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SPECIAL PROGRAM PLAN FOR
THE RECRUITMENT, HIRING,
ADVANCEMENT, AND RETENTION OF
PERSONS WITH DISABILITIES

To capture agencies’ affirmative action plan for persons with disabilities (PWD) and persons with
targeted disabilities (PWTD), Equal Employment Opportunity Commission (EEOC) regulations
(29 CFR § 1614.203(e)) and Management Directive-715 (MD-7135) require agencies to describe
how their plan will improve the recruitment, hiring, advancement, and retention of applicants
and employees with disabilities. All agencies, regardless of size, must complete this Part of the
MD-715 report.!

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 reportable and targeted disabilities in the
federal government.

1 InFY 2022, Office of Personnel Management (OPM) changed the format of Applicant Flow Data with respect to
disability identification. A new “disability omitted” category was added, which includes both applicants who did not
submit a disability identification form and applicants who selected they did not wish to answer questions on their disability
on the disability identification form. The U.S. Securities and Exchange Commission’s (SEC) MD-715 workforce tables
account for persons who did not submit a form in a new “No Form” column, and persons who selected they did not
wish to answer questions on their disability in the “Not Identified” column. Since the Agency has no information on the
disability status of persons who did not submit a form, persons who did not submit a form are not included in the totals.
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1. Using the goal of 12% as the benchmark, does your Agency have a trigger involving PWD by

2

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) Yes 0O No X
b. Cluster GS-11 to SES (PWD) Yes X No 0

This report presents separate results for both persons with disabilities (PWD) and persons
with targeted disabilities (PWTD) employed, or seeking employment, with the SEC. As
required by the EEOC, the analysis and report reflect the participation of persons with
(targeted) disabilities in two different “clusters”—Cluster GS-1 to GS-10, and Cluster GS-11
to SES (Senior Officer-equivalent for the SEC). The clusters are calculated based on the
locality adjusted salary specified in the revised regulations implementing Section 501 of the
Rehabilitation Act of 1973. As a point of reference, in FY 2022, the locality adjusted salary
of a GS-11, step 1, in the Washington, DC, area was $74,950.

The EEOC has established numerical goals for the employment and utilization of persons
with disabilities (12%) and persons with targeted disabilities (2%) for each of the two
clusters. The SEC’s goal is to meet and exceed these relevant benchmarks for PWD and
PWTD for each cluster.

The SEC included permanent and temporary employees hired under authorities that

take disability into account as PWD under the relevant hiring authority. Permanent and
temporary employees who did not self-identify on standard form 256 (SF-256) as having a
disability but whose personnel record indicates they received veterans’ preference (e.g.,
CPS—preference based on compensable service-connected disability of 30% or more) are
included in the total PWD workforce data tables. Similarly, permanent and temporary
employees not self-identified on SF-256 but whose personnel record documents that they
were hired or converted into the competitive service under Schedule A, part u (5 CFR §
213.3102(u) Appointment of persons with intellectual disabilities, severe physical disabilities,
or psychiatric disabilities) are included in the total PWD workforce for purposes of
utilization analysis.

For employees with salaries below a GS-11, step 1, the Agency achieved the numerical goal
for PWD participation; three or 30.00% of employees in this cluster were PWD compared
to the 12% benchmark.

For employees with locality adjusted salaries above a GS-11, step 1, the Agency did not
achieve the required numerical goal: 10.14% of employees in this cluster were PWD
compared to the 12% benchmark. While the numerical goal was not achieved, the current
participation rate represents an increase of 3.57 percentage points since the end of FY 2015.
Between FY 2015 and FY 2022, the participation of PWD in the total workforce increased
from 6.57% to 9.21%.

| AFFIRMATIVE ACTION PLAN



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) Yes 0O No X
b. Cluster GS-11 to SES (PWTD) Yes X No 0

The SEC achieved the numerical goal established for PWTD in the lower salary cluster
during FY 2022. In the lower salary cluster, one of the ten permanent employees is a PWTD.
The SEC did not achieve the numerical goal for PWTD among higher-salaried employees, as
1.85% of higher-salaried employees are PWTD.

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

The SEC’s Office of Human Resources (OHR) is implementing the 2022 — 2024 Recruitment
Strategy (Recruitment Strategy) to “Increase workforce representation for people with
disabilities and people with targeted disabilities.” The Recruitiment Strategy employs two
goals towards this objective: (1) build a talent pool of qualified Schedule A applicants; and
(2) improve veteran recruitment efforts. SEC senior leadership, OHR, the Office of Equal
Employment Opportunity (OEEO), and Office of Minority and Women Inclusion (OMWI)
are working together to communicate these goals throughout the Agency.

OHR continues to communicate opportunities to utilize special hiring authorities, including
Schedule A hiring options, in conversations with hiring managers to reinforce how the
Agency may improve progress toward achieving numerical goals. A checklist is used by
OHR Staffing specialists when vacant positions are identified to ensure hiring managers
understand all of their options for filling positions, including using Schedule A and veterans’
hiring authorities for those applicants with a service-connected disability of 30% or more.

SEC Division and Office heads have access to the Agency’s Diversity Dashboard, an
interactive web-enabled data feed that aggregates workforce data. Multiple views of gender,
race, generation, veteran, and disability status provide a real-time status on the progress the
Agency is making toward its goals. SEC employees explored and engaged with the Diversity
Dashboard throughout the year, resulting in 1,946 total visits in FY 2022.

Continued on the next page
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OHR also continues to share workforce data through the Human Capital Reporting &
Analytics (HCRA) dashboard. The HCRA provides, among other key human capital metrics,
aggregate data on the disability status for self-identified PWD and PWTD. A series of data
filters enable leaders to understand employee gains and losses within their particular Division
or Office for specific occupations, grades, and duty stations. OHR uses this information to
support Human Capital strategic planning. In FY 2022, OHR held Human Capital Review
sessions with each SEC Division and Office and shared PWD and PWTD on-board and
target data points. These discussions enhanced transparency and awareness of the Agency’s
interests in improving workforce diversity.

SECTION II: MODEL DISABILITY PROGRAM

Pursuant to 29 CFR §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.

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.

Yes X No 0

The Agency designated sufficient talent acquisition resources and Full Time Equivalents to
Special Programs classification, recruitment, and staffing in support of the disability program.

4 | AFFIRMATIVE ACTION PLAN



2. Identify all staff responsible for implementing the Agency’s disability employment program by the

office, staff employment status, and responsible official.

Collateral

Processing applications from PWD
and PWTD

Full Time

Part Time

Duty

15

0

0

Xiya Li, Branch Chief
Office of Human Resources
lixiy@sec.gov

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

15

Xiya Li, Branch Chief
Office of Human Resources
lixiy@sec.gov

Processing reasonable
accommodation requests from
applicants and employees

Dia Gonsalves, Disability Program Officer
Office of Human Resources
gonsalvesd@sec.gov

Section 508 Compliance

Sharvon Jones, Section 508 Coordinator
Governance Branch

Office of Information Technology
jonessh@sec.gov

Architectural Barriers Act Compliance

Ray Ferrari, RA, LEED AP, Architect
Office of Support Operations (OSO)-Office
of Building Operations (OBO)
ferrarir@sec.gov

Jinhee Kim, RA, LEED AP, Architect
0S0-0BO

kimjin@sec.gov

Carla Hairston, NCIDQ, COEE,
Space Management Specialist
0S0-0BO

hairstonc@sec.gov

Special Emphasis Program for PWD
and PWTD

Xiya Li, Branch Chief
Office of Human Resources
lixiy@sec.gov
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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.

Yes X No 0

Reasonable Accommodation (RA) Program Staff, to include the Disability Program Officer
(DPO), receive on-the-job training and periodically attend training programs. The office also
reviews recent case law to stay current with developments in this area. The RA Coordinator
and the RA Program Staff completed courses specific to recruiting, accommodating disa-
bilities, religious accommodations, performance management, hiring, and retaining PWD
and PWTD via webinars sponsored by the EEOC, LRP Publications, and through the SEC’s
on-demand learning management system, LEAP.

More generally, all of the SEC’s HR specialists have completed training courses related to
staffing and placement offered by the USDA Graduate School or OPM and through various
other platforms. The Agency’s training and development office, SECU, also offers learning
options that include processing applications for PWD and PWTD. The Agency will continue

these practices in the future.

Plan to Ensure Sufficient Funding for the Disability Program

1. 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.

Yes X No 0

The Agency was resourced adequately during the reporting period to successfully implement
the disability program.
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SECTION IIl: PLAN TO RECRUIT AND HIRE INDIVIDUALS

WITH DISABILITIES

Pursuant to 29 CFR § 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.

Plan to Identify Job Applicants with Disabilities
1. Describe the programs and resources the Agency uses to identify job applicants with disabilities,
including individuals with targeted disabilities.

The SEC is committed to being a model employer for people with disabilities. The SEC
streamlined the approach to the general hiring process using the Schedule A hiring authority
for persons with disabilities. This streamlined approach for external hiring requests was
filtered through the Selective Placement Program Coordinator (SPPC) for review. The SPPC
referred qualified applicants to hiring managers prior to or concurrently with the general
staffing process.

OHR also continued to take steps toward improving the representation of PWD and PWTD
in applicant pools. Since implementation of the FY 2022 — 2024 Recruitment Strategy,

the SEC has realized an increase in the overall representation of people with disabilities
through effective recruitment and outreach efforts that identify the Agency as an Employer
of Choice. The SEC used OPM’s Agency Talent Portal to search for resumes of individuals
with disabilities. Invitations to complete the web form and/or apply to jobs posted on
USAJOBS.gov are sent to individuals with disabilities who demonstrated an interest in
mission critical occupations (MCO) at the SEC. The SEC noted that in FY 2022, within the
MCO of Accountant, Examiner, and IT Management, applications from PWD remained at
the same rates as in FY 2021 or slightly declined.

Despite the mandatory telework posture, the Agency maintained a strong recruitment
presence in FY 2022, and attended 13 virtual career fairs and events supporting disability
recruitment efforts in building talent pools for future employment.

In FY 2023, OHR will host two job fairs specifically targeting individuals with disabilities
and veterans seeking employment opportunities in the SEC’s mission critical occupations and
will seek opportunities to engage with law and business students interested in internships
with the SEC. Further, OHR will continue to retain and review applications from people
with disabilities for future openings and will conduct targeted outreach to connect with
qualified candidates by collaborating with community-based partners such as nonprofit
organizations, national and local disability organizations, and federally-funded state and
local employment programs.

Finally, OHR will continue to leverage the employee affinity group Disability Interests
Advisory Committee (DIAC) for recruitment resources and assistance.

FISCAL YEAR 2022 |
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2. Pursuant to 29 CFR § 1614.203(a)(3), describe the Agency’s use of hiring authorities that

3.

take disability into account (e.g., Schedule A) to recruit PWD and PWTD for positions in the
permanent workforce.

The Agency uses a variety of available resources that support hiring through Schedule A and
other hiring authorities that take disability into account.

The Disability Program Manager and/or SPPC receives notifications and newsletters from the
following groups and transmits information to OHR staff engaged in recruitment:

= EARN—Employer Assistance Resource Network: askearn.org

JAN—Job Accommodation Network: askjan.org

ODEP—Office of Disability Employment Policy, Department of Labor:
dol.gov/agencies/odep

= OWF—Operation Warfighter Program: warriorcare.dodlive.mil/carecoordination/
operation-warfighter/

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.

The following describes two procedures for processing applications under the Schedule
A hiring authority for persons with disabilities, one used in response to a specific vacancy
posting and the other for unsolicited Schedule A applications.

1. The Office of Human Resources processes Schedule A applications in response to a Job
Opportunity Announcement (JOA).

Applicants who wish to be considered for a specific vacancy under the Schedule A hiring
authority must submit the appropriate documentation when applying for a current open
JOA. The SEC defers to the OPM-identified appropriate documentation. Applications
are reviewed by HR specialists to determine if the applicant is minimally qualified as
identified in the JOA. If the applicant is minimally qualified, that individual is referred to
the hiring manager on a separate certificate of eligible candidates. HR specialists provide
written guidance to hiring managers via email that explains how Schedule A applicants
can be selected once the certificate has been issued.

Continued on the next page
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2. The Office of Human Resources also processes unsolicited Schedule A applications.

Applicants who wish to be considered under the Schedule A hiring authority, outside
the process for a specific vacancy posting, must submit the appropriate documentation
as identified by OPM with their application. The SPPC will proactively contact the
prospective applicant if the individual did not submit the required documentation. The
application will not be processed until the appropriate documentation is received.

Resumes submitted directly to the SPPC are reviewed to determine the potential job series
the applicant may be suitable for based on the knowledge, skills, and abilities identified
on the applicant’s application. Building a pool of qualified candidates is important to the
SEC; as such, the Agency has developed a Schedule A Resume Database.

The SEC process for hiring starts with a Staffing Action Request Form (SARF) submitted
by the hiring manager. Upon request, when a SARF is received by OHR, the SPPC
compiles a certificate of eligible candidates from the database per the job series and refers
candidates to hiring managers. The SPPC conducts a one-on-one consultation with the
hiring manager to discuss the certificate of eligible candidates, as appropriate.

The SEC’s administrative regulations on its Veterans Employment Program provides
instruction for hiring veterans with disabilities and was last updated in December 2021.
The Agency’s administrative regulations are available upon request.

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.

Yes X No 0 N/A 0

In FY 2022, OHR Staffing specialists used a hiring checklist in the one-on-one conversation
with the hiring manager. The checklist contains a section on Schedule A hiring of persons with
disabilities, and the specialist advises the hiring manager on the Schedule A hiring process and
offers it as a course of action where applicable.

The SEC will continue to promote among hiring managers the successful use of Schedule A
hiring to support the SEC’s Recruitment Strategy and Affirmative Action Plan for People with
Disabilities. In addition, in FY 2023, OHR will develop and launch a new training for hiring
managers describing the various hiring authorities available to them, including Schedule A
hiring authority for persons with disabilities.
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Plan to Establish Contacts with Disability Employment Organizations
1. Describe the Agency’s efforts to establish and maintain contacts with organizations that assist

PWD, including PWTD, in securing and maintaining employment.

The SEC’s SPPC continued to maintain established partnerships with organizations that
assist PWD and PWTD in securing and maintaining employment. The SPPC updated

the SEC’s list of affinity organizations to maintain contact and foster relationships for
recruitment events and candidate sourcing. The SEC continued to leverage the Operation
Warfighter (OWE) program during FY 2022. OWF is an internship program created by the
Department of Defense that matches qualified wounded, ill, and injured service members
with non-funded federal internships for them to gain valuable work experience during
recovery and rehabilitation.

The SPPC also maintains an ongoing relationship with the SEC’s DIAC and the Veterans
Committee members which help support the Agency’s efforts to recruit PWD and PWTD.

In addition, the Agency continued work to strengthen partnerships with stakeholders to
include SEC program offices, such as OMWI, the National Treasury Employees Union
(NTEU), DIAC, and employee affinity groups to identify sustainable actions to improve
the Agency’s Diversity and Inclusion initiatives for the PWD and PWTD communities.
These actions will promote greater inclusion of the PWD and PWTD communities in the
SEC workforce and will support their immediate and long-term needs when the Agency
transitions back to normal work posture post the COVID-19 pandemic.

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”, please describe

10

the triggers below.

a.

b.

New Hires for Permanent Workforce (PWD)  Yes X No 0
New Hires for Permanent Workforce (PWTD) Yes X No 0

In FY 2022, the Agency hired 260 permanent employees, of which PWD and PWTD
represented 8.46% and 1.15%, respectively, of all new hires. As such, the Agency did not
achieve the numerical goals of 2% participation of PWTD and 12% participation of PWD
among permanent new hires. See Table B1.
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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.

a. New Hires for MCO (PWD) Yes X No 0
b. New Hires for MCO (PWTD) Yes X No 0

In FY 2022, the SEC hired and on-boarded a total of 260 permanent staff employees.
Among these newly-hired staff members were 197 persons in MCO positions as follows:
130 attorneys; 14 accountants; 18 securities compliance examiners; 20 I'T management
specialists; and 15 economists. Fifteen of the 197 (7.61%) newly-on-boarded MCO
permanent staff were PWD.

As a preliminary matter, differences may be observed in comparing the demographic statistics
of the qualified applicant pool (QAP), selections, and new hires on-boarded. Reasons for
these differences vary. Some newly-hired staff applied for a vacancy posted in the prior fiscal
year or may have elected not to volunteer demographic information with their application.
In addition, in FY 2022, one Division posted open continuous announcements for which

the applicant flow data do not fall into a specific fiscal year based on the close dates of the
postings. Triggers comparing the composition of PWD and PWTD in applicant flow versus
new hire data should be interpreted with these differences in mind.

Triggers were observed for PWD in the hiring of permanent IT Management specialists,
Economists, and Attorneys as follows:

= For IT Management, 15.00% of new hires were PWD, below their representation in the
qualified applicant pool of 45.36%.

= For Economists, 20.00% of new hires were PWD, below their representation in the
qualified applicant pool of 24.02%.

= For Attorneys, 4.62% of new hires were PWD, below their representation in the
qualified applicant pool of 18.02%.

= For Accountants, 7.14% of new hires were PWD, above their representation in the
qualified applicant pool of 5.26%.

= For Securities Compliance Examiners, 16.67% of new hires were PWD, above their
representation in the qualified applicant pool of 9.77%.

Continued on the next page
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3.

12

Triggers were also observed for PWTD in the Attorney, IT Management, Economist, and
Accountant occupations:

= For Attorneys, the QAP for PWTD was 3.81%; no PWTD was hired.
= Sixteen PWTD were in the QAP (5.50%) for IT Management, and no PWTD was hired.

m Thirteen PWTD were in the QAP (6.37%) for Economist positions, and no PWTD
was hired.

= Six PWTD were in QAP (3.45%) for Securities Compliance Examiners, and no PWTD
was hired.

= One PWTD was in the QAP (2.63%) for an Accountant position, and no PWTD
was hired.

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

113

yes”, please describe the triggers below.

a. Qualified Applicants for MCO (PWD) Yes X No 0
b. Qualified Applicants for MCO (PWTD) Yes X No 0

In the FY 2022 data presented differences were identified in the participation of PWD in
the qualified internal applicants for competitive promotions as compared to the relevant
applicant pool (RAP) within the Attorney occupation. Differences were also identified
between the RAP and QAP for PWTD within the internal competitive promotion data for
the MCOs of Securities Compliance Examiner and Economist.

The RAP was defined for each MCO based on the number of employees holding a
qualifying occupation series and in the SK-levels encumbered at the Agency between

SK-11 and SK-16. Specifically, for Attorneys, the RAP included all employees in the 0905
series. For Accountants, the RAP included all employees in the 0510 series. For Securities
Compliance Examiners, the RAP included all employees in the 1831 and the 0501, Financial
Administration and Program series. For the IT Management occupation, the RAP included
all employees in the 2210 series, and for the Economist occupation, the RAP included all
employees in the 0110 series.

Continued on the next page
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For Securities Compliance Examiners, the Agency observed a difference between the RAP
and qualified internal applicants for PWTD. The RAP for PWTD was 1.38%, and PWTD
represented none of the qualified internal applicants.

For Economists, the Agency observed a difference between the RAP and qualified internal
applicants for PWD. The RAP for PWD was 5.43%, and PWD represented none of the
qualified internal applicants. The RAP for PWTD was 3.26 %, and there were no PWTD
among qualified internal applicants.

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.

a. Promotions for MCO (PWD) Yes X No 0
b. Promotions for MCO (PWTD) Yes X No 0

The selection data indicate a difference for PWD in the Attorney, Accountant, and IT
Management occupations.

= For Attorneys, the QAP for PWD was 7.03%, and PWD were 5.56% of selections.
= For Accountants, the QAP for PWD was 18.18%, and PWD were 0.00% of selections.

= For IT Management, the QAP for PWD was 62.60%, and PWD were 50.00%
of selections.

The selection data also indicate there were differences between selections and the qualified
applicant pool for PWTD in the Accountant and IT Management occupations.

= For Accountants, the QAP for PWTD was 13.64%, and PWTD were 0.00%
of selections.

= For IT Management, the QAP for PWTD was 6.50%, and PWTD were 0.00%
of selections.
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SECTION IV: PLAN TO ENSURE ADVANCEMENT OPPORTUNITIES FOR
EMPLOYEES WITH DISABILITIES

Pursuant to 29 CFR §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.

Advancement Program Plan
1. Describe the Agency’s plan to ensure PWD, including PWTD, have sufficient opportunities
for advancement.

To promote equal employment opportunity, the Agency takes a number of steps to
ensure that opportunities for advancement are open and available to all in the workforce,
including PWD and PWTD. The following describes efforts to promote opportunities

for advancement.

Information about training, the Agency’s Mentoring Program, and career development
opportunities is widely shared with the workforce via SEC Today, which is the SEC’s daily
newsletter published agency wide.

OHR maintains a user-friendly, interactive portal, Ask HR, on the SEC’s intranet, which
provides employees with information about hiring, compensation and benefits, employee
development, performance management, and disability accommodations, among a number
of other topics.

The Chief Human Capital Officer (CHCO) is an active member of the SEC Veterans
Committee, which hosts a website that includes information concerning veterans’
benefits, to include a link to the Feds Hire Vets website that highlights special hiring

authorities for veterans.

DIAC regularly communicates with its membership, which includes PWD and PWTD,
about its own activities, other events, developmental opportunities, and job postings or
support available to the workforce. These more targeted communications help ensure
that PWD and PWTD are aware of the available options and any processes for requesting

participation or enrollment.

Continued on the next page
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In FY 2022, OHR reserved five () slots in the 2022 Mentoring Program cohort for
employees with disabilities and collaborated with DIAC to communicate this opportunity.
Through this collaboration, the SEC exceeded its goal—six PWD participated in the

FY 2022 Mentoring Program.

In addition, in FY 2021, the SEC launched a cross-office working group comprised of
Senior Officers who are champions of disability inclusion, subject matter experts in OHR,
OEEO, OMWI, and key members of the DIAC. This working group began meeting in

FY 2021 and, leveraging evidence-based data, made 17 recommendations to management
in FY 2022 related to the recruitment, hiring, career development, promotion, reasonable
accommodation, and retention of PWD and PWTD at the SEC (PWD Recommendations).

Subsequently, the SEC launched a new cross-office working group (comprised of accountable

experts and/or leads in OHR, OMWTI, OEEQ, OIT, and OCOO) charged with implementing
the PWD Recommendations. The majority of the 17 PWD Recommendations fall within
OHR’s jurisdiction, and OHR has already implemented a couple of recommendations,
including, the sharing of the Schedule A PWD list with Division/Office hiring managers prior
to the publication of a job announcement provided there are qualified candidates in the
resume database to refer, and sharing aggregate disability data with Divisions/Offices as part

of the Human Capital reviews.

The PWD Recommendations serve as guiding principles for this new working group.

In FY 2022, for each recommendation accepted by the Agency for implementation, the
working group identified the responsible office/branch and established projected timefram