiving an application indicating Schedule A eligibility, the SPC reviews the candidate’s supporting documentation. This 
documentation typically includes proof of disability and certification of job readiness, as outlined in Schedule A requirements. 

The SPC may consult with the Reasonable Accommodation Coordinator as needed to verify the documentation and confirm the individual’s 
eligibility for appointment under Schedule A. 

Once eligibility is confirmed, the candidate’s resume is evaluated to determine whether the applicant meets the qualification requirements 
for the desired position. 

Eligible and qualified resumes are then retained on file for one year, ensuring that candidates remain under consideration for future relevant 
opportunities. 

For each vacancy announcement, the SPC refers the resumes of eligible and qualified Schedule A candidates to Human Resources (HR) 
Specialists or hiring managers, either proactively or upon request. 

When forwarding the application, the SPC includes an explanation of the candidate’s eligibility under Schedule A, outlining how and when 
the individual may be appointed using this hiring authority. 

This communication ensures that hiring officials are aware of the candidate’s status and the procedures for using Schedule A, including the 
flexibility it provides in hiring qualified individuals with disabilities outside the traditional competitive process. 

In summary, the process ensures that eligible individuals are appropriately identified, their applications are kept active for a reasonable 
period, and hiring officials are fully informed on how and when to consider such individuals for appointment under the applicable hiring 
authority. 

4. Has the agency provided training to all hiring managers on the use of hiring authorities that take disability into account (e.g., Schedule A)? If 
"yes", describe the type(s) of training and frequency. If "no", describe the agency's plan to provide this training. 
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Answer: Yes 

Yes, the Agency provides annual online (AgLearn) Disability Employment training to all hiring managers and HR professionals responsible 
for recruitment and placement. This training covers special hiring authorities and Reasonable Accommodation. 

B. PLAN TO ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT ORGANIZATIONS 

Describe the agency's efforts to establish and maintain contacts with organizations that assist PWD, including PWTD, in securing and maintaining 
employment. 

The Agency has established relationships with veteran offices, VFW Outposts, and local Vocational Rehabilitation Offices to distribute 
vacancy announcements, obtain resumes, and provide training on how to apply for federal positions. The Agency’s goal is to expand these 
partnerships in FY26. 

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING) 

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for PWD and/or PWTD among the new hires in the 
permanent workforce? If "yes", describe the trigger(s) below. 

a. New Hires for Permanent Workforce (PWD) Answer: Yes 

b. New Hires for Permanent Workforce (PWTD) Answer: No 

New Hires for Permanent Workforce for PWD is 9.24 Percent. 

New Hires for Permanent Workforce for PWTD is 3.80 Percent. 

New Hires 
Total 

(Number) 

Reportable Disability 
Permanent 
Workforce 

(Percentage) 

Reportable Disability 
Temporary 
Workforce 

(Percentage) 

Targeted Disability 
Permanent Workforce 

(Percentage) 

Targeted Disability 
Temporary 
Workforce 

(Percentage) 

% of Total Applicants 5188 8.38 0.10 3.53 0.04 

% of Qualified Applicants 3864 7.19 0.13 3.29 0.05 

% of New Hires 70 5.71 0.00 1.43 0.00 

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the new hires for any of the mission- 
critical occupations (MCO)? If "yes", please describe the triggers below. Select "n/a" if the applicant data is not available for your agency, and 
describe your plan to provide the data in the text box. 

a. New Hires for MCO (PWD) Answer: N/A 

b. New Hires for MCO (PWTD) Answer: N/A 

OASCR will work with OHRM to ensure the relevant data will be available in FY 2025 to assess the workforce. 

New Hires to Mission-Critical Occupations 
Total 

(Number) 

Reportable Disability 
New Hires 

(Percentage) 

Targetable Disability 
New Hires 

(Percentage) 

Numerical Goal -- 12% 2% 

0201 HUMAN RESOURCES MANAGEMENT 1 0.00 0.00 

0301 MISCELLANEOUS ADMINISTRATION AND PROGRAM 47 6.38 2.13 

0343 MANAGEMENT PROGRAM ANALYSIS 7 14.29 0.00 

0501 FINANCIAL ADMINISTRATION AND PROGRAM 1 0.00 0.00 

0503 FINANCIAL CLERICAL & TECHNICIAN 4 0.00 0.00 

2210 INFORMATION TECHNOLOGY MANAGEMENT 10 0.00 0.00 
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3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among the qualified internal applicants for any 
of the mission-critical occupations (MCO)? If "yes", please describe the triggers below. Select "n/a" if the applicant data is not available for 
your agency, and describe your plan to provide the data in the text box. Select "n/a" if the applicant data is not available for your agency, and 
describe your plan to provide the data in the text box. 

a. Qualified Applicants for MCO (PWD) Answer: No 

b. Qualified Applicants for MCO (PWTD) Answer: No 

OASCR will work with OHRM to ensure the relevant data will be available in FY 2025 to assess the workforce. 

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD among employees promoted to any of the 
mission- critical occupations (MCO)? If "yes", please describe the triggers below. Select "n/a" if the applicant data is not available for your 
agency, and describe your plan to provide the data in the text box. 

a. Promotions for MCO (PWD) Answer: No 

b. Promotions for MCO (PWTD) Answer: Yes 

In FY25, DA and Staff promoted 579 employees in Mission Critical Occupations. Of those promoted, 127 employees (22 Percent) were 
individuals with disabilities, and 24 employees (0.04 Percent) were individuals with targeted disabilities. 
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Section V: Plan to Ensure Advancement Opportunities for Employees with 
Disabilities 
Pursuant to 29 C.F.R. §1614.203(d)(1)(iii), agencies are required to provide sufficient advancement opportunities for employees with disabilities. Such 
activities might include specialized training and mentoring programs, career development opportunities, awards programs, promotions, and similar 
programs that address advancement. In this section, agencies should identify, and provide data on programs designed to ensure advancement 
opportunities for employees with disabilities. 

A. ADVANCEMENT PROGRAM PLAN 
Describe the agency's plan to ensure PWD, including PWTD, have sufficient opportunities for advancement. 

All employees, including individuals with disabilities (PWD) and individuals with targeted disabilities (PWTD), are eligible to participate in 
all advancement programs. Employees are encouraged to request Reasonable Accommodation, if needed, to support their full participation. 

B. CAREER DEVELOPMENT OPPORTUNITIES 

1. Please describe the career development opportunities that the agency provides to its employees. 

USDA provides a range of career development opportunities designed to support employee growth, leadership readiness, and continuous 
skill development across all levels of the workforce. 

 New Supervisor Training 

USDA offers New and Experienced Supervisor Training to ensure that supervisors are equipped with the skills and knowledge necessary to 
lead effectively. These programs support both newly appointed supervisors and experienced supervisors by providing ongoing development 
focused on leadership responsibilities, employee engagement, performance management, and organizational effectiveness. 

Leadership Development Programs 

Recognizing the importance of leadership at all levels, the Talent Management Division (TMD) provides leadership development programs 
that offer career-long learning opportunities. These programs are designed to strengthen leadership competencies, enhance decision-making 
skills, and support employees throughout their leadership journey, from emerging leaders to senior leaders. 

Continual Learning Opportunities 

USDA promotes continual learning through developmental opportunities such as shadowing, mentoring, and other experiential learning 
activities. These opportunities allow employees to gain new skills, broaden their professional experience, and develop a deeper 
understanding of the organization, while supporting career growth and workforce readiness. 

Senior Executive Service Candidate Development Program (SESCDP) 

USDA participates in the Senior Executive Service Candidate Development Program (SESCDP), which provides high-potential employees 
with structured training and developmental experiences to prepare them for senior executive roles. The program includes a combination of 
formal training, on-the-job development, and mentoring to support executive readiness. 

Collectively, these career development opportunities support employee advancement, leadership development, and succession planning, 
while promoting a skilled, engaged, and prepared workforce. 

2. In the table below, please provide the data for career development opportunities that require competition and/or supervisory recommendation/ 
approval to participate. 
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Career Development 
Opportunities 

Total 
Participants 
Applicants 

(Percentage) 

Total 
Participants 

Selectees 
(Percentage) 

PWD 
Applicants 

(Percentage) 

PWD 
Selectees 

(Percentage) 

PWTD 
Applicants 

(Percentage) 

PWTD 
Selectees 

(Percentage) 

Detail Programs 0 0 0 0 0 0 

Fellowship Programs 0 0 0 0 0 0 

Internship Programs 5117 84 7.2 3.6 0.5 0 

Mentoring Programs 0 0 0 0 0 0 

Other Career Development 
Programs 

1099 13 4.5 23.1 0.8 7.7 

Coaching Programs 0 0 0 0 0 0 

Training Programs 0 0 0 0 0 0 

3. Do triggers exist for PWD among the applicants and/or selectees for any of the career development programs? (The appropriate benchmarks 
are the relevant applicant pool for the applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in the text box. Select "n/ 
a" if the applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a. Applicants (PWD) Answer: No 

b. Selections (PWD) Answer: Yes 

A selection trigger exists in the Internship Programs: 

 

PWD representation among selectees (3.6 Percent) is below their representation among applicants (7.2 Percent).  

 

No selection trigger exists in Other Career Development Programs:  

 

PWD representation among selectees (23.1 Percent) is higher than their representation among applicants (4.5 Percent). 

4. Do triggers exist for PWTD among the applicants and/or selectees for any of the career development programs? (The appropriate benchmarks 
are the relevant applicant pool for the applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in the text box. Select "n/ 
a" if the applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a. Applicants (PWTD) Answer: No 

b. Selections (PWTD) Answer: Yes 

A selection trigger exists in the Internship Programs: 

 

PWTD representation among selectees (0.0 Percent) is also below the PWTD share among applicants (0.5 Percent).  

 

No selection trigger exists in Other Career Development Programs:  

 

PWTD representation among selectees (7.7 Percent) exceeds their share in the applicant pool (0.8 Percent). 

C. AWARDS 

1. Using the inclusion rate as the benchmark, does your agency have a trigger involving PWD and/or PWTD for any level of the time-off 
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awards, bonuses, or other incentives? If "yes", please describe the trigger(s) in the text box. 

a. Awards, Bonuses, & Incentives (PWD) Answer: Yes 

b. Awards, Bonuses, & Incentives (PWTD) Answer: Yes 

The following triggers were identified for awards received: 

  

In FY 2025, the inclusion rates were 19.36 percent for PWD and 4.62 percent for PWTD (at all grade levels). The trigger for time-off awards 
at 11-20 hours was for PWTD. PWTD accounted for 2.69 percent of those receiving those awards. The triggers for time-off awards at 21-30 
hours were for PWD and PWTD.  PWD accounted for 16.42 percent of the awards, and PWTD accounted for 4.48 percent of the awards.  
The trigger for time-off awards at 31-40 hours was for PWD and PWTD.  PWD accounted for 16.67 percent of the awards, and PWTD 
accounted for 1.85 percent of the awards. 

The trigger for cash awards of $500 and under was for PWD. PWD accounted for 18.66 percent of those receiving awards. The trigger for 
cash awards between $501 to $999 was for PWD and PWTD.  PWD accounted for 15.50 percent of those receiving awards and PWTD 
accounted for 4.00 percent of those awards.  The trigger for cash awards between $1,000 and $1,999 was for PWD and PWTD.  PWD 
accounted for 18.52 percent of the awards and 3.86 percent of the awards.  The trigger for cash awards between $3,000 and $3,999 was for 
PWD and PWTD.  PWD accounted for 15.56 percent of the awards and PWTD accounted for 3.33 percent of the awards.  The trigger for 
cash awards between $4,000 and $4,999 was for PWD and PWTD.  PWD accounted for 11.43 percent and PWTD accounted for 2.86 
percent of the awards. The trigger for cash awards for $5,000 or more was for PWD and PWTD.  PWD accounted for accounted for 11.76 
percent and PWTD accounted for 2.94 percent of the awards. 
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Time-Off Awards 
Total 

 (Number)

Reportable 
Disability 

(Percentage) 

Without 
Reportable 
Disability 

(Percentage) 
Targeted Disability 

(Percentage) 

Without Targeted 
Disability 

(Percentage) 

Time-Off Awards 1 - 10 hours: Awards 
Given 

711.00 19.83 80.17 4.64 95.36 

Time-Off Awards 1 - 10 Hours: Total 
Hours 

5005.00 20.62 79.38 4.94 95.06 

Time-Off Awards 1 - 10 Hours: Average 
Hours 

7.04 7.32 6.97 7.48 7.02 

Time-Off Awards 11 - 20 hours: Awards 
Given 

264.00 18.94 81.06 2.65 97.35 

Time-Off Awards 11 - 20 Hours: Total 
Hours 

4877.00 18.95 81.05 2.54 97.46 

Time-Off Awards 11 - 20 Hours: Average 
Hours 

18.47 18.48 18.47 17.71 18.49 

Time-Off Awards 21 - 30 hours: Awards 
Given 

93.00 18.28 81.72 3.23 96.77 

Time-Off Awards 21 - 30 Hours: Total 
Hours 

2301.00 18.90 81.10 3.13 96.87 

Time-Off Awards 21 - 30 Hours: Average 
Hours 

24.74 25.59 24.55 24.00 24.77 

Time-Off Awards 31 - 40 hours: Awards 
Given 

83.00 13.25 86.75 2.41 97.59 

Time-Off Awards 31 - 40 Hours: Total 
Hours 

3278.00 13.30 86.70 2.44 97.56 

Time-Off Awards 31 - 40 Hours: Average 
Hours 

39.49 39.64 39.47 40.00 39.48 

Time-Off Awards 41 or more Hours: 
Awards Given 

0.00 0.00 0.00 0.00 0.00 

Time-Off Awards 41 or more Hours: Total 
Hours 

0.00 0.00 0.00 0.00 0.00 

Time-Off Awards 41 or more Hours: 
Average Hours 

0.00 0.00 0.00 0.00 0.00 
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Cash Awards 
Total 

 (Number)

Reportable 
Disability 

(Percentage) 

Without 
Reportable 
Disability 

(Percentage) 
Targeted Disability 

(Percentage) 

Without Targeted 
Disability 

(Percentage) 

Cash Awards $500 and Under: 
Awards Given 

782.00 15.47 84.53 3.96 96.04 

Cash Awards $500 and Under: Total 
Amount 

234463.00 14.03 85.97 3.48 96.52 

Cash Awards $500 and Under: 
Average Amount 

299.82 271.84 304.95 263.35 301.33 

Cash Awards: $501 - $999: Awards 
Given 

593.00 12.65 87.35 2.53 97.47 

Cash Awards: $501 - $999: Total 
Amount 

449123.00 12.56 87.44 2.54 97.46 

Cash Awards: $501 - $999: Average 
Amount 

757.37 752.32 758.11 760.80 757.29 

Cash Awards: $1000 - $1999: 
Awards Given 

1034.00 15.67 84.33 3.29 96.71 

Cash Awards: $1000 - $1999: Total 
Amount 

1297221.00 16.29 83.71 3.56 96.44 

Cash Awards: $1000 - $1999: 
Average Amount 

1254.57 1304.51 1245.29 1358.26 1251.04 

Cash Awards: $2000 - $2999: 
Awards Given 

617.00 17.02 82.98 4.21 95.79 

Cash Awards: $2000 - $2999: Total 
Amount 

1341177.00 17.30 82.70 4.46 95.54 

Cash Awards: $2000 - $2999: 
Average Amount 

2173.71 2210.07 2166.25 2303.04 2168.02 

Cash Awards: $3000 - $3999: 
Awards Given 

298.00 11.75 88.26 2.68 97.32 

Cash Awards: $3000 - $3999: Total 
Amount 

965140.00 11.65 88.35 2.64 97.36 

Cash Awards: $3000 - $3999: 
Average Amount 

3238.72 3212.23 3242.25 3187.50 3240.14 

Cash Awards: $4000 - $4999: 
Awards Given 

75.00 6.67 93.33 1.33 98.67 

Cash Awards: $4000 - $4999: Total 
Amount 

311509.00 6.42 93.58 1.28 98.72 

Cash Awards: $4000 - $4999: 
Average Amount 

4153.45 4000.00 4164.41 4000.00 4155.53 

Cash Awards: $5000 or more: 
Awards Given 

103.00 4.85 95.15 0.00 100.00 

Cash Awards: $5000 or more: Total 
Amount 

1601582.00 4.22 95.78 0.00 100.00 

Cash Awards: $5000 or more: 
Average Amount 

15549.34 13521.60 15652.80 0.00 15549.34 

2. Using the inclusion rate as the benchmark, does your agency have a trigger involving PWD and/or PWTD for quality step increases or 
performance- based pay increases? If "yes", describe the trigger(s) below. 

a. Awards, Bonuses, & Incentives (PWTD) Answer: Yes 

b. Pay Increases (PWTD) Answer: Yes 
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The trigger for quality step increases is for PWD and PWTD.  PWD accounted for 8.33 percent and PWTD accounted for 0.0 percent of the 
quality step increases.  

 

The trigger for performance-based pay increases was for PWD and PWTD.  PWD accounted for 4.69 percent of the increases and 1.56 
percent of the performance-based increases. 

Other Awards 
Total 

 (Number)

Reportable 
Disability 

(Percentage) 

Without 
Reportable 
Disability 

(Percentage) 
Targeted Disability 

(Percentage) 

Without Targeted 
Disability 

(Percentage) 

3. If the agency has other types of employee recognition programs, are PWD and/or PWTD recognized disproportionately less than employees 
without disabilities? (The appropriate benchmark is the inclusion rate.) If "yes", describe the employee recognition program and relevant data 
in the text box. 

a. Other Types of Recognition (PWD) Answer: No 

b. Other Types of Recognition (PWTD) Answer: No 

USDA does not have any other employee recognition program. 

D. PROMOTIONS 

1. Does your agency have a trigger involving PWD among the qualified internal applicants and/or selectees for promotions to the senior grade 
levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for 
selectees.) For non-GS pay plans, please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box. Select "n/a" 
if the applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a. SES 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

b. Grade GS-15 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

c. Grade GS-14 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

d. Grade GS-13 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

2. Does your agency have a trigger involving PWTD among the qualified internal applicants and/or selectees for promotions to the senior grade 
levels? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for 
selectees.) For non-GS pay plans, please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box. Select "n/a" 
if the applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a. SES 
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i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

b. Grade GS-15 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

c. Grade GS-14 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

d. Grade GS-13 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

3. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWD among the new hires to the senior grade 
levels? For non-GS pay plans, please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box. Select "n/a" if 
the applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a. New Hires to SES (PWD) Answer: N/A 

b. New Hires to GS-15 (PWD) Answer: N/A 

c. New Hires to GS-14 (PWD) Answer: N/A 

d. New Hires to GS-13 (PWD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

4. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWTD among the new hires to the senior 
grade levels? For non-GS pay plans, please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box. Select "n/ 
a" if the applicant data is not available for your agency, and describe your plan to provide the data in the text box. 

a. New Hires to SES (PWTD) Answer: N/A 

b. New Hires to GS-15 (PWTD) Answer: N/A 

c. New Hires to GS-14 (PWTD) Answer: N/A 

d. New Hires to GS-13 (PWTD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

5. Does your agency have a trigger involving PWD among the qualified internal applicants and/or selectees for promotions to supervisory 
positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for 
selectees.) If "yes", describe the trigger(s) in the text box. Select "n/a" if the applicant data is not available for your agency, and describe your 
plan to provide the data in the text box. 

a. Executives 

i. Qualified Internal Applicants (PWD) Answer: N/A 

ii. Internal Selections (PWD) Answer: N/A 

b. Managers 

i. Qualified Internal Applicants (PWD) Answer: N/A 

ii. Internal Selections (PWD) Answer: N/A 

c. Supervisors 
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i. Qualified Internal Applicants (PWD) Answer: N/A 

ii. Internal Selections (PWD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

6. Does your agency have a trigger involving PWTD among the qualified internal applicants and/or selectees for promotions to supervisory 
positions? (The appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the qualified applicant pool for 
selectees.) If "yes", describe the trigger(s) in the text box. Select "n/a" if the applicant data is not available for your agency, and describe your 
plan to provide the data in the text box. 

a. Executives 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

b. Managers 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

c. Supervisors 

i. Qualified Internal Applicants (PWTD) Answer: N/A 

ii. Internal Selections (PWTD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

7. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWD among the selectees for new hires to 
supervisory positions? If "yes", describe the trigger(s) in the text box. Select "n/a" if the applicant data is not available for your agency, and 
describe your plan to provide the data in the text box. 

a. New Hires for Executives (PWD) Answer: N/A 

b. New Hires for Managers (PWD) Answer: N/A 

c. New Hires for Supervisors (PWD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 

8. Using the qualified applicant pool as the benchmark, does your agency have a trigger involving PWTD among the selectees for new hires to 
supervisory positions? If "yes", describe the trigger(s) in the text box. Select "n/a" if the applicant data is not available for your agency, and 
describe your plan to provide the data in the text box. 

a. New Hires for Executives (PWTD) Answer: N/A 

b. New Hires for Managers (PWTD) Answer: N/A 

c. New Hires for Supervisors (PWTD) Answer: N/A 

OASCR will continue to work with OHRM to ensure the relevant data is accurate and available in FY 2026. 
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Section VI: Plan to Improve Retention of Persons with Disabilities 
To be model employer for persons with disabilities, agencies must have policies and programs in place to retain employees with disabilities. In this 
section, agencies should: (1) analyze workforce separation data to identify barriers retaining employees with disabilities; (2) describe efforts to ensure 
accessibility of technology and facilities; and (3) provide information on the reasonable accommodation program and workplace assistance services. 

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS 

1. In this reporting period, did the agency convert all eligible Schedule A employees with a disability into the competitive service after two years 
of satisfactory service (5 C.F.R. § 213.3102(u)(6)(i))? If "no", please explain why the agency did not convert all eligible Schedule A 
employees. 

Answer: Yes 

The Office of Human Resources reports USDA HQ converted all eligible Schedule A employees with a disability into the competitive 
service after two years of satisfactory service. 

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and involuntary separations exceed that of persons 
without disabilities? If "yes", describe the trigger below. 

a.Voluntary Separations (PWD) Answer: Yes 

b.Involuntary Separations (PWD) Answer: No 

In FY25, DA and Staff Offices had 1,092 employee separations. Of the 1,092 employee separations, 204 (18.68 Percent) of the separations 
were PWD. Current Total Workforce reflects 18.24 percent are PWD. Voluntary separations include resignations and retirements. PWDs 
made up 20.94 percent of resignations. PWDs made up 17.41 percent of retirements. Using the inclusion rate as the benchmark, voluntary 
separations (resignations) show a trigger for PWD. Involuntary separations include removals and Reductions in Force. There were no 
Reductions in Force for FY 2025. PWDs account for 14.29 percent of removals. The are no triggers for involuntary separations. This 
analysis is based on the total workforce. 

Separations 
Total 

(Number) 

Reportable 
Disabilities 
(Percentage) 

Without Reportable 
Disabilities 

(Percentage) 

Permanent Workforce: Reduction in Force 0 0.00 0.00 

Permanent Workforce: Removal 10 0.38 0.30 

Permanent Workforce: Resignation 392 15.04 11.66 

Permanent Workforce: Retirement 650 20.30 20.26 

Permanent Workforce: Other Separations 45 1.32 1.42 

Permanent Workforce: Total Separations 1097 37.03 33.64 

3. Using the inclusion rate as the benchmark, did the percentage of PWTD among voluntary and involuntary separations exceed that of persons 
without targeted disabilities? If "yes", describe the trigger(s) in the text box. 

a.Voluntary Separations (PWTD) Answer: Yes 

b.Involuntary Separations (PWTD) Answer: Yes 

In FY25, DA and Staff Offices had 1,092 employee separations. Of the 1,092 employee separations, 50 (4.58 Percent) of the separations 
were PWTD. The FY25 Total Workforce inclusion rate for PWTD is 4.40 percent. PWTDs accounted for 4.68 percent of resignations, 
which is higher than their inclusion rate and indicates a trigger for voluntary separations (resignations). PWTDs also accounted for 9.52 
percent of removals, which significantly exceeds their inclusion rate and indicates a trigger for involuntary separations (removals). There 
were no Reductions in Force in FY25. This analysis is based on the Total Workforce. 
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Separations 
Total 

(Number) 

Targeted 
Disabilities 
(Percentage) 

Without 
Targeted Disabilities 

(Percentage) 

Permanent Workforce: Reduction in Force 0 0.00 0.00 

Permanent Workforce: Removal 10 0.00 0.32 

Permanent Workforce: Resignation 392 13.08 12.19 

Permanent Workforce: Retirement 650 19.23 20.31 

Permanent Workforce: Other Separations 45 0.77 1.43 

Permanent Workforce: Total Separations 1097 33.08 34.25 

4. If a trigger exists involving the separation rate of PWD and/or PWTD, please explain why they left the agency using exit interview results and 
other data sources. 

USDA and OHRM are continuing to review best practices on conducting exit interviews. OASCR plans to continue to collaborate with 
OHRM to ensure relevant data is available in FY 2026, to utilize in assessing the workforce relative to the exit interviews. 

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES 

Pursuant to 29 CFR §1614.203(d)(4), federal agencies are required to inform applicants and employees of their rights under Section 508 of the 
Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the accessibility of agency technology, and the Architectural Barriers Act of 1968 (42 
U.S.C. § 4151-4157), concerning the accessibility of agency facilities. In addition, agencies are required to inform individuals where to file complaints 
if other agencies are responsible for a violation. 

1. Please provide the internet address on the agency's public website for its notice explaining employees' and applicants' rights under Section 508 of 
the Rehabilitation Act, including a description of how to file a complaint. 

This Accessibility Statement informing individuals, including employees and applicants of their rights under Section 508 of the 
Rehabilitation Act, including a description of how to file a complaint can be found at the bottom of every USDA webpage. Additionally, we 
have provided the link to the specific webpage below. 

 

https://www.usda.gov/accessibility-statement 

2. Please provide the internet address on the agency's public website for its notice explaining employees' and applicants' rights under the 
Architectural Barriers Act, including a description of how to file a complaint. 

The Accessibility Statement in the footer at the bottom of every USDA webpage to ensure the information is readily available for anyone 
visiting the website. https://www.usda.gov/accessibility-statement  

 

Language explaining individuals, including employees’ and applicants’, rights under the Architectural Barriers Act and a description of how 
to file a complaint can be found on OASCR’s webpage at the following link https://www.usda.gov/about-usda/general-information/staff- 
offices/ office-assistant-secretary-civil-rights/policy/equal-employment-opportunity-and-civil-rights-laws-and-authorities. 

3. Describe any programs, policies, or practices that the agency has undertaken, or plans on undertaking over the next fiscal year, designed to 
improve accessibility of agency facilities and/or technology. 

The USDA is in the process of updating Departmental Regulation 4030-001, Section 508 and issuing a new Departmental Manual on 
Section 508 to accompany the Departmental Regulation. Once finalized, the updated Departmental Regulation and newly issued 
Departmental Manual will be made available on the Directives page (https://www.usda.gov/about-usda/policies-and-links/departmental- 
directives/ directives-category). 

C. REASONABLE ACCOMMODATION PROGRAM 

Pursuant to 29 C.F.R. § 1614.203(d)(3), agencies must adopt, post on their public website, and make available to all job applicants and employees, 
reasonable accommodation procedures. 

https://www.usda.gov/accessibility-statement
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1. Please provide the average time frame for processing initial requests for reasonable accommodations during the reporting period. (Please do not 
include previously approved requests with repetitive accommodations, such as interpreting services.) 

In FY 2025, OHRM successfully handled 100 percent of the RA requests within 30 business days from the initiation date. The Reasonable 
Accommodation Coordinators (RACs) collaborated effectively with management officials throughout the process, leveraging the use of 
interim decisions to meet the established time frames. In addition, the RACs established internal milestone dates at intake to ensure 
completion within the required 30-business day timeframe. 

2. Describe the effectiveness of the policies, procedures, or practices to implement the agency's reasonable accommodation program. Some 
examples of an effective program include timely processing requests, timely providing approved accommodations, conducting training for 
managers and supervisors, and monitoring accommodation requests for trends. 

In FY 2025, the Reasonable Accommodation Coordinators enhanced training for supervisors, emphasizing the utilization of the Job 
Assistance Network (JAN). Supervisors and managers were provided with continuous guidance regarding their roles and responsibilities, the 
interactive process, and confidentiality. These training sessions have increased management confidence, improved compliance, and notably 
decreased delays. Overall, the established policies, procedures, and practices have led to the prompt processing of all accommodation 
requests, heightened supervisory understanding and compliance, and reinforced employee trust in the accommodation process. 

D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN THE 
WORKPLACE 

Pursuant to 29 CFR §1614.203(d)(5), federal agencies, as an aspect of affirmative action, are required to provide personal assistance services (PAS) to 
employees who need them because of a targeted disability, unless doing so would impose an undue hardship on the agency. 

1. Describe the effectiveness of the policies, procedures, or practices to implement the PAS requirement. Some examples of an effective program 
include timely processing requests for PAS, timely providing approved services, conducting training for managers and supervisors, and 
monitoring PAS requests for trends. 

OHRM placed significant importance on the training and awareness of the USDA’s Technology and Accessible Resources Give Employment Today 
(TARGET) Center. Training provided to supervisors has enhanced their capacity for the early identification of personal assistance needs and has 
removed potential delays. Communication, training, and engagement have been fundamental to the Reasonable Accommodation and personal 
assistance services program. 
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Section VII: EEO Complaint and Findings Data 

A. EEO COMPLAINT DATA INVOLVING HARASSMENT 

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging harassment, as compared to the 
governmentwide average? 

Answer: No 

2. During the last fiscal year, did any complaints alleging harassment based on disability status result in a finding of discrimination or a settlement 
agreement? 

Answer: No 

3. If the agency had one or more findings of discrimination alleging harassment based on disability status during the last fiscal year, please describe 
the corrective measures taken by the agency. 

In FY 2025, a total of 34 formal complaints were filed with bases of disability, with 15 alleging harassment.   

 

In FY 2025, there were no findings of discrimination reflected on the Civil Rights Service Division certified 462 Report. 

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION 

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging failure to provide a reasonable accommodation, 
as compared to the government-wide average? 

Answer: No 

2. During the last fiscal year, did any complaints alleging failure to provide reasonable accommodation result in a finding of discrimination or a 
settlement agreement? 

Answer: No 

3. If the agency had one or more findings of discrimination involving the failure to provide a reasonable accommodation during the last fiscal year, 
please describe the corrective measures taken by the agency. 

In FY 2025, a total of 34 formal complaints were filed with bases of disability, with 9 alleging issues related to Reasonable 
Accommodation.   

 

In FY 2025, there were no findings of discrimination reflected on the Civil Rights Service Division certified 462 Report. 
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Section VIII: Identification and Removal of Barriers 
Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy, procedure, or practice may be impeding the 
employment opportunities of a protected EEO group. 

1. Has the agency identified any barriers (policies, procedures, and/or practices) that affect employment opportunities for PWD and/or PWTD? 

Answer: No 

2. Has the agency established a plan to correct the barrier(s) involving PWD and/or PWTD? 

Answer: No 

3. Identify each trigger and plan to remove the barrier(s), including the identified barrier(s), objective(s), responsible official(s), planned 
activities, and, where applicable, accomplishments 

Source of the Trigger 1 (Workforce Data Table, Complaints data, FEVS, or other sources) 

Source Workforce Data (if so identify the table) 

Specific Workforce Data Table Workforce Data Table - B1 

Statement of Condition that was a Trigger 
for a Potential Barrier: 
Provide a brief narrative describing the 
condition at issue. How was the condition 
recognized as a potential barrier? 

USDA HQ does not meet the 12% goal for PWD in the permanent workforce for the GS-1 to 
GS-10 grade cluster; and does not meet the 2% goal for PWTD in the GS-1 to GS-10 grade 
cluster. 

Barrier Analysis Process Completed? N 

Barrier(s) Identified? N 

Statement of Identified Barrier:  
Provide a succinct statement of the agency policy, procedure or practice that has been determined to be the barrier of the undesired condition. 

  

Description of Policy, Procedure, or Practice  

Objective(s) and Dates for EEO Plan 
N/A 

Responsible Official(s) 

Title Acting Director 

Name Chris Nelson 

Standards Address The Plan? No 

Title Acting ASCR 

Name Patricia L. St. Clair 

Standards Address The Plan? No 

Planned Activities Toward Completion of Objective 

Target Date 09/30/2019 

Planned Activities Establish a committee with the goal of implementing a OneUSDA approach to managing Special 
Emphasis Programs. 

Sufficient Staffing & Funding? Yes 

Modified Date 09/30/2021 

Completion Date 09/30/2021 
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Target Date 12/16/2019 

Planned Activities Forward the revised Reasonable Accommodation Procedures to EEOC. 

Sufficient Staffing & Funding? Yes 

Modified Date 12/26/2021 

Completion Date 09/30/2021 

Target Date 09/30/2020 

Planned Activities Designate a DEPM within OASCR. 

Sufficient Staffing & Funding? No 

Modified Date 09/30/2022 

Completion Date 09/30/2021 

Target Date 09/30/2020 

Planned Activities Provide Reasonable Accommodation training to managers. 

Sufficient Staffing & Funding? No 

Modified Date 09/30/2022 

Completion Date 09/30/2021 

Target Date 09/30/2020 

Planned Activities Provide training on the special hiring authorities to managers. 

Sufficient Staffing & Funding? No 

Modified Date 09/30/2024 

Completion Date  

Target Date 06/30/2020 

Planned Activities Once approved, disseminate the new Reasonable Accommodation Policy. 

Sufficient Staffing & Funding? Yes 

Modified Date 06/30/2022 

Completion Date 09/30/2021 

Report of Accomplishments 

Fiscal Year 2022 

Accomplishment OHRM processed 90% non-COVID related and 60% COVID related RA requests in a timely 
manner. This increase was achieved despite staffing shortages in the RA section and the 
significant increase in COVID-19 related accommodation requests.  OHRM anticipates 
continuing to increase the timely processing percentage of RA requests each year, provided it 
can maintain at least three RA Specialists on staff. 

Fiscal Year 2024 

Accomplishment OHRM processed 97% of RA requests in a timely manner. Of the few that went beyond the 
prescribed timeframe, they were either a day or two past the timeframe or involved matters 
beyond the control of the RAC, e.g., the extended time required to search for positions as a 
reassignment of last resort and extended leave at the end of the year. 

Fiscal Year 2021 

Accomplishment OHRM processed 85% of RA requests timely, an increase from 72% in FY 2020. This increase 
was achieved despite staffing shortages in the reasonable accommodations section and the 
significant increase in COVID-19 related accommodation requests.  OHRM anticipates 
continuing to increase the timely processing percentage of RA requests each year, provided it 
can maintain at least three RA Specialists on staff. 

Fiscal Year 2020 
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Accomplishment RA timeliness increased from 25% in FY 2019 to 72% in FY 2020.  OHRM advertised for an 
additional GS-13 RAC to assist the RA Designee. OHRM anticipates filling the position in the 
second quarter of FY 2021. Additionally, funds were allocated for a contractor to assist the RA 
Designee and OHRM anticipates onboarding the contractor in the second quarter of FY 2021. 

Fiscal Year 2023 

Accomplishment OHRM processed over 90% of RA requests in a timely manner. Of the few that went beyond the 
prescribed timeframe, they were either a day or two past the timeframe or involved matters 
beyond the control of the RAC, e.g., the extended time required to search for positions as a 
reassignment of last resort and extended leave at the end of the year. 

Source of the Trigger 2 (Workforce Data Table, Complaints data, FEVS, or other sources) 

Source Other 

Specific Workforce Data Table Workforce Data Table - B1 

Statement of Condition that was a Trigger 
for a Potential Barrier: 
Provide a brief narrative describing the 
condition at issue. How was the condition 
recognized as a potential barrier? 

The USDA has outlined the triggers in each of the above sections of the report. The portion of 
the report identifying planned activities and accomplishments in response to the identified 
triggers is not consistent with Executive Order 14151, Ending Radical and Wasteful Government 
DEI Programs and Preferencing; Executive Order 14173, Ending Illegal Discrimination and 
Restoring Merit-Based Opportunity; and Executive Order 14148, Initial Recissions of Harmful 
Executive Orders and Actions. 

Barrier Analysis Process Completed? N 

Barrier(s) Identified? N 

Statement of Identified Barrier:  
Provide a succinct statement of the agency policy, procedure or practice that has been determined to be the barrier of the undesired condition. 

  

Description of Policy, Procedure, or Practice  

Objective(s) and Dates for EEO Plan 
N/A 

Responsible Official(s) 
N/A 

Planned Activities Toward Completion of Objective 
N/A 

Report of Accomplishments 
N/A 

4. Please explain the factor(s) that prevented the agency from timely completing any of the planned activities. Provide a succinct statement of the 
agency policy, procedure or practice that has been determined to be the barrier of the undesired condition. 

The absence of a full-time DEPM impeded USDA’s ability to successfully implement planned activities. 

5. For the planned activities that were completed, please describe the actual impact of those activities toward eliminating the barrier(s). 

N/A 

6. If the planned activities did not correct the trigger(s) and/or barrier(s), please describe how the agency intends to improve the plan for the next 
fiscal year. 

N/A 
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