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SECTION 1
FORM 715 - 01

Parts A through J



EEOC FORM
715-01 PART A-D

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

For period covering October 1, 2004 to September 30, 2005

PART A

Department
or Agency
Identifying
Information

1. Agency United States Environmental Protection Agency
|

1.a. 2™ level reporting component N/A

1.b. 3" level reporting component N/A

1.c. 4" level reporting component N/A

2. Address

1200 Pennsylvania Avenue, NW, Mail Code 1201A

3. City, State, Zip Code

Washington, DC 20460

4. CPDF Code 5. FIPS EP 11
|
PART B 1. Enter total number of permanent full-time and part- 1. 17,665
time employees
Total
Employment
2. Enter total number of temporary employees 2. 816
3. Enter total number employees paid from non- 3. 0
approprated funds
4. TOTAL EMPLOYMENT [add lines B 1 through 3] | 4. 18,481
PART C 1. Head of Agency / Title 1. Stephen L. Johnson, Administrator
Agency 2. Agency Head Designee 2. Karen D. Higginbotham, Director, Office of Civil Rights
Official(s)
Responsible | 3. Principal EEO Official 3. Susan M. Morris, Assistant Director, Affirmative
For Official Title/series/grade Employment & Diversity, GS-260-15
Oversight _
of EEO 4. Affirmative Employment | 4. Mirza P. Baig, National Affirmative Employment
Program(s) | program Official Program Manager

5. Section 501 Affirmative 5.

Action Program Official

Keith Bailey, Disability Employment Program Manager

6. Complaint Processing 6.

Program Manager

Ronald Ballard, Assistant Director, Employment
Complaints Resolution Staff

7. Other Responsible EEO 7.

Staff !

National Special Emphasis Program Managers




List ot Subordinate

Components
Covered in Thi
Report

S

EEOC FORM
715-01 PART A -D

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

|
1
i
|

, General Counsel; Enforcement & Compliance Assurance; Chief

!

Subordinate Component and Location (City/State) \

Program Offices at Headquarters (Washington, DC): Administrators

Office; Administration & Resources Management; Air & Radiation;

Financial Officer; Inspector General; International Affairs;
Environmental Information; Prevention, Pesticides, & Toxic Substances;
Research & Development; Solid Waste & Emergency Response; Water
Regions: Region 1 (Boston, MA); Region 2 (New York, NY); Region 3 |
(Philadelphia, PA); Region 4 (Atlanta, GA); Region 5 (Chicago, IL);
Region 6 (Dallas, TX); Region 7 (Kansas City, KS); Region 8 (Denver,
CO); Region 9 (San Francisco, CA); Region 10 (Seattle, WA).
Laboratories: Cincinnati, OH; Research Triangle Park, NC; and Las

Vegas, NV
b )

EEOC FORMS and Documents Included With This Report

Statements
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*Executive Summary [FORM 715-01 X *Qptional Annual Self-Assessment Checklist Against X
PART E], that includes: Essential Elements [FORM 715-01PART G]
- i
Brief paragraph describing the X *EEOQ Plan To Attain the Essential Elements of a Model X
agency's mission and mission- EEO Program [FORM 715-01PART H] for each
related functions programmatic essential element requiring improvement
Summary of results of agency's X *EEOQ Plan To Eliminate Identified Barrier X
annual self-assessment against [FORM 715-01 PART I] for each identified barrier
MD-715 "Essential Elements” 1
Summary of Analysis of Work X *Special Program Plan for the Recruitment, Hiring, and X
Force Profiles including net Advancement of Individuals With Targeted Disabilities
change analysis and comparison to for agencies with 1,000 or more employees [FORM 715-
RCLF 01 PART J)
Summary of EEO Plan objectives X *Copy of Workforce Data Tables as necessary to support X
planned to eliminate identified Executive Summary and/or EEO Plans
barriers or correct program
deficiencies
Summary of EEO Plan action N/A | *Copy of data from 462 Report as necessary to support X
items 1mp1ememed or action items related to Complaint Processing Program
accomplished deficiencies, ADR effectiveness, or other compliance
issues.
e e e S R S
*Statfam;nt of Establishment of X *Copy of Facility Accessibility Survey results as N/A
Contmum‘g Equal Employment necessary to support EEQ Action Plan for building
Opportunity Programs [FORM 715-01 renovation projects
PART F]
| *Copies of relevant EEO Policy X l *Organizational Chart (Attachment A) X
Statement(s) and/or excerpts from 5
revisions made to EEO Policy f
n




U.S. Environmental Protection Agency
FY 05-06
Affirmative Employment Program Plan
Executive Summary

PARTE

I. EPA’s Mission

The mission of the Environmental Protection Agency (EPA) is to protect human health and the
environment. Since 1970, EPA has been working for a cleaner, healthier environment for the American
people. In order to accomplish this mission, EPA has initiated this plan to ensure that all of its
employees and applicants for employment are treated fairly, with dignity, and have an equitable
opportunity to fulfill their highest potential.

II. Background

This is the second year for reporting affirmative employment under the Equal Employment Opportunity
Commission’s (EEOC) Management Directive (MD) 715. This comprehensive analysis of equal
employment opportunity (EEO) and affirmative employment planning identifies triggers for determining
if barriers may exist and establishing plans for implementing appropriate actions to eliminate selected
barriers. Agency class group data was compared with the Civilian Labor Force (CLF) and other
statistical comparisons were made as outlined i EEOC guidelines. In addition, information was
obtained from interviews and meetings with various agency employees, including Special Emphasis &
Diversity Program Managers throughout the Agency. The statistical analysis identified 28 areas of
employment in which specific class groups have achieved less-than-expected numbers.

In the past and in accordance with previous EEOC directives on Affirmative Employment Program
Planning, managers were directed to review the workforce in terms of grade groups within categories of
employment referred to as PATCOB (Professional, Administrative, Technical Clerical, Other and Blue
Collar). Comparisons were made with the CLF and where low participation rates were found, actions
were to be taken to improve recruiting efforts under the Federal Equal Opportunity Recruitment Program
(FEORP) and other internal programs.

The current EEOC focus i1s on evaluating the distribution of all major personnel actions, such as
Accessions, Separations, Awards, Glass Ceilings, Supervisory Levels, Distribution within Components,
Distribution in Major Mission Critical Occupations, Comparisons with the CLF and Relevant Civilian
Labor Force (RCLF), Participation in Internal Employee Development Programs, and Selections from
Applicant Pools and for Senior Level Positions. The purpose of this evaluation is to define and eliminate
barriers based on the equitable distribution of employment actions as related to the CLF. In order for this
effort to yield appropriate results, the involvement of management at all levels is necessary. This
approach is in keeping with Federal efforts to provide managers and supervisors with the tools necessary
to ensure that fair and equitable treatment is incorporated into every step of the employment process.

II1. Approach

EPA initiated a structured 3-year (FY 05-07) approach to implementing MD-715. The first year (FY
2005), there was a focus on developing and implementing a data collection and reporting system. During



that year, interviews were conducted and meetings held with employees, managers, SUpervisors, Senior
officials and EEO/HR personnel to identify concerns and issues with respect to EEO throughout EPA
and within their respective organizations. This effort included Headquarters Program Offices (HQ POS),
Regions and Laboratories. Onsite focus groups were held in HQ POs in Washington, D.C, and in the
ten Regional Offices and major laboratories. EPA’s organizational chart is included as Attachment A to
this document.

During the second year (FY 06), a detailed Barrier Analysis was conducted. This analysis involved
identifying specific triggers for further analysis of barriers and developing plans and objectives for
eliminating those barriers. EPA Affirmative Employment & Diversity (AE&D) staff developed an
extensive training program for collateral-duty Special Emphasis Program Managers (SEPMs), who are
directly involved in affirmative employment planning and programming. This training was developed to
ensure that key staff had knowledge of the requirements under MD-715, particularly with respect to
barriers, objectives, and accountability for achieving results.

The third year (FY 07), an emphasis will be placed on providing training and briefings to senior
management officials, managers and supervisors throughout EPA on the AEP The AE&D Assistant
Director, National Special Emphasis Program Managers (NSEPMs), Collateral-duty SEPMs, and EEO
Officers will provide information that will assist agency officials in eliminating the barriers identified
and improving specific areas to ensure equal employment opportunity for the targeted groups. Utilizing
the annual triggers, trends, and barrier analyses, managers and supervisors are to develop and implement
appropriate plans in line with the objectives established. EPA will update the plan and concentrate on
continuing efforts and actions to eliminate any barriers that may exist to achieve equal employment
opportunity within the workforce.

IV. Summary of Workforce Analysis

The workforce analysis includes standard MD-715 Tables, development of further analysis of
employment trends, identification of triggers, trend analysis, and other comparative analysis designed to

identify barriers to equal employment opportunity for employees and applicants. MD-715 Tables are
included in Section II of this plan.

EEOC adopted standard statistical techniques for determining triggers based on less-than-expected
comparisons with various norms. Charts were developed to provide managers and supervisors with an

easy method for determining conditions needing attention and the degree to which the conditions
deviated from desired conditions or the variance.'

As the EEOC states in, “Instructions to Federal Agencies for EEO MD-715,” if a group has a net change
lower than the net change for the total workforce, it is a trigger of the possible existence of a barrier. A
current workforce ratio below the CLF for any group is another trigger.” Triggers are derived from an
analysis of data contained in the various MD-715 Tables and are defined differently for each data set. A
summary of triggers by class group within each subject area is included in Section [V The analysis 1s
provided so that the scope and level of effort needed to address triggers can be defined.

ThiS document uses the term “less-than-expected” to describe a comparison of the Agency's workforce
with the CLF  Nothing in this document, including the use of the term “less-than-expected,” indicates a

significant statistical disparity that indicates employment discrimination or permits the use of race as a
criterion in personnel decisions.

' Definition of a variance can be found in the Glossary at Attachment D.
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Instead of the typical statistical analysis requiring calculations of standard deviations, this Plan focuses
on barriers that may exist, which have an impact on more than one employment dimension. Removing
these barriers will benefit the most number of employees and/or applicants for employment, as well as
have the most impact on ensuring that EPA develops and rewards its workforce equitably.

A. Representation of Class Groups

EPA has substantial representation for some class groups throughout the workforce. However, certain
class groups have not achieved parity when compared with: 1) the CLF, 2) the overall workforce, 3)
within organizational components, 4) at specific grade levels, and/or 5) across occupational categories.
CLF comparisons were made for each of EPA’s major occupations. For each occupation, triggers were
identified where class group representation levels were below the CLF  This data, along with other
information gathered, was then used as a means of identifying possible barriers that may exist and
establishing objectives to eliminate those barriers.

The distribution of employees by class group throughout EPA by organizational component was
developed and triggers are summarized for each organizational component where the class group
representation levels fell below the Agency-wide representation. The data for the 1-year period and the
5-year trend showed little change. Class groups with less-than-expected levels of representation at the
beginning of the period were essentially in the same status at the end of the 5-year period - even though a
substantial amount of hiring and transfers took place. During the 5-year period (FY 00 through FY 05),
there were 6,446 new hires nto the total workforce (permanent and temporary) or an average of 1,290
per year.

Grades are grouped under the following four categories: Entry level grades are 1-8; Mid-level grades 9-
12, Senior Level grades 13-15, and Senior Executive Service (SES).

1. Total Workforce

The total permanent workforce at the end of FY 05 1s 17.665. There are 816 temporary employees
throughout the workforce. Permanent employees by grade groupings are 17,537, with 128 employees in
ungraded categories, such as those with administratively determined rates and members of the
Commissioned Corps. Of the permanent employees, 1,214 or 6.9% are at the Entry level; 4,005 or
22.8% are at the Mid-level; 11,984 or 68.3% are at the Senior-level; 334 or 1.9% in the SES; and 10
employees are in Blue Collar occupations.

At the Entry-level (1,214), White Males represent 10%; White females 28.7%; Black Males 5.2%; Black
Females 41.1%; Hispanic Males 1.8%: Hispanic females 7.3%; Asian Males 1.7%; Asian Females 3.6%;
American Indian Males 0; American Indian Females 0.6%.

At the Mid-level (4,005), White Males represent 23.7%; White Females 33.8%; Black Males 12.8%;
Black Females 23.4%; Hispanic Males 2.2%; Hispanic Females 4.1%; Asian Males 2.8%; Asian Females
3.6%; American Indian Males 0.5 ; American Indian Females 0.6%.

At the Senior-level (11,984), White Males represent 45.8%; White females 30.1%; Black Males 3.9%:
Black Females 9.4%; Hispanic Males 2.5%; Hispanic females 1.8%; Asian Males 3.1%; Asian Females
2.6%: American Indian Males 0.4; American Indian Females 0.4%.

In the Senior Executive Service (334), White Males represent 38.4%; White females 29.0%: Black Males
4.9%: Black Females 4.2%; Hispanic Males 3.6%; Hispanic females 0.7%; Asian Males 1.5%; Asian
Females 1.4%: American Indian Males 0.3; American Indian Females 0.



2. White Females and Males

White females are less than their overall representation in the CLF (30.8% EPA vs 33.7% CLF). The
total number of White females (5,403) distributed by grade groupings is: Entry-level 6.6%, Mid-_lgve]
25.0%, Senior-level 66.8%, and SES 1.6%. White females occupy 28.6% of Entry-level positions
(1,214); 33.8% of Mid-level positions (4,005); 30.0% of Senior-level positions (11,984); and 26.3% of
SES positions (334).

White males are slightly higher than their overall representation in the CLF (38.6% EPA vs 39% CLF).
The total number of White males (6,742) distributed by grade groupings is: Entry-level 1.8%, Mid-level
14.2%, Senior-level 81.3%, and SES 2.7%. White males occupy 10% of Entry-level positions (1,214);
23.7% of Mid-level positions (4,005); 45.8% of Senior-level positions (11,984); and 54.8% of SES
positions (334). White male representation decreased (-0.59%) during F'Y 2005.

3. Black or African American Females and Males

Black or African American females are more than double the CLF (14.7% EPA vs 5.7% CLF). The total
number of Black females (2,573) distributed by grade groupings is: Entry-level 19.4%, Mid-level
36.5%, Senior-level 43.6%, and SES 0.5%. Black females occupy 41.1% of the Entry-level positions;
23.4% of the Mid-level; 9.4% of the Senior-level positions and 4.2% of the SES.

Black or African American male representation 1s slightly less than the CLF (4.4% EPA vs 4.8% CLF).
Black male representation overall 1s significantly less than for Black females at every grade, except at the
SES level. The Black female representation at EPA is significantly higher (more than triple) that of
Black males (14.7% EPA vs 4.4% CLF). The total number of Black Males (762) distributed by grade
groupings 1s: Entry-level 8.3%, Mid-level 28.0%, Senior-level 61.9%, and SES 1.8%. Black males
occupy 5.2% of Entry-level positions (1,214); 12.8% of Mid-level positions (4,005); 3.9% of Senior-
level positions (11,984); and 4.9% of SES positions (334).

4. Hispanic or Latino Females and Males

Hispanic or Latino females are significantly less than the CLF (2.8% EPA vs 4.5%). The total number of
Hispanic females (479) distributed by grade groupings is: Entry-level 18.7%, Mid-level 34.8%, Senior-
level 46.1%, and SES 0.8%. Hispanic females occupy 7.3% of the Entry-level positions; 4.1% of the
Mid-level; 1.8% of the Senior-level positions and 0.7% of the SES.

Hispanic or Latino males are significantly less than the CLF (2.4% EPA vs 6.2%). The total number of
Hispanic males (420) distributed by grade groupings is: Entry-level 5.3%. Mid-level 21.2%, Senior-
level 70.9%, and SES 2.9%. Hispanic males occupy 1.8% of the Entry-level positions; 2.2% of the Mid-
level; 2.5% of the Senior-level positions and 4% of the SES.

5. Asian American Females and Males

Asian American females are over their representation in the CLF (2.9% EPA vs 1.7% CLF). The total
number of Asian females (506) distributed by grade groupings is: Entry-level 8.3%, Mid-level 28.3%

Senior-level 62.6%, and SES 0.8%. Asian males occupy 3.5% of the Entry-level positions: 3.6% of th
Mid-level; 2.6% of the Senior-level positions and 1.4% of the SES. P oo on e

Asian American males are over their representation in the CLF (2.7% vs 1.9%). The total number of
Asian males (510) distributed by grade groupings is: Entry-level 3.9%, Mid-level 21.8% Senior-level

73.5%, and SES 0.9%. Asian males occupy 1.6% of the Entry-level positions; 2.8% of i
: o ;2. th - :
3.1% of the Senior-level positions and 1.5% of the SES. P > ot the Mid-level;



6. American Indian/Alaska Native Females and Males

American Indian/Alaska Native females are represented at or above the CLF (0.43% EPA vs 0.3% CLF).
The total number of American Indian females (76) distributed by grade groupings is: Entry-level 9.2%,
Mid-level 32.9%, Senior-level 57.9%, and SES 0 %. American Indian females occupy 0.6% of the
Entry-level positions; 0.6% of the Mid-level; 0.4% of the Senior-level positions and 0 SES.

American Indian/Alaska Native male are represented at or above the CLF (0.37% EPA vs 0.3% CLF).
The total number of American Indian males (66) distributed by grade groupings is: Entry-level 1.5%,
Mid-level 29.2%, Senior-level 69.2%, and SES 1.5%. American Indian males occupy 1 Entry-level
position; 0.5% of the Mid-level; 0.4% of the Senior-level positions and 1 or 0.3% of the SES.

7. Native Hawaiian or Other Pacific Islander

No statistics were available for this reporting period.

8. Two or More Races

No statistics were available for this reporting period.

9. Persons with Targeted Disabilities

A class group that is substantially below their availability in the workforce are employees with targeted
disabilities  1.2% at EPA compared to the 2.27% Federal target (established by using the highest
percentage within a Federal agency). The EPA effort to place persons with targeted disabilities in jobs is
far less than what was expected given mandates under the Rehabilitation Act. With substantial numbers
of persons becoming disabled as a result of their service to the country and an aging workforce, it is
essential that vacancies be filled using special and selective hiring authorities. The agency should take
steps to identify positions where persons with various disabilities can perform well.

B. Glass Ceiling for Women

Women are concentrated in the lower grades as compared to their male counterparts: GS-7 females are
81% vs males 19%; GS-9 females 77% vs males 23%: GS-11 females 69% vs males 31%. At the GS-12
females represent 62% or 1,511 vs males 38% or 937 males. Thereafter, females decline at the GS-13 to
the SES as follows: GS-13 females are 47% or 3,165 vs males 53% or 3,621; GS-14 females are 43% or
1,261 vs males 57% or 1,691; GS-15 females are 39% or 880 vs males 61% or 1,366; and at the SES
temales are 37% or 106 vs males 63% or 182. There has been little or no change in the last five (5) years.
Barriers associated with this condition may include the fact that EPA does not have a leadership
development program for employees from the Entry-level, into Mid-level or Senior-level positions. The
only supervisory development program EPA has developed is the SES Development Program, which has
not been active for the last two years. Many, if not most, of the higher-level graded positions were fiiled
through career ladder positions or without competition.

The total number of employees in Career Ladder positions is 1,720. While more females are in Career
Ladder positions (1,026) vs males (694), their time in grade is longer than males for promotions (258
months for females vs 233 months for males). A Glass Ceiling Table is in Section IV with each grade
level percentage by class group color-coded to indicate grade levels at which the class group is above or
below overall representation in the workforce (green indicates above and red indicates below the
workforce percentage identified at the bottom of the Table). There is no data available for Native
Hawaiian or Other Pacific Islander and Two or More Races.



V. Barriers Identified
The following Barriers were 1dentified:

A. Employvee Development Programs

Employee development programs are almost non-existent at EPA. Almost total reliance is being placed
on Web-based training as a solution to providing employees with training for career development. There
are no procedures in place to assist employees to advance after using the Web-based training.

Programs should be developed to increase representation levels. These programs should include internal
and external internships, upward mobility programs, and leadership and supervisory development
programs for the mid— and senior-levels. Overall, employee development programs and plans need to be
substantially increased and targeted to include triggered class groups. Less and less opportunities for
advancement exist because a large number of employees are on career ladders and promotions are
attained through non-competitive means. If all employees were able to participate in these non-
competitive promotions, then the use of non-competitive promotions would not be an issue. However,
based on the data, this is not the case and various class groups are excluded from participation.

B. Recruitment Efforts

Over the 5-year period (FY 00 through FY 05), EPA’s aftirmative recruitment efforts have decreased and
should be re-emphasized and re-energized. There are a significantly small number of Internship and Up-
ward Mobility Program positions for the size of the Agency. Further, the recruitment efforts are not
targeted to specific class groups where they are at less-than-expected levels of representation. Managers,
supervisors, and Office of Human Resources personnel need to develop plans in accordance with the
triggers and barriers identified in this Plan.

EPA’s workforce is aging and special efforts for succession planning needs to be taken to ensure that
triggered class group members fully participate. There 1s little formal Supervisor/Manager development
programming that includes triggered class groups throughout EPA.

C. Merit System

There are approximately 1,300 positions being filled at EPA annually; however, there is a substantial
number and significant increase in positions being filled non-competitively. A full study should to be
conducted by the Office of Human Resources to identify the reasons for the increasing number of
promotions that are being filled non-competitively. This is essential to ensuring a merit system within
the workplace. An emphasis should be placed on using the competitive process in order to ensure that all
groups are represented, including those in the triggered groups.

D. Applicant Flow Data

EPA has not gathered applicant flow data, which has prevented full reporting under MD-715 for this
report. There are eight Tables that cannot be completed because applicant flow data has not been
gathered or available. Therefore, trigger identification and specific barrier analysis could not be
completed for this area. Applicant flow data is essential for a complete trend analysis to be completed,
which compares those who apply for positions with those who are selected. In addition, it identifies
whether EPA needs to strengthen its recruitment efforts or modify its staffing procedures, or both If
representation levels are not improving for a specific group at an acceptable rate, accession and
separation rates should be reviewed. In the event that accession rates are in question (as is often the



case), then a detailed analysis should be conducted to determine if class group members are less-than-
expected in applicant pools from applicant flow data.

Over the last two years, several meetings have been held between key OCR AE&D staff and OHR
personnel to ensure the appropriate collection of data for affirmative employment purposes. EPA uses an
automated Web-based system for tracking applicants through the selection process. The vendor of this
data provides applicant flow data to other Agencies in accordance with EEOC and OMB guidelines, as
well as the Uniform Guidelines on Employee Selection Procedures (29 CFR 1607), a joint regulation
issued by all Federal Regulatory Agencies having responsibilities for EEO under the various Federal
laws. Applicant flow data must be collected and provided to EPA through the Web-based data system in
order to meet the requirements under MD-715 and Federal law and regulations. EPA OHR, in concert
with OCR, must submit the necessary documents to the Office of Management and Budget (OMB) for
the approval of the forms for collection of applicant flow data by RNO, gender and disability.

VI. EPA Approach to a Model EEO program

EPA considers its employees as its most valuable asset. Its policies and programs are developed to
ensure that all employees throughout EPA are receiving equal employment opportunities and the
realization of their full potential.

In order to continue efforts to achieve and retain its status as a Model EEO program, EPA has adopted a
“Living Document Approach.” This process will enable senior officials, managers, supervisors, OCR,
and OHR personnel to constantly update MD-715 reports, while receiving continuous feedback on the
barriers 1dentified and the status of program objectives and results. This innovative approach is an
ongoing planning and management approach rather than a once a year effort.

VII. EPA Summary of Planned Action Items

During FY 04, EPA conducted a detailed assessment of its overall EEO program effort utilizing an
outside consultant team. Further, EPA implemented an Agency-wide EEO monitoring and analysis
system. During this period, no specific barrier removal objectives were established. This FY 05-06 Plan
1s the first effort under MD-715 to identify barriers, identified through trigger and trend analysis, along
with interviews and other methods, to develop objectives. In addition, previous EPA Affirmative
Employment Plans included individual Regional Plans, which were submitted to EEOC. This Plan is an
overall Agency plan with Regional Offices and Headquarters Program Offices included in accordance
with EEOC guidance and approval. This was based on the fact that many Regions are under 1,000
employees.
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EEOC U.S. Equal Employment Opportunity Commission

FORM FEDERAL AGENCY ANNUAL
715-01 EEO PROGRAM STATUS REPORT
PARTF

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

1. Susan M. Morris, Assistant Director
Affirmative Employment & Diversity
Office of Civil Rights

am the Principal EEO Official for the United States Environmental Protection Agency.

The agency has conducted an annual self-assessment of Section 717 and Secuion 501 programs
against the essential elements as prescribed by EEO MD-715. I an essential element was not fully
compliant with the standards of EEOQ MD-715, a further evaluation was conducted and. as
appropriate, EEO Plans for Attaining the Essential Elements of a Model EEO Program, ure inciuded
with this Federal Agency Annual EEO Program Status Report.

The agency has also analyzed 1ts work force profiles and conducted barrier analyses wimed at
detecting whether any management or personnel policy. procedure or practice is operating to
disadvantage any group based on race. national origin. gender or disability. EEO Plans 10 Eliminate
Identified Barrers, as appropriate, are included with this Federal Agency Annual EEO Progrum
Status Report.

I certify that proper documentation of this assessment is in place and is being maintained for EEOC
review upon request. "/‘/ ‘ -
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Signature of Principal EEO Official :
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SUBJECT: Policy on Equal Employment Opportunity and
Prohibiting Discrimination and Harassment

TO: All Employees

Every American has the right to work in a workplace free from discrimination and harassment. At the EPA, I am
determined to ensure that every one of our fellow employees enjoys that right. Toward that end, it is useful to
periodically assess and renew our commitment to providing equal employment opportunity and equality for all
employees and applicants for employment. As part of that commitment, I expect every EPA employee to fully comply
with the following policies, which prohibit all forms of discrimination and harassment in the workplace.

Equal Employment Opportunity. It is the policy of EPA to provide equal employment opportunity to all persons
and to promote the full realization of equal employment opportunity through a continuing affirmative employment
program at EPA, in accordance with regulations issued by the Equal Employment Opportunity Commission at 29
C.F.R. Part 1614.

Discrimination and Harassment. In accordance with applicable Federal laws, Executive Orders, and regulations,
it is the policy of EPA that discrimination against any employee or applicant for employment because of his or her
race, color, religion, sex, national origin, age, disability, sexual orientation, parental status, or protected genetic
information, will not be tolerated.

Employees are sometimes confused about what behavior constitutes sexual harassment. Sexual harassment is any
unwelcome sexual advance, request for sexual favors, or other verbal or physical conduct of a sexual nature when (a)
sub-mission to such conduct is made explicitly or implicitly a term or condition of an employee's job, pay, or career;
(b) submission to or rejection of such conduct by an employee is used as a basis for career or employment decisions
affecting that employee; or (c) such conduct has the purpose or effect of unreasonably interfering with an employee's
performance or creates an intimidating, hostile, or oftfensive environment.

EPA will apply this "zero tolerance” policy with respect to discrimination or harassment by any manager,
supervisor or employee. "Zero Tolerance" is applicable to all conduct in the workplace and extends to conduct which
occurs at any location that can reasonably be considered to be an extension of the workplace. Such locations include, but
are not limited to, conferences and field sites. If there is a finding of discrimination or harassment, an EPA employee
may be subject to disciplinary action in accordance with EPA's Conduct and Discipline Manual (EPA Order 3120.1,
dated September 20, 1985).

All EPA employees are required to maintain a work environment free of all forms of discrimination and harassment.
Employees should immediately report suspected violations of this policy to their manager or supervisor, to the
Director, Office of Civil Rights, or to a regional EEOQ Officer. Managers and supervisors must take all allegations of
discrimination or harassment seriously, immediately inquire into the matter, and refer the matter to a higher-level
manager or supervisor, to the Director, Office of Civil Rights, or to a regional EEO Officer. Behind the civil rights
laws, Executive Orders, and regulations 1s an important message: Every person's civil rights matter. It is EPA's policy
to protect these rights, and I call upon each of you to join me in ensuring that our workplace 1s free of discrimination
and harassment.

Christine Todd Whitman
Administrator
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U.S. Equal Employment Opportunity Commission

FORM
715-01 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP
Requires the agency head to issue written policy statements ensuring a workplace free of
discriminatory harassment and a commitment to equal employment opportunity.

Measure has

For all unmet

been met measures,
complete and
el attach an
Compliance Indicator EEOC FORM
715-01 PART
Yes No H to the
agency's
status report
4 Measures — EEO policy statements are up-to-date.
The Agency Head was installed on May 2, 2005. Was the EEO Policy
statement 1ssued within 6-9 months of installation of the Agency Head? X
[f no, provide an explanation.
During the current Agency Head's tenure has the EEO policy Statement
been re-issued annually? X
If no, provide an explanation.
Are new employees provided a copy of the EEO policy statement X
during orientation?
When an employee is promoted into the supervisory ranks, is s/he X

provided a copy of the EEO policy statement?

\ 4 Measures — EEO policy statements have been communicated to all employees.

Have the heads of subordinate reporting components communicated

support of all agency EEO policies through the ranks? X
Has the agency made written materials available to all employees

and applicants, informing them of the variety of EEO programs and X
administrative and judicial remedial procedures available to them?

Has the agency prominently posted such written materials in all

personnel offices, EEO offices, and on the agency's internal website? X

[see 29 CFR §1614.102(b)(5)]

<" Measures - Agency EEO policy is vigorously enforced by agency management.

Are managers and supervisors evaluated on their commitment to
agency EEO policies and principles, including their efforts to:

X

13




EEOC
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PART G

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP
Requires the agency head to issue written policy statements ensuring a workplace free of
discriminatory harassment and a commitment to equal employment opportunity.

- Compliance Indicator

Measure has
been met

Yes No

For all unmet
measures,
complete and
attach an
EEOC FORM
715-01 PART
H to the
agency's
status report

Resolve problems/disagreements and other conflicts in their
respective work environments as they arise?

Address concerns, whether perceived or real, raised by employees
and following-up with appropriate action to correct or eliminate
tension in the workplace?

Support the agency's EEO program through allocation of mission
personnel to participate in community out-reach and recruitment
programs with private employers, public schools and universities?

Ensure full cooperation of employees under his/her supervision with
EEO office officials such as EEO Counselors, EEO Investigators,
etc.?

Ensure a workplace that is free from all forms of discrimination,
harassment and retaliation?

Ensure that subordinate supervisors have effective managerial,
communication and interpersonal skills in order to supervise most
effectively in a workplace with diverse employees and avoid
disputes arising from ineffective communications?

Ensure the provision of requested religious accommodations when
such accommodations do not cause an undue hardship?

Ensure the provision of requested disability accommodations to
qualified individuals with disabilities when such accommodations do
not cause an undue hardship?

Have all employees been informed about what behaviors are

inappropriate in the workplace and that this behavior may result in
disciplinary actions?

14
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U.S. Equal Employment Opportunity Commission

FORM
715-01 FEDERAL AGENCY ANNUAL
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Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP
Requires the agency head to issue written policy statements ensuring a workplace free of
discriminatory harassment and a commitment to equal employment opportunity.

Bl Compliance Indicator

Measure has
been met

Describe what means were utilized by the agency to inform its
workforce about the penalties for unacceptable behavior.

Have the procedures for reasonable accommodation for individuals
with disabilities been made readily available/accessible to all

Yes No

For all unmet
measures,
complete and
attach an
EEOC FORM
715-01 PART
H to the
agency's
status report

employees by disseminating such procedures during orientation of X
new employees and by making such procedures available on the

world wide web or internet?

Have managers and supervisors been trained on their responsibilities %

under the procedures for reasonable accommodation?

15
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agency's strategic mission.

Essential Element B: INTEGRATION OF EEO INTO THE AGENCY'S STRATEGIC MISSION
Requires that the agency's EEO programs be organized and structured to maintain a workplace that
is free from discrimination in any of the agency's policies, procedures or practices and supports the

Compliance Indicator

Measure has
been met

Yes No

For all
unmet
measures,
complete and
attach an
EEOC
FORM 715-
01 PART H
to the
agency's
status report

W+ Measures - The reporting structure for the EEO Program provides the Principal EEO Official
with appropriate authority and resources to effectively carry out a successful EEO Program.

Is the EEO Director under the direct supervision of the agency head?
[see 29 CFR §1614.102(b)(4)] For subordinate level reporting
components, is the EEO Director/Officer under the immediate
supervision of the lower level component's head official? (For
example, does the Regional EEO Officer report to the Regional
Administrator?)

Director
reports

to Deputy
Administrator
with access to
Administrator

Are the duties and responsibilities of EEO officials clearly defined?

Do the EEO officials have the knowledge, skills, and abilities to carry
out the duties and responsibilities of their positions?

If the agency has 2™ level reporting components, are there
organizational charts that clearly define the reporting structure for EEO
programs?

N/A

If the agency has 2™ level reporting components, does the agency-wide
EEO Director have authority for the EEO programs within the
subordmate reporting components?

If not, please describe how EEO program authority is delegated to
subordinate reporting components.

N/A

. . . .

*"Measures The EEO Director and other EEO professional staff responsible for EEO programs
have regular and effective means of informing the agency head and senior management officials of the
status of EEO programs and are involved in, and consulted on, management/personnel actions.

Does the EEO Director/Officer have a regular and effective means of
informing the agency head and other top management officials of the

X
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Essential Element B: INTEGRATION OF EEO INTO THE AGENCY'S STRATEGIC MISSION
Requires that the agency's EEO programs be organized and structured to maintain a workplace that
is free from discrimination in any of the agency's policies, procedures or practices and supports the

agency's strategic mission.

Compliance Indicator

Measure has
been met

Yes No

For all
unmet
measures,
complete and
attach an
EEOC
FORM 715-
01 PARTH
to the
agency's
status report

effectiveness, efficiency and legal compliance of the agency's EEO
program?

Following the submission of the immediately preceding FORM 715-
01, the Assistant Director, AE&D and National SEPMs will present to
the head of the agency and other senior officials the "State of the
Agency"” briefing covering all components of the EEO report, including
an assessment of the performance of the agency in each of the six
elements of the Model EEO Program and a report on the progress of
the agency in completing its barrer analysis including any barriers 1t
identified and/or eliminated or reduced the impact of?

Are EEO program officials present during agency deliberations prior to
decisions regarding recruitment strategies, vacancy projections,
succession planning, selections for training/career development
opportunities, and other workforce changes”?

Does the agency consider whether any group of employees or
applicants might be negatively impacted prior to making human
resource decisions such as re-organizations and re-alignments?

Are management/personnel policies, procedures and practices
examined at regular intervals to assess whether there are hidden
impediments to the realization of equality of opportunity for any
group(s) of employees or applicants? [see 29 C.F.R. §
1614.102(b)(3)]

Is the EEQ Director included in the agency's strategic planning,
especially the agency's human capital plan, regarding succession
planning, training, etc., to ensure that EEO concerns are integrated into
the agency's strategic mission?

17
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agency's strategic mission.

Essential Element B: INTEGRATION OF EEQ INTO THE AGENCY'S STRATEGIC MISSION
Requires that the agency's EEO programs be organized and structured to maintain a workplace that
is free from discrimination in any of the agency's policies, procedures or practices and supports the

Compliance Indicator

Measure has
been met

Yes No

For all
unmet
measures,
complete and
attach an
EEOC
FORM 715-
01 PART H
to the
agency's
status report

EEO programs to ensure successful operation.

W Measures - The agency has committed sufficient human resources and budget allocations to its

Does the EEO Director have the authority and funding to ensure
implementation of agency EEO action plans to improve EEO program
efficiency and/or eliminate identified barriers to the realization of
equality of opportunity?

Are sufficient personnel resources allocated to the EEO Program to
ensure that agency self-assessments and self-analyses prescribed by
EEO MD-715 are conducted annually and to maintain an effective
complaint processing system?

Are statutory/regulatory EEO related Special Emphasis Programs
sufficiently staffed?

Federal Women's Program - 5 U.S.C. 7201; 38 U.S.C. 4214; Title 5
CFR, Subpart B, 720.204

Hispanic Employment Program Title 5 CFR, Subpart B, 720.204

People With Disabilities Program Manager; Selective Placement
Program for Individuals With Disabilities - Section 501 of the
Rehabilitation Act; Title 5 U.S.C. Subpart B, Chapter 31,
Subchapter 1-3102; 5 CFR 213.3102(t) and (u); 5 CFR 315.709

Are other agency special emphasis programs monitored by the EEO
Office for coordination and compliance with EEO guidelines and
principles, such as FEORP - 5 CFR 720; Veterans Employment
Programs; and Blaclk/African American; American Indian/Alaska
Native, Asian American/Pacific Islander programs?
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Essential Element B: INTEGRATION OF EEQ INTO THE AGENCY'S STRATEGIC MISSION
Requires that the agency's EEO programs be organized and structured to maintain a workplace that
is free from discrimination in any of the agency's policies, procedures or practices and supports the

agency's strategic mission.

Compliance Indicator

Measure has
been met

Yes No

For all
unmet
measures,
complete and
attach an
EEOC
FORM 715-
01 PARTH
to the
agency's
status report

$ Measures - The agency has committed sufficient budget to support the success of its EEO

Programs.

Are there sufficient resources to enable the agency to conduct a
thorough barrier analysis of its workforce, including the provision of
adequate data collection and tracking systems

Is there sufficient budget allocated to all employees to utilize, when
desired, all EEO programs, including the complaint processing
program and ADR, and to make a request for reasonable
accommodation? (Including subordinate level reporting components?)

Has funding been secured for publication and distribution of EEO
maternials (e.g. harassment policies, EEO posters, reasonable
accommodations procedures, etc.)?

Is there a central fund or other mechanism for funding supplies,
equipment and services necessary to provide disability
accommodations?

Does the agency fund major renovation projects to ensure timely
compliance with Uniform Federal Accessibility Standards?

Is the EEO Program allocated sufficient resources to train all
employees on EEO Programs, including administrative and judicial
remedial procedures available to employees?

[s there sufficient funding to ensure the prominent posting of written
materials in all personnel and EEO offices? [see 29 C.F.R. §
1614.102(b)(5)]

Is there sufficient funding to ensure that all employees have access to

19




EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART G EEO PROGRAM STATUS REPORT

agency's strategic mission.

Essential Element B: INTEGRATION OF EEO INTO THE AGENCY'S STRATEGIC MISSION
Requires that the agency's EEO programs be organized and structured to maintain a workplace that
is free from discrimination in any of the agency's policies, procedures or practices and supports the

Measure has For all
been met unmet
measures,
complete and
attach an
Compliance Indicator EEOC
FORM 715-
Yes | No | 91 pARTH
to the
agency's
status report
this training and information?
|
Is there sufficient funding to provide all managers and supervisors with X
training and periodic up-dates on their EEO responsibilities:
for ensuring a workplace that is free from all forms of %
discrimination, including harassment and retaliation?
to provide religious accommodations? X
to provide disability accommodations in accordance with the X
agency's written procedures?
in the EEO discrimination complaint process? X
to participate in ADR? X
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Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY

This element requires the Agency Head to hold all managers, supervisors, and EEO Officials
responsible for the effective implementation of the agency's EEO Program and Plan.

Measure has For all
been met unmet

Compliance Indicator

Yes

No

measures,
complete and
attach an
EEOC
FORM 715-
01 PARTH
to the
agency's
status report

& Measures - EEO program officials advise and provide appropriate assistance to
managers/supervisors about the status of EEO programs within each manager's or supervisor's area

or responsibility.

Are regular (monthly/quarterly/semi-annually) EEO updates provided

to management/supervisory officials by EEO program officials? X
Do EEO program officials coordinate the development and
implementation of EEO Plans with all appropriate agency managers to X

include Agency Counsel, Human Resource Officials, Finance, and the
Chief information Officer?

& Measures - The Human Resources Director and the EEO Director meet regularly to assess
whether personnel programs, policies, and procedures are in conformity with instructions contained

in EEOC management directives. [see 29 CFR § 1614.102(b)(3)]

Have time-tables or schedules been established for the agency to
review its Merit Promotion Program Policy and Procedures for

systemic barriers that may be impeding full participation in promotion X
opportunities by all groups?

Have time-tables or schedules been established for the agency to

review its Employee Recognition Awards Program and Procedures for X

systemic barriers that may be impeding full participation in the
program by all groups?

Have time-tables or schedules been established for the agency to
review its Employee Development/Training Programs for systemic
barriers that may be impeding full participation in training
opportunities by all groups?

See Part I-2
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Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY

This element requires the Agency Head to hold all managers, supervisors, and EEO Officials
responsible for the effective implementation of the agency's EEO Program and Plan.

Measure has For all
been met unmet
measures,

complete and
attach an

Compliance Indicator EEOC

FORM 715-
01 PART H
to the
agency's
status report

Yes No

L g Measures -
disciplinary actions should be taken.

When findings of discrimination are made, the agency explores whether or not

Does the agency have a disciplinary policy and/or a table of penalties %
that covers employees found to have committed discrimination?

Have all employees, supervisors, and managers been informed as to the
penalties for being found to perpetrate discriminatory behavior or for X
taking personnel actions based upon a prohibited basis?

Has the agency, when appropriate, disciplined or sanctioned
managers/supervisors or employees found to have discriminated over X
the past two years (2003-2004 data)?

N/A

If so, cite number found to have discriminated and list penalty /disciplinary action for each type of violation.

Does the agency promptly (within the established time frame) comply
with EEOC, Merit Systems Protection Board, Federal Labor Relations X
Authority, labor arbitrators, and District Court orders?

Does the agency review disability accommodation decisions/actions to
ensure compliance with its written procedures and analyze the X
information tracked for trends, problems, etc.?
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Essential Element D: PROACTIVE PREVENTION

Requires that the agency head makes early efforts to prevent discriminatory actions and eliminate
barriers to equal employment opportunity in the workplace.

Compliance Indicator

Measure
has been
met

Yes No

For all
unmet
measures,
complete and
attach an
EEOC
FORM 715-
01 PARTH
to the
agency's
status report

$ Measures - Analyses to identify and remove unnecessary barriers to employment are conducted

throughout the year.

Do senior managers meet with and assist the EEO Director and/or other
EEO Program Officials in the identification of barriers that may be
impeding the realization of equal employment opportunity?

When barriers are identified, do senior managers develop and implement,
with the assistance of the agency EEO office, agency EEO Action Plans to
eliminate said barriers?

Do senior managers successfully implement EEO Action Plans and
incorporate the EEO Action Plan Objectives into agency strategic plans?

Are trend analyses of workforce profiles conducted by race, national origin,
sex and disability?

Are trend analyses of the workforce's major occupations conducted by race,
national origin, sex and disability?

Are trends analyses of the workforce's grade level distribution conducted
by race, national origin, sex and disability?

Are trend analyses of the workforce's compensation and reward system
conducted by race, national origin, sex and disability?

Are trend analyses of the effects of management/personnel policies,
procedures and practices conducted by race, national origin, sex and

disability?

management.

“ Measures - The use of Alternative Dispute Resolution (ADR) is encouraged by senior
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Essential Element D: PROACTIVE PREVENTION

barriers to equal employment opportunity in the workplace.

Requires that the agency head makes early efforts to prevent discriminatory actions and eliminate

Compliance Indicator

Measure
has been
met

Yes No

For all
unmet
measures,
complete and
attach an
EEOC
FORM 715-
01 PARTH
to the
agency's
status report

Are all employees encouraged to use ADR and is the participation of
supervisors and managers in the ADR process required?

Encouraged
but not
required
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Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating the
impact and effectiveness of the agency's EEO Programs as well as an efficient and fair dispute

resolution process.

Compliance Indicator

Measure has
been met

Yes No

For all unmet
measures,
complete and
attach an
EEOC FORM
715-01 PART
H to the
agency's status
report

\ 4 Measures - The agency has sufficient staffing, funding, and authority to achieve the elimination of

identified barriers.

Does the EEO Office employ personnel with adequate training and
experience to conduct the analyses required by MD-715 and these
instructions?

Has the agency implemented an adequate data collection and analysis
systems that permit tracking of the information required by MD-715
and these instructions?

See Part H-1

Have sufficient resources been provided to conduct effective audits of
field facilities’ efforts to achieve a model EEO program and eliminate
discrimination under Title VII and the Rehabilitation Act?

Is there a designated agency official or other mechanism in place to
coordinate or assist with processing requests for disability
accommodations in all major components of the agency?

Are 90% of accommodation requests processed within the time frame
set forth in the agency procedures for reasonable accommodation?

Extenuating
circumstances
See Part H-2

¥ Measures - The agency has an effective complaint tracking and monitoring system in place to

increase the effectiveness of the agency's EEO Programs.

Does the agency use a complaint tracking and monitoring system that
allows identification of the location and status of complaints and

‘ , . X
length of time elapsed at each stage of the agency’s complaint
resolution process?
Does the agency’s tracking system identify the issues and bases of the X

complaints, the aggrieved individuals/complainants, the involved
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Essential Element E: EFFICIENCY

resolution process.

Requires that the agency head ensure that there are effective systems in place for evaluating the
impact and effectiveness of the agency's EEO Programs as well as an efficient and fair dispute

Measure has

For all unmet

been met measures,
complete and
attach an
Compliance Indicator EEOC FORM
715-01 PART
Ves No H to the
agency's status
report
management officials and other information to analyze complaint
activity and trends?
Does the agency hold contractors accountable for delay in counseling X
and investigation processing times?

If yes, briefly describe how:

Do not award contract to those who continually miss time frames.

Does the agency monitor and ensure that new investigators,
counselors, including contract and collateral duty investigators,

receive the 8 hours of refresher training required on an annual basis in
accordance with EEO Management Directive MD-110?

: . o ; X
receive the 32 hours of training required in accordance with EEO
Management Directive MD-110?

Does the agency monitor and ensure that experienced counselors,
investigators, including contract and collateral duty investigators, X

complaints of employment discrimination.

& Measures - The agency has sufficient staffing, funding and authority to comply with the time
frames in accordance with the EEOC (29 C.F.R. Part 1614) regulations for processing EEOQ

Are benchmarks in place that compare the agency's discrimination
complaint processes with 29 C.F R. Part 1614?

Does the agency provide timely EEO counseling within 30 days
of the initial request or within an agreed upon extension in
writing, up to 60 days?

462 Report
(Attachment B)

Does the agency provide an aggrieved person with written
notification of his/her rights and responsibilities in the EEO
process in a timely fashion?
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Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating the
impact and effectiveness of the agency's EEO Programs as well as an efficient and fair dispute

resolution process.

Compliance Indicator

Measure has
been met

Yes No

For all unmet
measures,
complete and
attach an
EEOC FORM
715-01 PART
H to the
agency's status
report

Does the agency complete the investigations within the

applicable prescribed time frame? X

Extenuating
circumstances
See H.3

When a complainant requests a final agency decision, does the %

agency issue the decision within 60 days of the request?

Same as above
See H.3

When a complainant requests a hearing, does the agency
immediately upon receipt of the request from the EEOC AJ X
forward the investigative file to the EEOC Hearing Office?

When a settlement agreement 1s entered into, does the agency

timely complete any obligations provided for in such X
agreements?
Does the agency ensure timely compliance with EEOC AJ %

decisions which are not the subject of an appeal by the agency?

$ Measures - There is an efficient and fair dispute resolution process and effective systems for
evaluating the impact and effectiveness of the agency's EEO complaint processing program.

In accordance with 29 C.F.R. §1614.102(b), has the agency
established an ADR Program during the precomplaint and formal X
complaint stages of the EEO process?

Does the agency require all managers and supervisors to receive ADR
training in accordance with EEOC (29 C.F.R. Part 1614) regulations,

with emphasis on the Federal government's interest in encouraging X
mutual resolution of disputes and the benefits associated with utilizing

ADR?

After the agency has offered ADR and the complainant has elected to X

participate in ADR, are the managers required to participate?

Encouraged but
not required
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Essential Element E: EFFICIENCY
Requires that the agency head ensure that there are effective systems in plzfce for eval.uating the
impact and effectiveness of the agency's EEO Programs as well as an efficient and fair dispute
resolution process.

Measure has For all unmet
been met measures,
complete and
attach an
Compliance Indicator EEOC FORM

715-01 PART
Yes No H to the
agency's status
report

Does the responsible management official directly involved in the %
dispute have settlement authority?

Does the responsible management official directly involved in the Delegation

dispute have settlement authority? X authority policy
1s different.

(Attachment C)

d Measures - The agency has effective systems in place for maintaining and evaluating the impact
and effectiveness of its EEO programs.

Does the agency have a system of management controls in place to
ensure the timely, accurate, complete and consistent reporting of EEO X
complaint data to the EEOC?

Does the agency provide reasonable resources for the EEO complaint
process to ensure efficient and successful operation in accordance X
with 29 C.F.R. § 1614.102(a)(1)?

Does the agency EEO office have management controls in place to
monitor and ensure that the data received from Human Resources is

accurate, timely received, and contains all the required data elements X
for submitting annual reports to the EEQC?
Do the agency's EEO programs address all of the laws enforced by the %

EEOC?

Does the agency identify and monitor significant trends in complaint
processing to determine whether the agency is meeting its obligations X
under Title VII and the Rehabilitation Act?

Does the agency track recruitment efforts and analyze efforts to X
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Essential Element E: EFFICIENCY

Requires that the agency head ensure that there are effective systems in place for evaluating the
impact and effectiveness of the agency's EEO Programs as well as an efficient and fair dispute

resolution process.

Measure has

For all unmet

been met measures,
complete and
attach an
Compliance Indicator EEOC FORM
715-01 PART
Yes No H to the
agency's status
report
identify potential barriers in accordance with MD-7135 standards?
Does the agency consult with other agencies of similar size on the
effectiveness of their EEO programs to identify best practices and X
share 1deas?

in . . .. . . . .
& Measures - The agency ensures that the investigation and adjudication function of its complaint
resolution process are separate from its legal defense arm of agency or other offices with conflicting or

competing interests.

Are legal sufficiency reviews of EEO matters handled by a functional
unit that is separate and apart from the unit which handles agency
representation in EEO complaints?

Does the agency discrimination complaint process ensure a neutral
adjudication function?

If applicable, are processing time frames incorporated for the legal
counsel's sufficiency review for timely processing of complaints?
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PART G

Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE
This element requires that federal agencies are in full compliance with EEO statutes and EEOC
regulations, policy guidance, and other written instructions.

Measure has For all
been met unmet
measures,
complete
and attach
an EEOC
FORM
715-01
Yes | No | pARTH 1o
the
agency's
status
report

prusan STy . .
s Compliance Indicator

& Measures - Agency personnel are accountable for timely compliance with orders issued by EEOC
Administrative Judges.

Does the agency have a system of management control to ensure that
agency officials timely comply with any orders or directives issued by X
EEOC Administrative Judges?

W Measures - The agency's system of management controls ensures that the agency timely completes
all ordered corrective action and submits its compliance report to EEQC within 30 days of such
completion.

Does the agency have control over the payroll processing function of the X
agency? If Yes, answer the two questions below.

Are there steps in place to guarantee responsive, timely, and X
predictable processing of ordered monetary relief?

Are procedures in place to promptly process other forms of ordered relicf? X

i
¥ Measures - Agency personnel are accountable for the timely completion of actions required to
comply with orders of EEOC.

Is compliance with EEOC orders encompassed in the performance X
standards of any agency employees?

If so, please identify the employees by title in the comments section, OCR Director, CRLO

and state how performance is measured. Director, and staff.
Compliance with regulations.
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Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE
This element requires that federal agencies are in full compliance with EEO statutes and EEOC
regulations, policy guidance, and other written instructions.

Measure has For all
been met unmet
measures,
complete
and attach
i . an EEOC
== Compliance Indicator FORM
715-01
Yes | No | pARTHto
the
agency's
status
report
[s the unit charged with the responsibility for compliance with EEOC X
orders located 1n the EEO office?
If not, please identify the unit in which it is located, the number of
: A : . . N/A
employees in the unit, and their grade levels in the comments section.
Have the involved employees received any formal training in EEO %
compliance?
Does the agency promptly provide to the EEOC the following X
documentation for completing compliance:
Attomey Fees: Copy of check issued for attorney fees and /or a
narrative statement by an appropriate agency official, or agency X
payment order dating the dollar amount of attorney fees paid?
Awards: A narrative statement by an appropriate agency official X
stating the dollar amount and the criteria used to calculate the award?
Back Pay and Interest: Computer print-outs or payroll documents
outlining gross back pay and interest, copy of any checks issued %
narrative statement by an appropriate agency official of total monies
paid?
Compensatory Damages: The final agency decision and evidence of X
payment, if made?
Training: Attendance roster at training session(s) or a narrative
statement by an appropriate agency official confirming that specific X
persons or groups of persons attended training on a date certain”
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EEOC

U.S. Equal Employment Opportunity Commission

FORM FEDERAL AGENCY ANNUAL
715-01 EEO PROGRAM STATUS REPORT
PART G

Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE

This element requires that federal agencies are in full compliance with EEO statutes and EEOC

regulations, policy guidance, and other written instructions.

(i

“ Compliance Indicator

been met

Measure has

Yes No

For all
unmet
measures,
complete
and attach
an EEOC
FORM
715-01
PART H to
the
agency's
status
report

Personnel Actions (e.g., Reinstatement, Promotion, Hiring, %
Reassignment): Copies of SF-50s

Posting of Notice of Violation: Original signed and dated notice
reflecting the dates that the notice was posted. A copy of the notice X
will suffice if the original is not available.

Supplemental Investigation: 1. Copy of letter to complainant
acknowledging receipt from EEOC of remanded case. 2. Copy of letter
to complainant transmitting the Report of Investigation (not the ROI X
itself unless specified). 3. Copy of request for a hearing (complainant's
request or agency's transmittal letter).

Final Agency Decision (FAD): FAD or copy of the complainant's

request for a hearing. X
Restoration of Leave: Print-out or statement identifying the amount of %
leave restored, if applicable. If not, an explanation or statement.

Civil Actions: A complete copy of the civil action complaint X

demonstrating same issues raised as in compliance matter.

Settlement Agreements: Signed and dated agreement with specific
dollar amounts, if applicable. Also, appropriate documentation of X
relief is provided.
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EEOC FORM
715-01 PART H.1

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2005-06-07
U.S. Environmental Protection Agency

STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

Adequate applicant flow data collection and analyses is not available for
this report to track information required by MD-715. Currently, EPA
does not collect, through its web-based recruitment system, data on the
Race/Ethnicity, Gender and Disability of applicants. There are eight
MD-715 required Tables which EPA cannot submit because of this
deficiency. EPA is out of compliance with 29 CFR 1607 (the Uniform
Guidelines on Employee Selection Procedures) and 29 CFR 1614 (EEO
in the Federal Government), as well as MD-715.

Federal agencies are required to collect this data in accordance with
Federal regulations — the same regulations under which EPA 1s
operating. EPA has developed applicant flow forms and OMB approval
1s expected by April 2, 2007.

OBJECTIVE:

EPA will begin the collection of applicant flow data by Race/Ethnicity
and Gender, as well as by Targeted Disability, and report to EEOC the
data collected in accordance with MD-715 and various Federal laws and
regulations.

RESPONSIBLE
OFFICIAL:

Director, Office of Human Resources
OHR Specialists
National Affirmative Employment Program Manager

DATE OBJECTIVE
INITIATED:

10/30/06

TARGET DATE FOR
COMPLETION OF
OBJECTIVE:

5/31/07 implementation of system upon OMB approval of forms and
development of a routine system

OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF

TARGET DATE
(Must be specific)

Modify EZ-Hire System to support the collection of Applicant Flow
Data in accordance with MD 715.

6/01/07 or upon date of
approval of OMB of forms

Begin Collection of proper applicant flow data 6/30/07
Submit the first data in requested format to OCR on the flow of ! 7/30/07
applicants through the selection process !

Implement a system of data flow recurring monthly to OCR of the | 8/30/07

Applicant Flow Data
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EEOC FORM
715-01 PART H.2

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2005-06-07
U.S. Environmental Protection Agency

STATEMENT of Executive Order 13164, “Requiring Federal Agencies To Establish |
MODEL PROGRAM Procedures To Facilitate the Provision of Reasonable Accommodation,” |
ESSENTIAL ELEMENT requires agencies to designate a time period during which reasonable
DEFICIENCY: accommodation requests will be granted or denied, absent extenuating

circumstances. EEOC guidelines state that requests for reasonable
accommodation should be responded to expeditiously, and allow
agencies to establish their own time limits in their procedures.

EPA currently has two separate procedures, union and administrative,
both containing the requirement (absent extenuating circumstances) of
processing a request for reasonable accommodation within a period of
25 business days for American Federation of Government Employees
(AFGE) or 10 business days for non-AFGE. EPA has processed 68%
of reasonable accommodation requests within the established
timeframes.

Reasons for not meeting the 90% timeframe for a model program are
many and varied. Major reasons include:  delay in receipt of medical
documentation from physicians; and, different timeframes for union and
administrative procedures. Numerous efforts have been initiated by
OCR to improve processing times, which include: conducting training
programs for Local RACs (LORAC) located within the 10 regions and 3
major laboratories, and an on-line training course was launched in FY
05 allowing access to all employees.

OBJECTIVE: EPA will strive to attain the established goal for a model program
including the processing of 90% of reasonable accommodation requests
within the established time-frames. EPA will ensure that timeframes are
included in all procedures and will implement a revised Reasonable
Accommodation Tracking system.

RESPONSIBLE Director, Office of Civil Rights
OFFICIAL: National RAC

EEO Officers

LORACs

Managers and Supervisors

DATE OBJECTIVE 6/30/06
INITIATED:

TARGET DATE FOR 6/30/07
COMPLETION OF

OBJECTIVE:
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PLANNED ACTIVITIES TOWARD COMPLETION OF
OBJECTIVE:

TARGET DATE
(Must be specific)

Review the two procedures for Reasonable Accommodation and 6/30/06
determine if there is confusion because of the difference in timeframes

between the union and administrative procedures

Monitor the tracking of the timeliness of processing all RA requests 9/30/06
within EPA, particularly those related to submission of physician’s

medical statements

Implement the revised RA tracking system 8/1/07
Research and evaluate RA tracking system that will allow for the more

accurate tracking of the timeliness of processing RA requests 9/1/07
Continue the development and implementation of training for EEO 8/1/07

Officers, LORACS and managers/supervisors on Reasonable
Accommodation and the RA tracking system

\
\
!
i

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEOC FORM
715-01 PART H.3

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
EEO Plan to Attain the Essential Elements of a Model EEO Program

FY 2005-06-07
U.S. Environmental Protection Agency

STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

MD-715 considers the following as an essential element of a model
program: Each federal agency must have sufficient staffing, funding and
authority to comply with the time frames in accordance with the EEOC
(29 C.FR. Part 1614) regulations for processing EEO complaints of
employment discrimination.

The Agency cannot provide a positive response to several of the
performance indicators listed for the above measure in determining the
essential elements of a model EEO program. More specifically, the
agency has not consistently met all of the timeframes identified in 29
CFR 1614 with respect to timely EEO Counseling, completing timely
investigations, and the issuance of the final agency decisions.

OBJECTIVE:

Establish effective processes that ensure timely accomplishment of EEO
counseling, investigations, and issuance of final agency decisions.

RESPONSIBLE
OFFICIAL:

Director, Office of Civil Rights

Assistant Director, Employment Complaints Resolution Staff
EEO Officers and Area Directors

EEO Specialists and staff

EEO Counselors

Office of General Counsel

DATE OBJECTIVE 6/30/06
INITIATED:
TARGET DATE FOR 6/30/07

COMPLETION OF
OBJECTIVE:

PLANNED ACTIVITIES TOWARD COMPLETION OF

TARGET DATE

|
|
OBJECTIVE: | (Must be specific)
{
(
Review the timeframes established by 29 CFR Part 1614 and determine i 7/30/07
if there are common areas of delay in the process. ’
}
With input from staff, regional EEO Officers, and appropriate others, 1‘ 9/30/07
establish standard operating procedures (SOPs) for each process. !
With input from staff and contract liaison, establish an SOP for ; 9/30/07

ordering, tracking, receiving, and evaluating investigation work products
(this shall include development of the investigative plan thru the final
record of investigation).
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In consultation with EEO specialists assigned to develop final agency
decisions, identify consistent areas of weakness in ROI reports and 9/30/07
develop a plan of action to address these items.

Within one year from implementation of all new procedures, compare | 10/01/08
timeliness of new actions of FY 05 data.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEOC FORM
715-01 PART 1.1

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
EEQO Plan to Eliminate Identified Barriers

FY 2005-06-07
U.S. Environmental Protection Agency

STATEMENT OF The following class groups are at less-than-expected representation levels
CONDITION THAT In comparison to the CLF:

WAS A TRIGGER FOR

A POTENTIAL White Males and Females

BARRIER: Hispanic or Latino Males and Females

Black or African American Males only, and
Persons with Targeted Disabilities

BARRIER ANALYSIS: Accession rates for each of these class groups are less than their
participation rate in the CLF. During the 5-year period, each of the class
groups increased slightly in their representation levels with the exception
of White Males, who decreased in representation.

EPA OHR is responsible for the Federal Equal Opportunity Recruitment
Program (FEORP).  This program requires that special focused
recruitment actions be initiated and maintained for any class group where
less-than-expected representation exists. FEORP efforts are not consistent
with the areas to be targeted and lack monitoring and evaluation.

EPA has filled a substantial amount of vacancies over the last few years,
which were not properly targeted under the FEORP. If recruitment 1s
effectively done, there is no reason why there would not be more parity
within the workforce. EPA also continues to fill substantial numbers of
vacancies using various means that are not part of the competitive
process, when combined with the lack of an effective recruitment effort,
has resulted in this barrier.

EPA OCR officials are responsible for Affirmative Employment and
Special Emphasis Programs designed to benefit each of the major class
groups identified in the EPA workforce: Women, Black or African
Americans, Hispanic or Latinos, Asian Americans, Hawaiians and Other
Pacific Islanders, American Indian/Alaska Natives and Persons with
Disabilities. These two offices (OHR and OCR) operate separately and
EEO officials and SEPMs have not regularly been part of the recruitment
planning and process. OCR AE&D has developed materials and
information highlighting EPA’s status as an EEO employer for use by
EEO officials in direct recruitment efforts. Collateral-duty SEPM efforts
continue to be related to Special Emphasis Observances as opposed to
advising management on affirmative employment plans and programs.
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STATEMENT OF | The focused recruitment effort directed towards certain class groups is

IDENTIFIED insufficient to yield the desired results. Further, there is no data on

BARRIER 1: applicant flow to determine which efforts are effective and which efforts
need improvement. While EPA has developed a FEORP for over 20
years, little or no effort is being directed toward monitoring or evaluation.
EPA OHR cannot identify how many class group members have been
FOCUSED recruited into applicant'pgols and hpw many of the applicants regruited
RECRUITMENT were selected. Further, it is not possible to identify successful recruitment
sources or techniques.

OHR does not provide an “Estimate of Opportunities” annually for the
agency to use for affirmative employment planning and incorporation into
the annual FEORP for the use by managers and supervisors in filling
vacancies.

OBJECTIVE: Increase the recruitment effort directed toward less-than- expected class
groups by establishing programs, which may include Co-op training
agreements with students and colleges where there are substantially less-
than-expected class group students in disciplines needed at EPA.
Substantially increase the FEORP effort by involving EEO officials in the
process.

Measure results of the FEORP effort by monitoring and evaluating less-
than-expected class groups with persons being selected and efforts taken
to reach the desired objective.

Determine and review the estimate of opportunities available in the
agency annually and distribute to OCR officials.

Open jobs to all qualified applicants and ensure that vacant positions are
filled competitively.

Monitor the number in the class groups who applied with those in the
less-than-expect class groups selected.

RESPONSIBLE Director, Office of Human Resources
OFFICIAL: Director, Office of Civil Rights
EEO and HR officials

Assistant Director, Affirmative Employment & Diversity
National SEPMs

EEO Officers and Area Directors

Program Management Officers

HQ, Regional and Laboratory Collateral-duty SEPMs
Managers and Supervisors

- . ; |

DATE OBJECTIVE 3/31/2006
INITIATED:
TARGET DATE FOR 3/31/2007
COMPLETION OF
OBJECTIVE: !
o |
PLANNED ACTIVITIES TOWARD COMPLETION OF TARGET DATE w_fj
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OBJECTIVE:

(Must be specific)

|
|
|
|
|
]
)

Develop a competitive system for filling vacancies in accordance with 1 6/30/07
the Merit System and ensure inclusion of less-than-expected class

groups

Review workforce and determine an estimate of opportunities 6/30/07
available annually.

Include targeted less-than-expected groups in recruitment process and | 3/31/07
consideration for selections

Monitor and evaluate progress and provide reports Quarterly

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS
TO OBJECTIVE
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EEOC FORM
715-01 PART 1.2

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

EEO Plan to Eliminate Identified Barrier
FY 2005-06-07
U.S. Environmental Protection Agency

STATEMENT OF There is a glass ceiling (a grade level beyond which the class group does not
CONDITION THAT | progress at the rate that they exist in the overall workforce) for virtually every
WAS A TRIGGER class group:
FOR A POTENTIAL
BARRIER: White Females

Hispanic Females

African American Males and Females

Asian American Males and Females

American Indian Males and Females

There is no glass ceiling for White Males, Hispanic Males, and Males in

i general.

BARRIER A review of selection rates to higher grades indicates that all class groups,
ANALYSIS: other than White and Hispanic Males and Males in general, are not selected at

i five years throughout EPA according to statistics developed by OHR. The

the rate that they exist in the workforce or at lower levels. This trend has
been consistent over the last five years.

There are virtually no internal development programs in use at EPA. There
have been only 12 Upward Mobility Program (UMP) participants in the last

EPA Intern Program benefits external applicants and not internal employees.

EPA has not improved the opportunities for class groups where there is less-
than-expected representation. Neither the identification of the career
opportunities, nor the targeting of the vacancy announcements has been
conducted in a manner consistent with or in support of the EEO effort. The
ultimate goal is to ensure that the government workforce is representative of
the people which it serves. EPA is not representative of the CLF in a number
of areas, particularly at mid- and senior-levels.

EPA has a sufficient number of vacancies to correct this barrier. Existing
legislation and OPM procedures can be used by managers to develop and
maintain employee development programs that focus on eliminating barriers.
Almost all staffing needs can be met by a fully-funded employee development
program geared towards achieving EEO objectives.

Annually, or more frequently if necessary, managers need to review, develop,
and revise staffing plans with the assistance of OHR staff. Staffing and
recruitment are directly related to the successful development and
advancement of EPA employees and equal employment opportunity. Based
on EPA data, consideration should be given to ensure that all groups are
represented.
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STATEMENT OF

There are too few employee development programs and positions made

IDENTIFIED available to less-than-expected class groups.

BARRIER 2:
Staffing and recruitment systems and procedures need to be revisited and

STAFFING & incorporate EEO in every aspect of personnel planning and implementation.

RECRUITMENT

SYSTEMS &

PROCEDURES

OBJECTIVE: Increase the number of employee development programs and positions.
Recruit and staff for programs and positions to include all employees,
including those in the less-than-expected groups.

RESPONSIBLE Chief of Staff

OFFICIAL: Deputy Chief of Staff

Director, Office of Civil Rights

Director, Office of Human Resources

Personnel Management & Specialists

Assistant Director, Affirmative Employment & Diversity
National Special Emphasis Program Managers

EEOQ Officers and Area Directors

Program Management Officers

HQ, Regional and Laboratory Collateral-duty SEPMs
Managers and Supervisors Managers & Supervisors

DATE OBJECTIVE
INITIATED:

12/31/2006

TARGET DATE FOR
COMPLETION OF
OBJECTIVE:

12/31/2007

PLANNED ACTIVITIES TOWARD COMPLETION OF TARGET DATE

OBJECTIVE:

Establish a centrally controlled Internship, Upward Mobility, Co-Op 2/30/07

or other similar programs for Entry- and Mid-level employees for
anticipated vacancies below the GS-13 level.

Establish a centrally controlled Mid-Level Manager Development 6/30/07

Program to include 50% of the anticipated new Mid-Level Supervisor

positions.

Establish a centrally controlled Supervisory Development Program for ‘ 6/15/07
employees, which include recruitment and development of employees |
with emphasis on affirmative employment. !
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REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Establish a centrally controlled Leadership Development Program for 6/15/07
anticipated vacancies at the GS-14 and -15 levels.

Reconstitute the Senior Manager Development Program to include all 6/15/07
Senior Level positions, Career or Excepted, Competitive or Non-

Competitive.

Secure the EPA Leadership Development Training Center Facilities. 5/30/07
Recruit and place participants into the various special affirmative 7/30/07
employee development programs.

Conduct the first set of development sessions. 8/1/07
Conduct Initial Program Review Session. 12/31/07
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EEOC FORM
715-01 PART L.3

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

EEQO Plan to Eliminate Identified Barrier

FY 2005-06-07
U.S. Environmental Protection Agency

STATEMENT OF
CONDITION THAT
WAS A TRIGGER
FOR A POTENTIAL
BARRIER:

accessions. A further review found that the majority of selections were no

|
|
|
- |
Various class groups were found to be less-than-expected in promotions and f
|
longer a result of competitive merit procedures. i

?

BARRIER
ANALYSIS:

STATEMENT OF
IDENTIFIED
BARRIER 3:

MERIT SYSTEM

There is a substantially different pattern of advancement for class groups, |
specifically females, persons of color and persons with disabilities.

The majority of selections for promotion or accession into the workforce are
not a result of competitive merit selection procedures. Class groups with less-
than-expected numbers do not benefit at the same rate in non-competitive |
selections as their White Male counterparts.

Over 60% of the workforce, in one or more of the class groups, i1s not
included in the noncompetitive promotions based on the lack of merit
competitive promotion processes and principles. Immediate corrective action |
is required to remove this barrier. The costs of eliminating this barrier are in
line with the No Fear Act and small in comparison to overall effects on the
workforce and diversity.

Non-competitive exceptions to the merit system are having a significantly
adverse effect on less-than-expected class groups.

OBJECTIVE:

Review promotion systems; develop and implement a merit system with
competitive promotions; reduce the number of non-competitive selections;
and, ensure that all class groups are considered for accessions and
promotions, particularly those in the less-then-expected groups.

DATE OBJECTIVE 1/15/2007
INITIATED:
TARGET DATE FOR | 12/31/2007

COMPLETION OF
OBJECTIVE:




PLANNED ACTIVITIES TOWARD COMPLETION OF TARGET DATE
OBJECTIVE:

Initiate the establishment of a Merit System Review Committee reporting to | 1/30/2007
the Director, OHR with advice from the OCR AE&D and other EEO
officials.
Establish a process by which every exception to the merit selection process 6/30/2007
be reviewed prior to authorization and that an impact study be conducted to
determine if there will be an adverse impact on persons from less-than-
expected class groups.
Establish a procedure for advising selecting authorities of nonuse of the 9/30/2007
merit system to the extent that it has a deleterious effect on less-than-
expected class group members.
Begin conducting quarterly reviews of all non-competitive selections. 10/01/2007
Include the OCR AE&D staff, EEO Officers and other EEO officials as 10/01/2007

advisors for the process and monitoring the system.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEOC FORM

U.S. Equal Employment Opportunity Commission

715-01 FEDERAL AGENCY ANNUAL
PART J EEO PROGRAM STATUS REPORT
Special Program Plan for the Recruitment, Hiring, and Advancement of Individuals With
Targeted Disabilities
PART I 1. Agency U. S. Environmental Protection Agency
Department
or Agen_cy la 2"Level | n/a
Information
Component
1.b. 3" Level | n/a
or lower
PART II Enter Actual 2005 Beginning of 2995 End of FY Net Change
Employment | Number at FY
Trend and the ...
Special Number % Number % Number Rate of
Recruitment Change
for
Individuals Total Work 18.696 | 100.00% 18,481 100.00% 2215 -1.15
With Force
Targeted
Disabilities Reportable 934 5.00% 905 4.89% -29 -3.10
Disability
Targeted 198 1.06% 195 1.05% -3 1.52
Disability*

* If the rate of change for persons with targeted disabilities is not equal to or greater than the rate of
change for the total workforce, a barrier analysis should be conducted (see below).

1. Total Number of Applications Received From Persons
With Targeted Disabilities during the reporting period.

Data not available

2. Total Number of Selections of Individuals with Targeted 20
Disabilities during the reporting period.
PART III Participation Rates In Agency Employment Programs
Other TOTAL Reportable Targeted Not Identified No Disability
Employment/P Disability Disability
ersonnel
Programs # % % # Yo # Yo
3. Competitive 525 | 36 6.86% 1.52% 2 0.38% 487 92.76%
Promotions
4. Non- 1,229 66 5.37% 16 1.30% 11 0.89% | 1,152 93.7%
Competitive
Promotions
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5. Employee
Career
Development
Programs

5.a. Grades 5 —
12

0.0%

0.0%

0.0%

2 100.0%

5.b. Grades 13 —
14

0.0%

0.0%

0.0%

0 0.0%

5.c. Grade
15/SES

0.0%

0.0%

0.0%

0 0.0%

6. Employee
Recognition and
Awards

6.a. Time-Off
Awards (Total
hrs awarded)

114,130

5,841

5.11%

1,045

0.91%

1,231

10.78%

107,058 93.80%

6.b. Cash
Awards (total
$83 awarded)

30,606,968

894,555

2.9%

128,063

0.41%

226,279

0.73%

29, 486,134
96.3%

6.c. Quality-
Step Increase

795

34

4.3%

0.63%

1.1%

752 94.5%
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EEOC FORM
715-01
Part ]

Special Program Plan for the Recruitment, Hiring, and Advancement of Individuals With
Targeted Disabilities

Part IV

Identification
and
Elimination of
Barriers

Agencies with 1,000 or more permanent employees MUST conduct a barrier analysis to address any
barriers to increasing employment opportunities for employees and applicants with targeted
disabilities using FORM 715-01 PART I. Agencies should review their recruitment, hiring, career
development, promotion, and retention of individuals with targeted disabilities in order to determine
whether there are any barriers.

EPA has not established a Selective Placement Program for Persons with Targeted Disabilities. The
Recruitment process has not been effective in reaching potential applicants with targeted disabilities.
Managers have not established numerical goals for their area of responsibility for the hiring of
persons with targeted disabilities. Persons with targeted disabilities are less than half of the expected
number.

PartV

Goals for
Targeted
Disabilities

Agencies with 1,000 or more permanent employees are to use the space provided below to describe
the strategies and activities that will be undertaken during the coming fiscal year to maintain a
special recruitment program for individuals with targeted disabilities and to establish specific goals
for the employment and advancement of such individuals. For these purposes, targeted disabilities
may be considered as a group. Agency goals should be set and accomplished in such a manner as
will affect measurable progress from the preceding fiscal year. Agencies are encouraged to set a goal
for the hiring of individuals with targeted disabilities that is at least as high as the anticipated losses
from this group during the next reporting period, with the objective of avoiding a decrease in the
total participation rate of employees with disabilities. Goals, objectives and strategies described
below should focus on internal as well as external sources of candidates and include discussions of
activities undertaken to 1dentify individuals with targeted disabilities who can be (1) hired; (2) placed
in such a way as to improve possibilities for career development; and (3) advanced to a position at a
higher level or with greater potential than the position currently occupied.

Plan for Special Recruitment and Staffing Program for Person’s with Targeted Disabilities
Hiring Goals

EPA’s goal is to reach 1.5% representation in the workforce for persons with targeted disabilities by
the end of FY 2008. This goal would mean that by the end of FY 2007 there would be 280 persons
with targeted disabilities employed at EPA. There were 195 assigned as of the end of FY 05. In
order to reach this end strength goal, approximately 7% of all new hires would need to be persons
with targeted disabilities. Since there are approximately 2,400 new hires over a 2-year period, EPA
would need to hire 42 persons with targeted disabilities in FY 06, 07 and 08. EPA has set this goal
for hiring people with targeted disabilities based on projections and an estimate of opportunities. In
setting goals, EPA must consider budget constraints and other factors that may affect hiring.

Recruiting and Staffing Strategies

EPA OHR, Managers & Supervisors will increase their participation at job fairs designed to attract
applicants with disabilities.

EPA OHR, Managers & Supervisors will expand the use of the Workforce Recruitment Program for
College Students with Disabilities to include the EPA 2-year Intern Program and the hiring of
summer students within the Agency.
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OHR will work develop strategies for increasing the overall number and representation om
with disabilities within EPA’s workforce.

Managers in each Major component will establish plans for increasing the number of employees wit,
targeted disabilities for their area of responsibility. Managers and supervisors will consider selective
placement positions and recruit persons with targeted disabilities directly into the positions
established. Under the selective placement program, persons with targeted disabilities can be direct
hired without competition. State employment agencies specializing in the training and development
of persons with disabilities will be contacted and utilized to the greatest extent possible.

EPA will assign responsibility for special placement of persons with targeted disabilities throughout
EPA. Particular care will be taken to ensure that newly hired persons with targeted disabilities are
provided with appropriate reasonable accommodations in accordance with their needs to ensure thejr
success with EPA. An OHR employee assigned to special placement of persons with targeted
disabilities will work closely with the Disability Program Manager and the Reasonable
Accommodation Coordinator to ensure the success of the program. Program Management Officers,
EEO Officers, Area Directors and collateral-duty Disability Program Managers will be actively
involved in the effort as the representatives of management in the EPA organizations.
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SECTION II

MD-715 TABLES
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Report Symbol VP715A1

U.S. Environmental Protection Agency

Total Workforce - Distribution by RacefEthnicity and Sex
From September 30, 2004 To September 30, 2005

Total Waorkforce

RACE/ETHNICITY (Non - Hispanic or Lating)

Total Employees Hispanic or Black or Ha\r:rzti'i:f\ or ?r:r(;?anncglrl Two or More
i i i i Races
Employment Tenure Latino White | Alican Asian lower Pacific]  Alaska
merican .
Islander Native
Al J Male IFemale Male |Female| Male lFemaIe Male JFemale Male |Female| Male [Female| Male |Female Male IFemale
TOTAL
#] 18696 9336 960] 43| ass| 7s08] ses7] soo| veos] s28] S22 0 o 6] s of o
08/30/2004 - Prior FY
! %l 100| 4994 6006 232 265 4016] 3045] 428] 1404| 281 279] o000 o0o0o] 037] 043 000 0.00
#] 18a31] o151 o3z0| 434] sos| 7313 ss9s| 7os| oeo4| sa2|  sos 0 o| e8| 77 of o
09/30/2005 - Current FY
o %l 100| 4962| 5048| 245 272| 3967| 2029 431] 1420] 293 286] 000] 000] 036] o042] 000] 000
CLF (2000) wl 100] s32| 63| 62| as| 300 337] 48] sz 19| 17l o4] o1] 03] o3[ os| os
Difference #| 25| ass| 30| o s| ass] wel 4 a] 17 6 0 of ] of o
Ratio Change % 042] o042| oo03] o007] 069 014] o003] o018] o012| o007] ooo] 000] 00| o0 o000l o000
Net Change %l 415 498| 032| 000| 162 260 069 050| -004] 324 115] 000] o000] 425 44| 000] 000
PERMANENT
N #] 17649 sea2| ooo7] 414] ae2] eor0] sar1] 7s6| 2553 4ss] oo 0 of 6] g0 o] o
09/30/2004 - Prior FY
Hor %] 100] 4897] 6103] 235] 262] 3916 3066 428] 1447] 281] 284| 000 000 037] o045] 000 000
#| 17665] 8590 ooe6| 422| aso| esoe| sa20] 774| os7s| 12| s09 0 ol | 77 0 0
09/30/2005 - C tFY
urren %|  100] 4368] s132| 239 o273| ssea| 3068 438 1469] 290] 288] o000 ooo| 037] o044 o000 000
Differe nce 2] 16| 4] so| 8| 0] 44 of 18] 25| 16 8 0 0 TE 0 0
Ralio Change % 029] 029] oo04| o011] 061 o002] 010] 012] 009] o0o04] oo0o] 0o0] 000] 001 o000l 000
Net Change %| o0s] os0] oes] 193] 433 122] 017] 238] 098] 323] 160] ooo] ocoo] 452 75| 000] 000
TEMPORARY
#] 1047] eoa] zsa]  20]  m] ses] o06] 4] 7] 2] a 0 0 3 1 0 0
09/30/2004 - P FY
0 e %] 100] 6628] s372] 191] 315| 6712] 2169 420 ess| 277] 201] 000] ooo] o029 040] 000 000
] #] s8] ss2| oea] 12| 21 4s7] a78] 22|  a6| 0] 193] o 0 1 0 0 0
09/30/2005 - Current FY
urren %] 100] 6765] 3235| 147] 267] 5968 2181] 270| 564 368] 233] 000 o000| 012] 000] 000] 000
Difference #] 1] ae]  se] | a2] 4| 4s] o] 26 1 2] o] o = 1 0 0
Ratio Change % 137] 437] 044] 08| 286 022 450 424] 091] 032] 000| 000| 017 ©10] 000] 000
Net Change %| 22.06] -2046] -26.21] -4000] -36.36] -1856] -2124] 60.00] 3611 345 952] 000] 000] 6667]-10000] 000] 000
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Repart Symbol: VP715A1

U.S. Environmental Protection Agency

From September 30, 2004 To September 30, 2005

Total Workforce - Distribution by Race/Ethnicity and Sex

Tolal YWorkforce

RACE/ETHNICITY {Non - Hispanic or Latino)

Hispanic or Black or Nat_i_ve Am(_erican Two or More
Employment Tenure Total Employees Latino White AAfric‘an Asian (;ita:ragaa'::;:‘i:: ";ldllaasnk:r Races
merican Islander Native

Al I Male |Female Hale |Female MaleJFemale Hale |Female{ Male |Female| Wale [Female | Hale [Female Male |Female

NON-APPROPRIATED
Priar FY # Y 0 0 0 : 0 0 0 0 0 0 0 0 0 0 0 0 0
%l . 0.00 Q.00 0.00 0.00 0.00 0.00 0,00 0.00 0.00 0.00 0.00 0.00 0.00 090 Q.00 0.00 Q.00
Current FY ;# 0 0 0 0 of o] 0 0 0 o __0 0 0 0 0 0 0
(3 0.0 0.00 0.00 0.00 0.00 .00 0.00 0.00 0.00 0.00 0.00 0,00 0.00 0.00 0.00 Q.00 0.00
Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change % 000 00| oo ooo] ooo| ool 0001 000] 000 000{ 000] 000] 000 000] 000F 000
Net Change % 0.00 0.00 0.00 0.00 0.00 0.00 000 0.00 0.00 0.00 0.00 Q.00 0.00 0.00 0:00 000 0.00
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Report Symbol VP715A2

U.S. Environmental Protection Agency

Total Workforce by Component - Distribution by Race/Ethnicity and Sex
Full/PantTime Permanent Workfarce

As of September 30, 2005

RACE/ETHNICITY (Non - Hispanic ar Latino)
. . Native American T
N wo or More
c ¢ Tatal Employees H‘st:t?r:g or Whit ?J?.ck ar Asi Hawaiian or | Indian or Races
omponen e A ncan an  Iother Pacific] Alaska
mefican Islander Native
All Male |[Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |Female
TOTAL @] 17665] $599| o0es| 422]  482| 6826 5420 774| 2678 512 509 0 0 65 77 0 0
%| 100] 4868| 5132 239 273 3864| 3068 43%) 1459 290] 288 000] 000| 037 044] 000] 000
CLF (2000) % 100 32| ses8] e2] 4s] 3s0| 3370 48] 57| 18| x| o4l o1} 03 03] o8] 08
- #| s27l 218 311 6 12 133] 145 23| 145 4 9 0 0 0 0 0 0
Administratar
%! 100] 4099 5901 1.44] 228 3472 2761 438 2781 o7e| 1.71] 000] 000 000f 000] 000f 000
Assistart Administratar for Enforcement | # 913 475 438 33 21 385 263 38 137 18 26 0 0 1 2 0 0
& Compliance Assurance %| 100 5203[ 47.97( 381 230| 4217 27.71| 4146 1501 197 274 000] 000 o011 022 o00] 000
# o 97| 105 2 2 24 61 6 33 6 9 0 0 0 0 0 0
Cfice of General Counsel
veral Coun %| 100| 4802) 5198] 099 099] 4158] 3020 248| 1634 297 446] 000] 000/ 000] 000 000 000
ofice of Inspector General #3520 183 169 5 3 134 93 27 60 16 13 0 0 2 0 0 0
P 7 % 100] s1.99] 4s01] 142] o0ss| 3307 2642] 7e7| 1705 428] 369] o000l 000 057] 000] 000] 000
Assistant Admiristrator for International | # 79 32 47 8 4 19 26 3 13 1 4 Q Q 1 0 Q Q
Activities %| 100| 40561( 5948 1013] s08| 2408 3291 380 1646 127] 506 o000 ooo| 127 o000 000] 000
#| a3l 18| oo 2 5 2 110 260 102 7 9 0 0 0 1 0 0
Qffice of he Chvet Financial Officer
© mancial e %|  100| 3569] 6431 057| 142| 26.06] 3116 708| 2890| 198 255 000] 000] 000] 028 000 000
#5191 224 1 gl 146 109 20 93 12 13 0 0 1 1 0 0
e of Environmental informati
Cfice of Environmental Iformation o v o T e 0z] S398] 268 193] 35.8| 2627 4g2| 224|303 343 000 o00] o024] o2d| 000] 000
Assistant Administratar for Administration| # 761 239 472 22 15 183 196 76 249 7 9 0 0 1 3 0 4]
& Resources hanagemert %[ 100] 37.98] 6202] 289 1.97| 2405 2576| 999 3272 092 148 000 000| 013] 039] 000 000
] #1656 289|367 6 9] 238] 236 27 98 19 2 0 0 1 5 0 0
Assistart Administrator for Water %[ 100] 4405] 5695 01| 137| 3698] 3682 412] 1494| 290] 3.065| 000| 000] ©045] o076 000| 000
Assistant Administrator for Solid Waste & #1623 281|342 13 10 228 217 740 102 16 12 0 0 2 1 0 0
Emergency Response %( 100] 4510( 5490 209 161 3628| 3483 385 1637 267( 193 ooo] oo00] ozl o16] o000l ao0o0
Assistant Administrator for Air & #1289 703 586 26 21 598 401 43 130 34 30 0 0 3 4 0 0
Radiation %l 100] 5454 45.48] 194] 163 4639 31| 334] 1003] 284] 233 o00] 000| o023] 031] o000] o000
Assistant Admiristrator for Prevertion, | #] 1301 612 689 15 23 455 368 74 269 62 34 0 0 6 5 0 0
Pasficides & Toxic Substances % 100] 4704| 298] 115 177| 3497 2829 869 1991 477] 261 o000] o000] 046 038] ooo| o000
Page 1 of 2
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Report Symbol VP715A2

U.S. Environmental Protection Agency

Total Workforce by Component - Distribution by RaceflEthnicity and Sex
As of September 30, 2005

Full/ParnTime Permanent Workforce

RACE/ETHNICITY (Mon - Hispanic or Latino) 1
Totol Emplayoes (Mspanicor | ostackor [ LARE TR Two or More
Component atino White Afrlc_an Asian Other Pacific, Alaska Races
American Islander Native
Al Male |Female| Male |Female| Hale |Female| Male |Female| Male |Female| Male |Female| Male |[Female| Male |Female
Assistant Administrator for Research & | #(| 1862 1074 788 24 20 933 596 £5 123 53 38 0 0 9 " 0 0
Development % 100] 6768 4232 129 107] 5011 3201 295 681 285 204 000 000 048] 053] 000] 0.00
Region 1 Baston # 673 334 339 13 1? 279 277 20 30 22 13 0 0 0 2 0 0
% 100 4963 6037| 193] 263 4146| 4116 297 446 327 1.93] 000] 000 000 030 000 000
Region 2 New York & 899 494 405 62 &7 364 204 28 79 39 33 0 0 1 2 0 0
- % 100 54.95| 45.05] 690 988 4049 2269 311 879 434 367 000 000 oM 022) 000 000
Region 2 Philaelphia # I 912 427 485 12 34 361 306 40 129 14 17 0 0 0 0 0 0
% 100] 4682 6318 132 373 3958 3344 439| 1414 164 18| 000 000 000f 000f Q00 000
Region 4 Atiarta #| 1030 532 558 24 14 ) 394 282 89 251 20 7 0 0 5 4 0 0
b % 100 4881 6119 220 128 3615 2687| 817 2303] 183] 064 000 000 048] 037{ 000] 000
Region § Chicago # 1283 636 657 24 37 . 499 322 63 258 47 36 0 0 3 4 0 0
% 100| 4919 5081 186 286 3859 2490 487 19.95| 363 278 000 000 023} 0N 000 000
Region 6 Dallas # 856 426 430 43 48 308 228 37 130 31 18 0 0 10 0 0
% 100 4977| 5023| 502| 661] 35663| 2664 432| 1619 362 2101 000 000 117{ 070] 000 000
Region 7 Karsas Gty # 667 270 287 12 16 221 206 20 58 10 3 0 0 7 0 0
% 100 4847 5153 215 269 3968 3698 359 1041 1801 054 000 000 126f 090] 000} 000
Region % Denver # 601 283 318 24 34 235 236 14 ] 31 8 13 0 0 2 4 0 0
% 100] 4709 5291 399 666| 3910 3927 233 6&16| 133 216/ 000 000| 033 067 0.00| 000
Region 9 San Francisco # 835 370 466 26 kil 277 270 17 49 45 107 0 Q 5 3 0 0
% 100| 4431 5569 341 371 3317) 3234| 204] 687 6539 128 Q.00 000} 060 098] 000] 0.00
Region 10 Seattle # 816 269 357 10 12 217 280 6 ] 19 21 37 0 0 5 9 0 0
% 100 42.06| 6796 162( 195 3523 4545] 097 308 3IM 8.01 000 000} 081 1461 0007 000
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Report Symbol VP715A3-1

U.S. Environmental Protection Agency

Occupational Categories - Distribution by Race/Ethnicity and Sex
As of September 30, 2005

Full/PanTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
: : Native American
Hispanic or Black or - ¢ Two or More
: Total Employees : . : . Hawaiian or | Indian or R
aces
Occupational Category Latino White African Asian \niher Pacific,  Alaska
American \
Istander Native
Al J Male lFemale Male 1Female Male |Female | Male |Female Hale |Female Male IFemale Male IFemaIe Male Female
1. Officials and Managers
- Executive/Senior Level (Grades |#] 1339  833] 506 46 170 707 389 50 75 25 20 0 0 5 5 0 0
15 and Above) % 100] 6221| 3778 344 127 s280| 2005] 373] 560, 187[ 149] o000| 000 037] 037] 000} 000
# 554 338 216 14 3 282 157 26 42 16 7 0 0 1 2 0 0
- Mid-Level (Grades 13 - 14
( &e ) % 100] 61.01] 3899 2583] 1.44] 5090| 2834| 469 7583 271 126 000f 000 018 036 000] 000
- First-Level (Grades 12 and # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Below) % 1001 10000 000] ©000] 000[10000[ 000] 000 000 000{ 0600/ 000] 000 000 0.00] 000] 000
. Other Officials and Managers #| 3066 883 2183 56 88 642 1076 150 938 28 67 0 0 7 14 Q 0
g % 100 2880 7120 183] 287| 2094| 3509| 4839 3059 0HN 219 000| 000 023 046] 000] 0.00
Officials and Managers - #] 49600 2086 2905 116 113 1632 1622 226 1055 63 94 0 0 13 21 0 0
TOTAL %] 100] 4143) 5867} 234 228} 3290 3270] 4856 2127] 137] 190 000] 000] 028 042] 000 000
. #| 11030| 6069 4961 277 2751 4868 3378 464 894 421 367 0 0 49 47 0 Q
2. Professionals —
% 100{ 56.02] 4488 251 249 4404| 30631 421 811 382 333 000 000 044 043 000f 000
. # 235 124 11 3 11 102 56 12 34 6 8 0 0 1 2 0 0
3. Technicians
% 100 5277 4723] 128 468 43400 2383] 511] 1447] 255 340 000] 000 043 085 000} 000
5. Administrative Support #| 12 136 1036 13 83 62 323 49 588 11 35 0 0 1 7 0 0
Workers % 100 1160| 8840 111 708 529 27561 418] 50171 0984] 298 000 000 003 080 000/ 000
# 8
6. Craft Workers : 8 0 0 0 5 0 3 0 0 0 0 0 0 0 0 0
% 100110000 000 000 000] 6250 000 3750] 000 000} 000] 000 000] 000;] 000 000 000
X # 2 2 0 0 0 0 0 2 0 0 0 0 0 0 0 0 0
7. Operatives
% 100§ 100.00 000 0.00 000 0.00 0.00[ 100 00 0.00 0.00 0.00 0.00 0.00 000 0.00 .00 000
8. Laborers and Helpers # 1 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0 0
’ P % 100} 100.00 000 0.00 0.00 0.00 0.00] 100.00 0.00 000 000 000 0.00 0.00 0.00 000 0.00
9. Service Workers # 257 204 53 13 0 167 41 17 7 [3 5 0 0 1 0 0 0
o % 100 7938| 2062 506 00D 6498 1595 661 272 233 1.95 0.00 0.00 039 0.00 0.00 0.00
Total Work Force #] 17665 8599| 9066 422 482| 6826| 6420 7741 2678 512 509 0 0 353 77 0 0
0 % 100| 4868 6132] 239 273 3864| 3068 438 1469 290| 288 000 000f 037 044] 000 000
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Repart Symbal VP715A3-2

U.S. Environmental Protection Agency

Occupational Categories - Distribution by RacelEthnicity and Sex
As of September 30, 2005

Full/PaitTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
Hispanic or Black or Nat_i_ve Aml.arican Two or More
Occupational Category Total Employees Lpaﬁ'm White AAfriqan Asian OHta\gralFl’aanciuﬁrc "Lﬂ;as':(gr Races
mercan Islander Native
L Al I Hale |Female Male [Femaile | Male ]Female Male |Female Male IFemaIe Male |Female | Male lFemaIe Hale lFemale
1. Officials and Managers

- Executive/Senior Lavel (Grades [#| 1339 833 508 46 171 707|389 50 75 25 20 0 0 5 5 0 0
15 and Above) %| 758] 988 558 1090] 353 1036] 78| 646 291] 098] 098] 000] o000l oo0o] 000 o000l 000
 Mid-Level (Grades 13 - 14) #| ss4| 333|218 14 s|  es2| 167 26 42 15 7 0 0 1 2 0 0
%| 314] 393| 238 s32| 166 413 2090 336 163] 0200 029 o000l o000l 000] 000] 000 000
- First-Level (Grades 12 and # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Below) % oo01] o001 o000l ooo|l oool oo| ooo] o000l 000 oo0o| oo0o] o000l o000l o000 ocool o000| 000
| Other Officials and Managers #] 3066 s83] 21w 56 29| 642 1076] 150 938 28 67 0 0 7 14 0 0
%[ 1736 1027] 24.08] 1327 1826| 941 19.85| 1938] 3638 137 275] o000| 000] 000 000] 006 000
Officials and Managers - #1 4980| 2055 2905| 116| 113| 1832| 1622 228| 1065 6% 94 0 0 13 21 0 0
TOTAL %| 2808| 2390| 3004] 2748] 2344] 2391| 2993 2920| 4092 254 413] oo00| o000 000] 000] o000| 000
. #1 11030 s069| 4961 277| 275| 4858] 3378|  4e4| s94| 41| 387 0 0 49 47 0 0
2. Professionals %| 6244| 7058] 5472 6564| 67.05| 7117 6232| 5995] 3468| 957| 923| o000| o000 o000l o000l 000 000

o . Rk . k . . R R . k . i L . A QU k
3. Technici #] 235] 124] 111 3 1] 102 56 12 34 6 8 0 0 1 2 0 0
- lechnicians %| 133 144] 122| o71| 228 149 103| 166] 132] 020] 038 000] 000] 000] 000 000| 000
5. Administrative Support #] 172]  138] 1038 13 $3 62| 323 49]  B3% 11 35 0 0 1 7 0 0
Workers %| e63] 158 1143] 308 1722] o091 96| 33| 2281] o020 138 o000 o000| o000| oo0o| o0o| o000
# 8 3 0 0 0 5 0 3 0 0 0 0 0 0 0 0 0
6. Craft Workers %| o00s] 009 o000o] o00o] ooo| o007 o00o] o039] o000l o000] o0o] ooo] ooo| ooo| 000] o00| o000
7. Operatives # 2 2 0 0 o o o] 2| o 0 0 0 o o o 0 0
%l o001 002 000 000] 000] 000] 000]  026] 000| 0006] 000 000f 0060| 000|000 o000[ o000
8. Laborers and Helpers # ! ! 0 0 4 0 o E— 0 0 o —] of 70—, o 9 - 0
%| 001] 0011 000] 000 000f 000[ 000] 0413 000 000] 000] o000 000; 9.00| -000] o000 o000
9. Service Workers #| os7l 204 53 13 of 16| _41{ 17| 7 6l 6 ol o 1o o 0
%| 145] 237] 088] 308] 000 245 o078l 220 027 020] o000| oool 000 000, 000 000] 000
Total Work Force #| 17665 599 oves| 422| 482| es26| 6420 774| 2678] 612|509 o o e 77| o o
%[ 100{ 100] 100] 100] 100| 100} foo| 1oo] foo] 100] 100] 100] 1ool 100] 100] 100] 100

Note. Percentages compute down columns and NOT across
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U.S. Environmental Protection Agency

Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex
Full/PartTime Permanent Workfarce

Report Symbol: VP715A4-1L

As of September 30, 2005

RACE/ETHNICITY (Non - Hispanic or Latino)

. Native American
Hispanic or Black or i ; Two or
GS/GM SES Graded |02 EMPIOYEes 11 g White | Afican | Asian | geeen Inaian o IMore Races
American Islander Native
Al | Male [Female| Male |Female| Male |Femalel Male |Female| Male [Female| Male IFemaIe Male |Female| Male 'Female
GS 01 # 3 0 3 0 0 0 0 0 3 0 0 0 0 0 0 0 0
%| 100 000[10000] 00O ©000] OO0 0OC] 000[10000] 000] 000( 000 0O0) 000] 000[ 000 000
as oo #]  14] 4] 10| of of 1 1) 3] 9l of of of o of o o 0
%| 100 2857] 7143] 000 0O00| 714] 714] 2143] 6429] 000{ 000 0.00] 0.00] 000; 000] GO0/ 000
Gs 03 # 31 11 20 1 0 3 3 6 16 1 2 0 0 0 0 0 0
%| 100] 35.48] B452] 323 000} 968} 968] 1935 4839] 323 645 0.00] 000) 000 000 000] 000
GS 04 # 97 39 58 5 3 20 19 12 31 2 4 0 0 0 1 0 0
%| 00| 4021] 59.79] 515 309( 2062] 1959] 1237 3186] 206] 412 000] 000} 000] 103] 0.00{ 000
GS 08 # 105 31 74 1 12 13 22 9 36 3 3 0 0 0 1 0 0
%| 100] 2852| 70.48] 095] 11.43] 1714] 2095 B857] 3429] 286] 286 000] 000 000] 035] 0.00f 0600
GS 06 # 75 10 66 2 5 3 19 6 34 0 6 0 0 0 1 0 0
S  100] 13.33[ 8667 267] 667| 400[ 2533] 667| 4533] 000 800} 000 000{ (00| 133 000{ 000
GS 07 # 587 12| 478 10 50 661 191 22| 214 13 18 0 0 1 2 0 0
%[ 100] 19.08] 8092{ 170] 852] 1124] 3254] 375] 3646 22 307{ 000] o0o00; 01r] 034f 000] 000
GS 0% # 302 20 282 3 19 10 94 6| 168 1 3 0 0 0 2 0 0
% 100] 662] 9338] 099] 629] 331] 31.13] 199] 5232] 033] 298[ 000] 000 000] D066] 000 0.0
GS 09 # 668 165] 613 13 36 97| 240 36| 202 9 34 0 0 0 1 0 0
S 100] 2320] 76800 195] 539) 1452 3593 $39( 3024] 135] 509 000] 000] 000[ 015 000] 0.0
G310 # 112 47 66 0 1 37 31 7 30 2 2 0 0 1 1 0 0
Y% 100 41.96[ 5804 000] 089] 33.04] 2768 625) 2679 179] 1.79] 000 000] 089] 089] 000] 000
GS 11 # 7i7| 24 536 21 38 160 265 38| 200 18 27 0 0 4 6 0 0
Yo 1001 31.02] 6898 2.70] 489( 20.59] 3411 489 2574] 232] 347] 000] 000[ 051 077[ 000] 000
Gs 12 #i 2448] 9371 1511 55 91| 654 817 132] 608 82 80 0 0 14 17 0 0
% 100] 3828] 6172] 225] 372| 26.72] 3337] 539) 2067| 335] 327] o000] 000 057] 069 000 000
GS/GM 12 #| 6786 3821| 3165 175 136] 2830| 2018 288 7571 238 220 0 0 30 34 0 0
N %[ 100 53.36] 46k4] 258 200( 4259] 2974] 424] 1116[ 341] 324] 000 000] 044] 050] 000] 000
GS/GM 14 #| 2952] 1691 1261 73 54 1390 889 127] 249 92 64 0 0 3 5 0 0
%[ 100 5728 4272 2.47] 183] 4709] 3012{ 430] 843 312] 217] 000} 000] 030] 017] 000 000
GS/GM 15 #| 2246] 1366 880 49 301 1210] 697 57 115 44 33 0 0 6 5 0 0
S| 100| 60.82] 3918) 218] 1.34] 5387] 3103} 254] 512] 196] 147] 000 0080f 027] 022] 0006] 000
Senior Executve |# 288 182 106 1Al 2| 153 88 14 12 4 4 0 0 0 0 0 0
Service %| 100 6319] k81| 382 069} 53.13] 3056f 486] 4170 139[ 139] 000] 000j 0O0G] 000] ano0] Q.00
Total # 17491 | 8467 9024 419 477| 6712] 5394 762| 2671 509| 506 0 0 65 76 0 0
% 100] 48.41) 51.59] 240 2.73|3837| 3084 436] 1470] 291] 2.89] 000 000 037] 043] 0.00] 0.00

Page 1 of 1




09

U.S. Environmental Protection Agency

Participation Rates for General Schedule (GS) Grades by RacelEthnicity and Sex
Report Symbal VP715A4-1L

As of September 30, 2005

Temparary Workforce

RACE/ETHNICITY (Non - Hispanic ar Latino)
. Native American
Hispanic or Black or - ) Two ar
GS/GM SES Gradeq Total Employees Lgtino White African Aslan gggff:t;rc (rﬂ:gkzr More Races
Amencan Istander Native
Al Male [Female| Male [Female{ Male [Female| Male [Female| Male [Female| Male [Female| Male |[Femalej Male [Female
3 of #| 13 3119 0 5 1 of 2 4 0 1 0 o o o o 0
9% 1007 2308] 7692] 000 3946 763) 000] 1538 3077 000 769] 000 000 000} 000] 000f Q00
G3 0> # 11 2 9 0 1 1 2 1 6 0 0 0 0 0 0 0 0
%, oo 78.18[ 8182] 000 909] 903] 1818 9.09] 5455 000 0.00] 000[ 000[ 000 000) 060} 000
G3 02 # 22 5 17 1 2 1 3 3 10 0 2 0 0 0 0 0 0
% 100] 2273] 7727] 455] 904 455 1364 1364 4545] 000} 909| 6.00] 000} 000) 000 Q00 GO0
GS 04 # 45 16 29 2 4 4 13—‘ 7 9 3 3 0 Q 0 0 0 0
% 100] 3556] 6444] 4441 Ba9| BEO] 28.89] 1556) 2000] 657] 67} 000 0007 000] 000} 0O00) 00O
G305 # 12 1 1l 0 4 0 3 1 4 0 0 0 _ 0 0 0 0 0
% 100 833] 9167] 000 3333 0.00] 25.00] 833] 3333 000 000] 000 000] 000f 000] 000 000
s 07 # 14 9 5 Q 1 8 3 1 1 0 0 Q Q Q 0 0 ,O
%) 100] 6428] 3571 0.00] 7A4[ 5714] 21430 7140 744] 000 000l 000] 000 00O0] 000] 000] 0.0
Gs 09 # 147 5 9 0 0 4 7 0 _ 2 1 0 0 [ 07 0 0 0
%) 100 3571} 64.28] 000] G.00( 2857 50.00] 000[ 1429( 714] 0060 0.00f 0060{ 006) 0000 000 000
GS 11 # 1?7 4 13 0 0 4 ] 8“ 0 2 0 3 0 0 0 0 0 QO
% 1007 2343] 76.47] 000] 000f 2353 4/706] 000 11.76] 00| 1765 0.00{ 000] 000{ 000 0.00] 000
GS 12 # 68 42 26 0 0 35 20 2 3 5 3 0 0 0 0 0 0
% 100 61.76] 3824] 000 0.00[ 5147 2941] 294 441 735! 441 000] 0.00| 000 060{ 000} (00
GSIGM 13 # [ 5 1 0 ] 0 4 1 0 0 1 0 0 0 Q0 0 0 0
%) 1001 8333] 1667] 000f 000] b667] 1667] 000] 000] 1667] 000] 000] 000 000] 000] 0007 0.00
GSIGM 14 # 1 1 0 0 0 1 0 0 ] 0 0 0 0 0 07 0 0 0
%) 100 1001 000] 000 O000] 100F 000} 00G| 000] 000] 000] 000] 000] 0007 0007 000] 0.00
GSIGM 15 # 1 1 0 0 0 1 0 9 0 0 0 0 0 0 0 0 0
% 100 1004 00O OO0 000 100 000 0QO{-0QO[ ODOY 000 Op0y 000 COG| 000 000} 000
Total # 224 34 130 3 17 64 60 7] # 10 12 0 0 0 0 0 0
% 100{ 41.96] 68.04] 134] 7569|2867 2679 7.59] 1830 446 6§36 000 0.00] 0.00] 9.00[ 0.00{ 000
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Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex

Report Symbol. VP715A4-21 As of September 30, 2005

U.S. Environmental Protection Agency

Full/PantTime Parmanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)

; : Native Armerican
Hispanic or Black or - ; Two or
G5/GM SES Graded Total Employees Latino White African Agian :mazurml‘g::;irc ‘ﬁ:’;ksr More Races
American Islander Native
All Male [Female| Male [Female| Male Female| Male [Female| Male [Fermale| Male (Female| Male |Female| Male [Female
GS 01 # 3 0 3 0 0 0 0 0 3 0 0 0 0 0 0 0 0
%[ 02| 000| 003] 0p0| 0p0} 000] OO 0Qn] 092] 000) 0O00] 000] 0.00] 000) 000] 0Df0] 000
GS 02 # 14 4 10 0 0 1 1 3 9 0 0 0 0 0 Q 0 0
%[ 008l 005 0101 080 odo{ oofl 002( 039] 035 0001 000{ 000 0000 0000 000[ 000 000
Gs 03 # 31 1 20 1 0 3 3 [ 15 1 2 0 0 0 0‘ 0 0
% 018] 013] 022] 024] 000] 004] 00s] 079 058] 020 040] 000] 000] 000 000 000] 000
GS 04 # 97 39 58 5 3 20 19 12 31 2 4 0 0 0 1 0 0
%[ 0% ] 04| 0641 1191 063] 030] 035 1571 124] 039] 079 000] 0007 000] 132 o000 040
6% 05 # 105 31 74 1 12 18 22 9 36 3 3 0 0 0 ) 1 Q 0
%[ — 060 037 0B2] 024 2% 027] 04t 118] 740 059] 053] 000] Q00] 0007 T132] 000] 000
GS 06 # 75 10 65 2 & 3 19 5 34 0 3 0 0 0 1 0 0
% 043 0412 072] 048] 105 004] 035 066] 132 000] 119 000 000] 000 1320 000 0.00
33 07 # 587 112) 475 10 50 661 19 221 214 13 18 0 0 1 2 0 0
%[ 330 1320 576 2391 10.43] 038 3541 2890 83 735 356 0000 0000 T541 2631 0401 000
GS 08 # 302 20| 282 3 19 10 94 6| 168 1 9 0 0 0 2 0 0
%| 173] 024] 313[ 072] 3%8[ 015] 174] 078] ef5] 020 78] 000 000] 0.00] 283] 000] 000
GS 09 # 663 166 513 13 36 97| 240 36| 202 9 34 Q 0 0 1 0 0
% 382] 183 58] 3100 756f 145] 445] 4721 786) 1771 6021 0000 000] 060] 1321 006] 008
G510 # 112 47 €5 Q 1 37 31 7 30 2 2 0 0 1 1 0 Q
%[ 0B4] 05] 072] 000] 02f] 03[ 0A7] 092] 117] 033] 040y 000] o000 71541 1321 000] 000
68 11 # 777 241 536 21 38| 160 265 38 200 18 27 0 0 4 & 0 0
Yol 444) 285 584 AM| A7) 238| A9t] AuS] 7J8) 354 534] 000) 000 615 VB4] 000] 000
G512 #1 244%) 937 1511 56 911 ©64) $17)] 132] 606 82 40 0 0 14 17 0 0
- %0 1400] 1107 1674] 13.43( 1908] 9.74] 15151 17321 1958] 16111 1581 000( 0004 2154] 2237] 000[ 000
G2IGM 13 #| 6786 3621| 66| 175 138] 2890 2018| 288| 767 238 220 0 0 20 34 0 0
6l 3880 42.77] 3507 41.77) 2851] 43.06] 37.41] 37.80] 29.44] 4676] 4348] 000 060 45.15] 44 74] 000] 000
GSIGM 14 #] 2052| 1691] 1261 73 54| 1390 389| 127] 249 92 64 0 0 9 [ 0 0
9% 1688) 1997} 1397) 17420 1132] 2071} 16.48] 1667] 968] 1807] 1265] 0001 000( 13685] 6381 OG0! 000
GS/GM 15 #| 2246| 1366( 830 49 301 1210] 697 &71 115 44 33 0 0 6 5 0 5}
S| 1284] 1613; 875] 1169] 629] 1803] 1292] 748] 447] spd] 652] 000] 000 923] 658 000] 000
Senior Exectdive | # 283 182; 106 11 2] 183 88 14 12 4 4 Q 0 0 0 0 0
Service %| 165] 2851 1171 263 O0®1 2281 163] 104 047 0780 0791 000[ 000] 000) 000) 0001 000
Total ) 17491 8467| 9004] 419) 477| 6712 5394 76| 2671} 609| 506 0 0 65 76 0 Q
% 100f 100| 100] 100| 100[ 100 100{ 100 100] 100 100l 100 1001 100 1001 100 100
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U.S. Environmental Protection Agency

Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex
Report Symbal: VP715A4-20

As of September 30, 2005

Temporary Workforce

RACE/ETHNICITY (Mon - Hispanic or Latino)
N Higpanic or Black or Natlve Am'encan Two or
GS/GM SES Grade Total Employees Lpatino White African Asian gggﬁ"gl;’c Irﬁlf;kgr More Races
Amencan Islancler Native
All Male [Female| Male [Female| Male [Female| Male [Female| Male [Female| Male [Female| Male |Female| Male [Female
65 01 # 13 3 10 0 5 1 0 2 4 0 1 0 0 0 0 0 0
9% A80] 319] 769] 0OCof 29471 1560 O000[ 1176] 976[ 000] 833] 000 000] 000] 000] 000 000
as oo # 1 2 9 0 1 1 2 1 3 0 0 0 0 0 0 0 0
% 49f] 2131 6%2] 000] 5@8] 15[ 333] 583[ 1463] 0007 000] 060[ 000f 000( 0O0] 000F 000
G5 0 | #] 22 5 17 1 2 1 3 3] 10 0 2 0 0 0 0 0 0
S 9@ 532[ 13.08] 3333] 1176] 156} 500 1765 2439 000) 1667] 000 000] 000{ 000 0OG| 0.00
6% o4 #| 45| 16 29| 2 4 4] 13 7 9 3 3 0 0 0 0 0 0
i % 2009 17020 23] 6667 23531 6251 2167 4118] 2195] 3000 2500{ 000 000; 0Q00{ 0O00] 000] 000
GS 06 # 12 1 I\ 0 4 o] 3 1 4 0 0 0 0 0 0 0 0
% _536] 10| 846 000] 23537 Q00f 500 568; 976 000y 000] 0O00| Q00| QO0] 000] 0000 000
65 07 #) 14 9] s o 1] & s | 1| o o o o o o o o
Sef  B25] 957 385| 000] 568( 12500 500 588 244} 000 000] 000 Doo| 006) 000( 008 000
3 09 # 14 6 9 o o 4 7 0 2 1 0] 0 0 0 0 0 o
i % b625] B532] 692 DOO| DOO] B257 1167] 000 488 1000] 000] 00D} OOO] 00O} OO0} D@D) D@0
GS 14 # ) 17 _ 4 ) 13 0 0 4 87 0 27 _ 0 3 0 ) 0 0 0 0 ] ,O
% 7459] 426] 1000 000 0.00] 625] 13331 000] 4887 000] 25.00[ 0.00] 0007 0007 Q00] 000] 0.00
GS 12 # _ §33 42 26 0 ] 0 35 ] 20 2 _ 3 5 3 0 0 0 0 0 0
%| 3036] 44%B| 2000] 000 000} 5469] 3333] 1176 7.32| 5000] 2500] 000)] . 000] 000 Q00] 000] - 000
GS/GM 13 # 6 s 14 o o 4 b of o 1| o o o o o o 0
% 2681 5327 0y7] 000] 006] 6251 1671 0007 0004 10000 0007 co0l 000] 009] 600] 000] 900
GS/GM 14 # 1 1 0 0 0 1 1 I Y 0 L L 0 0 0 0
% 048] 106] 000 0O0O] ©OO0] 1A6]. 000} 000 “000| 000 0007 000[ 000} 080[ 000 0.00] 0.0
GS/GM 15 # 1 1 Q g 0 19 0 Q O] 707 9, ¢ g, ¢ 0 0
%| 045] 106] 000} 000/ 000] 1456 000 00O| -000} 0.00] -006] 000} 000] 000] 000] 0007 0:00°
Total # 224 941 130 3 17 64 60 17 41 10] 12 0 Q 0 0 0 0
% 100{ 100{ 100{ 100{ 100{ 100{ 100{ 100{ 163{ 100{ 100} - 100 1001 100! 100l 100 140
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U.S. Environmental Protection Agency

Participation Rates for Wage Grades (WG) by Race/Ethnicity and Sex
As of September 30, 2005

Temporary Workforce

Report Symbol" VP715A5-1AL
RACE/ETHNICITY (Non - Hispanic or Lating)
o Native American
WG and Related | Total Employees |MISRame o) oy Blacker ) Hawsian o | Ingian or | O
Grades e A nean stan Other Pacffic |  Alaska -
merican Islander Native
Male [Female| Male |Female| Male [Female MalﬂFemale Male |Female| Male [Female| Male |[Female| Male [Female
W6 01 1 Q 0 1 Q 0 0 0 0 0 0 Q Q _ Q Q
100] 0.0 0 000] 100 000 o060 Q00T 000] 0QG] 0OG] QO00] 000f Q0a[ 000 0.0
Total 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0
100[ 0.00 000( 100{ ©000] 000[ o000l 0.00{ 000 o000 000[ 000! 000[ 000| 000

€9
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U.S. Environmental Protection Agency

Participation Rates for Wage Grades (WL) by Race/Ethnicity and Sex
As of September 30, 2005

Report Symbol- VP715A5-18BL

Ful/PanTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
) Native Amencan
Hisparic or Black or N Two or

WL and Related Total Employees . . ; Hawafianor | indan or

Grade s Latino White A‘\frlcan Asian oter Pacic | Alaska tore Races
merean Islander Native

Al Male |Female] Male |[Female| Male [Female| Male [Female| Male |Female| Male |Female| Male |Female| Male |[Female
WL 14 # ! 1 0 0 0 1 0 0 0 Q 0 0 0 0 0 0 0
%l 100{ fonl 000 000! 000( 1067 000{ 0000 000 opol On0ol 000( 0000 000( GOQ[ 0000 0Q0
Total # 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
% 100 100 000] 000l oc00] 1oo] ooof 000l o000 000] 0o0] 000l 000] 000f 0.00] 000( 000
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U.S. Environmental Protection Agency
Participation Rates for Major Occupations - Distribution by Racel/Ethnicity and Sex

Report Symbol: VP715A5 As of September 30, 2005 FulkPanTime Permanen Workforce
RACE/ETHNICITY (Non - Hispanic or Latine)
N . Native American
Job Title / Series Agency Rate Total Employees H'SL”;::S or White ?\'aiccka?\r Asian Hawaiian or | Indian or Twa:(l;ehgore
Occupational CLF American IOther Pacific Ala§ka
Islander Native
All Hale |Female| Male [Female| Male (Female| Male [Female| Male |[Female| Male |Female{ Male {Female| Male [Female
028 - Envionmental Protection [ #| 2836| 1135] 1701 42 78| oes| 1184| 103] 32 46 $2 0 0 19 26 0 0
Specialist %[ 10000 4002| 6998| 1.48] 276| 3262 4069 363 1276| 162| 29| o000l ooo| o067| o0sg| o000| 000
National CLF 2000(¢, 768 241 18] 09| esol 208 17| 11] 22 10l o0 oce] o8 o3[ 03] 02
301 - Gansral Adrministative #| s3] 270| 613 16 24| 209 306 M| o7 9 H 0 0 2 5 0 0
%[ 10000| 3058 6942 181| 272| 2367( 3454 385 3069 102 091 000] 000| 023 057] 000 000
National CLF 2000] % 434 se6| 47] 53| 3021 397 48] 7s| 27| 28| o1 0.1 04| 06| 03] o4
343 - Management Analysis #| 1562|462 1090 28 32| 386| 694 53] 430 12 30 0 0 3 4 0 0
% 10000] 2977] 7023| 1.80| 206| 2368| 3827| 341 2771| o077 193] ooo| 000 019 026| 000| 000
National CLF 2000] % 614] 386] 20| 16| 525] 313 26] 34| 38] 20] 00| 00} 03] 03| 05| 03
401 - Biologist #| 849 475| 374 16 200 408|289 36 1 16 18 0 0 1 6 0 0
% 10000| 6695| 4406] 177| 236| 4817 34.04) 442 483] 177] 212] 000| o000) 012] 07| 000| 000
National CLF 2000{% 55381 441 190 211 473] zso| 12{ 18] 43| 4s5{ ool oof os| 03] 04| o3
819 - Environmental Engineering #1 1933] 1340] 693 90 471 1013] 3w 24 770 146 72 0 0 3 3 0 0
%|10000| 6932| 3068| 476( 243( 241 2038| 435 398 7s5| 272| ool ool o2e( 048] 000 000
National CLF 2000( % 778 222 22 09| esd4| 17g| 30| 12 eo| 200 o1 oo o8| 01 05| 041
905 - Attomey r# I 1049] 30| 519 29 290 451] 391 27 62 20 34 0 0 3 3 0 0
%[ 10000] 5052| 4948| 276| 276| 4299| 3727 257 691 191] 324 000 o000| o029 029 000 000
National CLF 2000(% 713 287 20| 12| es2] 239] 21 18] 14 12 ool o0o| 03] 02| o023 02
1301 - General Physical Science #| 2207| 1351] 868 68 52 1158] 840 67| 103 56 54 0 0 12 7 0 0
%[ 10000] 6121| 3879 263] 236| 5247| 2900] 304| 487 264] 245| o00| oo0o| os4| o032 o000] o000
National CLF 20004 656| 344 22 17| 464 229 1.7 14] 15656 80 0.0 0.0 02 0.1 05 03
Total #111309] 5563 6746) 280| 2%2] 4531) 3767] 403| 1346| 304 298 0 0 45 63 0 0
%| 100.00] 4919] 5081) 248) 249) 40.07) 3331) 356 1190 269 264] 000 000] 040] 047) 000] 000
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Repont Symbol. VP715A5

U.S. Environmental Protection Agency

Participation Rates for Major Occupations - Distribution by Race/Ethnicity and Sex
As of September 30, 2005

Nan-Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
. . Native American
Job Title / Series Agency Rate Total Employees H'sf:t?r:g or White ?B!?r;::a?\r Asian Hawaiian or | Indian or ng{:(r::;ore
Occupational CLF A g Other Pacifici Alaska
merican Islander Native

Ml Male Female| Male |Female| Male |Female| Male (Female| Male |Female| Male |Female| Male |Female| Male |Female
028 - Environmental Protection # 21 15 6 0 0 14 3 8 0 1 0 0 0 0 0 0 0
Specialist %[ 10000] 7143 2857 o000| ooo| sser| 2857 ooo| ooo| 476 o000| oool oo0ol ool o000l o000l o000
National CLF 2000 %, 758 241 18 09| s90| 208 17 11 22 1.0 0.0 0.0 08 0.3 03 02
301 - General Administrative # 16 19 o 0 0 s 4 2 2 0 g 2 o 4 0 0 2
- ' e %| 100.00| 6250| 3750} 000 000| 6000| 2500) 12560| 1250 o000] 000! 000| 000| o000l ocoo|l oo00| o000
National CLF 20003, 4341 566 47 53] 302| 397 49 79 27 25 01 0.1 0.4 06 0.3 0.4
343 - Management Analysis # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
242 - Manag alys %[ 10000 00010000 000| 000 000|10000| 000| 000| 000 000] ©0o0o| 000| o0a| 000| ooo| 000
National CLF 2000{%| 614 336 20 16| s25| 311 286 3.4 35 20 00 0.0 03 03 05 0.3
# 92 62 30 1 1 60 25 0 2 1 2 0 0 0 0 0 0

401 - Biologist
¥ %l 10000| 6739 3261 109 109 es22| 2717| ooo| 217 109| 217 ooo|l o0o| o000| oc00{ 0c0| 000
National CLF 2000{% 1 559 441 19 21| 473| 3Bo| 12| 18] 43 45 00| 00 06| 03 04 03
815 . E tal Enaineerin # 77 61 16 2 0 62 14 1 0 6 2 0 0 0 0 0 0

- [}
mvironmental ENGINEerNg o T uc 00| 7e22| 2078| 280| 000| 6763] 1818] 130| 000| 7.79| 260| 000| 000| 00a| o000| o000| 000
National CLF 2000{9% 78| 222 22 09] 654| 172 30 1.2 6.0 20 0.1 00 08 o1 05 0.1
05 - At # 4 1 3 0 0 1 1 0 1 0 1 0 0 0 0 0 0
- Attomey %[ 10000] 2500| 7500 000 000 2500] 2500 o00| 2500 000] 2500| 000| 000| o000| 000] 000] 000
National CLF 2000]%, 13| 287 2.0 12] 852| 239 2.1 19 14 12 0.0 00 03 02 03 0.2
# 56 42 14 0 2 36 10 2 2 4 0 [ 0 0 0 0 0
301 - al 8 ;

1301 - General Physical Science 1o im0 T 76 00| 26.00] 000| 357] 6429| 1796] 267| 367] 714] 000 o000| voo| 000] 0o0] ooo] o000
National CLF 2000 % 656{ 344 22| 17] 454 229 17] 14] 158] 80} 00| 00| 02| o4 05 03
T otal #| 267] 191 76 2 3l 1 51 3 7 12 5 0 0 0 0 0 0
ota %|10000| 7164| 2846 112] 112| e404| 2285| 187] 262| 449 137 o000 ooo| ooo| oo0o|] ooo| 000
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Repod Symbol VPT 1543

U.S. Environmental Protection Agency
New Hires by Type of Appointment - Distribution by RacefEthnicity and Sex
Froms Septeaber 30, 2004 To September 30, 2005

Total Wodhloice

RACE/CTHHICITY {Non - Hispasic of Lating)
Native American
Hispanic of Btack or Two or Rore
Total Ermployees . Hawallan or | tndian o1 R’
- P ¥ . . A &
Type of Appointment Latine White A,Nncian Bsizn o Tpiefid  Alzska ceos
BETICAN Islander Native
Al | Male [Female| Male [Ferunte | Male [Female]| Mafe |Femate| Male [fernats | Wale [Femate| Mats [femate| Male |femate
# (<33 s s oy i7 14 190 tia HY 77 23 =2 O [ ! 3 0 1)
Patrmanant - — - — - - — - - - - ~
LS 100 47258] S275] O] D4 M3TE M%) S22 1348] 40%] Iat Q0] 006 03] 08%] 00n| oM
£4% ¥ M 3 3 223 3 pa3 3 2 2 0 3 &) < 9 3
Temporary ® 45 »""jﬂl “\A- 1l‘ \f -\ ; IATY . ’c 0 i ‘7 4:1 “ i ': L
Sl 1ol 80 #63e) sl as| sosa] more] sy s8] | W] i) e oedl 03] ve| owm
L3 IR i) S84 553 ) 27 13 ks Ti 157 $4 4 (] ] H 7 [ 2
TOTA — .l
t % 100 EdA] A EC :—*-s‘f‘ 4y 3T 204 S0] 1AV6F 397 Y& C00) ed0y 0ep] QR OG0} D
CLF (2000) %l wal ol ez (3 as] monf a7 E £7 19 i 01 o1 0% (¥ 0z na
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Repaod Symbal: VP715A10

U.S. Environmental Protection Agency

Non-Competitive Promotions - Time in Grade - Distribution by Race/Ethnicity and Sex
As of September 30, 2005

Full/PanTime Permanant Waorkforce

RACE/ETHNICITY (Non - Hispanic or Latino)

. . Native American
Total Employees | iSPamicor Blackor | i Hawaiian or | Indian or | "0 0r More
e A rican fan Other Pacific| Alaska
merican Islander Native
All Male |Female | Male |Female| Male |Female| Male |Female| Male (Female| Hale |Female| Male |[Female | Male |Female
Total Employees Eligible for #| 1720 6941 1026 42 73 476 589 114 288 53 €8 0 0 9 3 07 0
Career Ladder Promaotions %] 100] 4035 5965] 244 424] 2767 3424] 663 1674] 308 395 000] 000] 052] 047 000] 000
Tinte in grade in excess of minimum__ | # 491 233 253 6 13 167 137 42 96 13 9 0 0 5 4 0 0
# 168 64 104 2 5 40 59 17 35 4 & 0 o] 1 0 0 0
1 .12 months ——— 0 - —
Y 100] 3810 €1.90 119 298] 2381 3512] 1012] 2083 238 298 0.00 0.00 0.£0 0.00 0.00 0.00
13 .24 months # 89 49 40 0 4 37 17 7 18 3 1 ] 0 2 Q 0 4]
) %[ 100] 5508 4494 o000 449] #1567 1910] 7s7| 2023] 337 142{ 000] 000] 226] 0.00] 000 000
# 234 120 114 4 4 90 61 12 42 € Q Q 2 4 Q Q
25 + months S - — 1 -
Y% 1007 51.28; 4872 1.71 171 3846 2607 769 1795 256 1.28 0,00 0.00 0.85 1.7 0.00 Q.00
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U.S. Environmental Protection Agency

Employee Recognition and Awards - Distribution by Race/Ethnicity and Sex
FultPanTmme Permansnt Warl farce

Repon Symbal WVRZ15A17

From Saptember 30, 2004 To September 10, 2005

Recogniton or Award
Program . # Awards
Given - Total Cash

Total Employeas

Hispanic or
Latino

RACE/ETHNICITY {Non . Hispanic or Latina)

Hatlve Anwrlican

. BMC“JO' Hawallan no | Indianor
White Afilcan Asian  louer Pacific]  Alasha
Amsiican fslandar Native

Two or More
Races

At | Male | Femare

male | temale

Maie | Femaie

Mate | Femaie

Mate | Femare

Mate |Femate

‘Male |f emale

Mate |Femaie

Time.Ofl Awards ) 18 Houts

Total Time. O JuTs 11£8 24 % 41 101y ) 1 LRI §25 100 ] o " o o u
Awiaeds 1-3 Mowre %, Vel §127) gzl il e nrn W77 307 i J0h ool 00 oM| oM oesdf 090
Tatsl Haue gy @14 tih) 401 B T468 7a7 oy 14 0 " 7 154 0 q
Aderage Hours 69 i L 64 62 i2 71 [ KR €5 [Lx\ Qo (33 L3 ou 0d
Time.Off Awaids - 94 Hours
Toral Tune- O | # MEA 1414 37 64 124 1401 B3 513 61 3 n " 1 i of 0
Aestds Thor @ Hours | 9, 43 Oy s 1 a0y L e Ry 5540 14 45 172 sxl om] o] Al & e 000
Totsd Hows SresT [ 191 RhY S K 2004 LICTES {4 1asd [ 0 i 147 0 i
Auir g Houre o7 245 49 48 a1 28 34 229 240 00 ao] 145 e Oy [
Cash Awards VU0 3500
Total Cash Awanjs # HEOH 4483 192 ) I8TE ki e 7 k3 a I 4z G o u
$ECD v Under c: 10000] 4445 tonl e 3ol 308 247 Teo| ove] eot] 4] o8] wedl ool
Tatal Arnount DVIETUR] 12T 44 47€ TEEEL] et @ Vo thde] 14004 i o
Avtays Apniunt Iy Pl DIET] M7 202 M) 00T L] DSR4 8] 0] 1Soe] 2714 DAY 00p w
Cash Awards - 3501+ ]
Tobal Lash Avgrds B e 24 LG 4753 3E 40y 1605 37 « s 4% 47 [0 u
$S01 and O o ) IR pes $ 0B w0 40t 1333 3 apc o] axxl 041 oen] fm
Total Amaynt feafdod o4 LROYETEN BT T [0 B VS 412124 n al Efund gz it 1l
Awprane Amound 14724 149 8] 13798 12412 12606)  o0p o[ ImATHIZS4] 0w 00
Uuality Step Increases (USIs)

. # pre K] 4z 14 L Zid NN 14 af K a u u [ K € t
Total 31, Y - s » T F— Yy T PV, PPN A - - — -

o {00 (0 44 13 885y 15 Y RIAY) 4730 AR 64 nas [T O (e [{11] G40 Xy [

Total Benefd SCAT IR Estol I I 2T B B (¥ ach BTN GNP wTn o 4 0 1SR i u
b aig Fensfd RVENTRE R Tl $RAT 4] Gadt x] 8206 0x 4l T Wi T Oang a0 08 14l
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‘RMJU,‘I Sj’ml'@‘ SRPISA

From September 30, 2004 To Septermber 30, 2005

U.S. Environmental Protection Agency
Separations by Type of Separation - Distribution by RacelEthnicky and Sex

FllPari Tune Permanenl Witkipice

‘1 RACE/ETHNICITY (Non (His‘panii‘ml Lallnw)A :
5 otal Ermilovess | THSPANIE Of fack atve | American . o ppore
! Type of Separations fotal Emplayses Lpﬁﬁ"ﬂ White %aﬂc;af:’ Asian rﬁﬁ:‘ﬁ i‘)?;?ﬁ; "2:?;;:' Races
American Istander Rative
Al | Maby [Femssle| Male |Female| Male [Female| Male |Female| bale [Teminle| Wule |Femgle| Muje {Fewnale] Male |Tenaly
Volntary A L T 1o« 33% ] WAl 1 Hlgp 1wy o 4 2 4 Ao
[ [ v dase] ] cas] 1wl 40si] nes] (s ns] rosf 24 aof ew| onf ox| oml em
#l wl oul e b ob el a4l ol 4 e 4l el el o w0
otmay 5| 1o S| #m sou| ovi| sww| oo iow| woe| ooel s cee| ew| aw| o] oos] ow
Total Separations ol IS N T N TR O IO~ L S ) O B ol ol 3 o0
AS— ol ol el S| i) 1wl sul w7l 977 e dxeg 261 o] el ox 0ul ool om
AN #| 17eis] ) ey 4| 4| edoe| | ora) oare] ste] el o] el el ol el
fotal Waikdarc e %l 10| 4iei] Bl 2| 27i| seed| erd| 4| Med| 29| 28] oo o] 37| 044 008 0o
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U.S. Environmental Protection Agency

Total Workforce - Distribution by Disability (OPM Form 256 Self-ldentification Codes)

Report Symbot VP715B1

From September 30, 2004 To September 30, 2005

Total Workforce

$:‘n”l:?gme"‘ Total by Disability Status Detail for Targeted Disabilities
ToTALl [05) [01] [08-54] [Targeted| (16, 17] [ (23, 25] [[28, 32-38]] (64-68] | (71-78) [82) (90] (91] (92]
No Nat  [Disability | Disability |Deafness|Blindness| Missing | Partial Total [Convulsive] Mental |MentalDistartion of
Dicability | Identified Limbs |Paralysis|Paralysis| Disorder |Retardation| lliness |Limb/Spine
TOTAL
09m0004 (118696 | 17568 204 934 198 28 30 10 43 12 31 13 26 5
%| 100 | 93.91 1.09 500 1.06 0.15 0.16 0.05 0.23 0.05 0.17 007 0.14 0.03
090005 |E 118481 | 17366 210 905 195 28 28 1 40 11 29 13 0 5
%| 100 | 93.97 1.14 480 1.08 0.15 0.15 006 0.22 0.06 0.16 0.07 0.16 0.03
Difference #1215 | 192 5 29 -3 0 -2 1 -3 -1 -2 a 4 0
Ratio Change | ¢ 006 0.05 -0.10 0.00 0.00 -0.01 0.01 -0.01 0.00 -0.01 0.00 0.02 0.00
Nel Change [ | 115 | -1.09 2.94 -3.10 -1.52 0.00 -6.67 10.00 -5.98 -8.33 -6.45 0.00 15.38 0.00
Federal High | % 297
PERMANENT
# 117649 | 18555 195 898 194 27 29 10 43 12 31 13 24 5
0973072004 =0 T o380 1.11 5.09 1.10 015 0.16 0.08 0.24 0.07 0.18 007 0.14 0.03
# | 17865 | 16585 202 878 193 28 28 10 40 11 29 13 29 5
0973072005 710G | 93,80 1.14 4.97 1.09 0.16 0.16 0.06 023 006 0.16 0.07 0.16 0.03
Difference #] 16 30 6 .20 -1 1 -1 0 -3 -1 -2 i 5 a
Ratio Change | 5 0.09 0.03 -0.12 -0.01 0.01 0.00 0.00 -0.01 0.01 0.02 0.00 002 0.00
Net Change |9 | 0.03 | 0.18 3.06 -2.23 0.52 3.70 -3.45 0.00 -6 98 -8.33 B 45 0.00 20.83 0.00
TEMPORARY
#1047 | 1003 g 36 4 1 1 D 0 0 0 0 2 0
0973072004 7 750 | 95 a0 0.76 344 0.38 010 0.10 0.00 0.00 000 000 000 0.19 0.00
. 816 781 8 27 2 0 0 1 0 0 0 0 1 0
0973072005 1o 50 | 95 77 0.98 331 0.25 0.00 0.00 0.12 0.00 000 0.00 0.00 0.12 0 00
Difference # | 23 222 0 -9 -2 -1 -1 1 0 0 0 0 -1 0
Ratio Change | 9 -0.09 022 0.13 -0.13 -0.10 -010 012 0.00 0.00 0.00 .00 -0.07 0 00
Net Change [e|.2206 -2213 | 000 | -2500 | -50.00 [-10000 | -10000 [ 0.00 0.00 00D 000 000 -50.00| 000
NON-APPROPRIATED
_ #| 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0973072004 o5 ag 000 000 000 000 0.00 000 0.00 000 000 0.00 000 0 00 0o
0 0 0 0 0 0 0 0 0 0 0 Q 0 0
0973072005 15 g 0.00 0.00 0.00 000 0.00 0 00 000 0.00 0.00 0.00 000 000 0.00
Difference #| 0 0 0 0 0 0 0 0 0 0 0 0 0 Q
Ratio Change | 9 00D 0.00 0 00 0 00 0.00 0.00 0.00 000 000 000 0.00 000 000
Net Change [% | 000 [ 000 0.00 0.00 000 000 0.00 0oo oo 0.00 0.00 0o 000 0.00
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Total Workforce by Component - Distribution by Disability (OPM Form 256 Self-ldentification Codes)

Report Symbol- VP715B2

U.S. Environmental Protection Agency

As of September 30, 2005

Ful/PanTime Permanent Workforce

Total by Disability Status Detail for Targeted Disabilities
Component ToTAl| (9] 1) [6-94] | Targeted | (15, 17] | [23,25] | (s, 32-38]] (ed-68] | [1-78] | (2] (90} 1) 92]
o Not Disahility | Disability | Deafness |Blindnass | Missing Partial Total | Convulsive | Merta! Mental | Distortion of
Disalility | |dentified Limbs Paralysis | Paralysis | Disorder |Retardation| liness | Umb/Spine
Total Work Force #] 17665 | 16685 | 202 878 193 78 28 10 40 11 29 13 29 5]
e o %] 100 | 9389 | 114 497 103 | 016 | 096 | 0.06 | 023 | 0.06 | 0.6 007 | 016 | 003
Federal High % 2.27
U #] 527 | 432 5 30 5 1 o[ 1 0 0 2 1 1 0
! %| 100 | 93.36 | 095 | 569 114 | 012 | 000 | 019 | 000 | 0.00 | 038 0.19 | 019 | 0.00
ASSISTArT Adamimastrator 1or # 913 BEG 7 40 4 1 0 0 1 0 1 0 0 1
Enforcement & Compl , - - - , — ———
IeEmen S OMPINTe o T on | 94.85 | 0.7 | 438 | 044 | 011 | 000 | 000 | 011 | 000 | 011 | 000 | 000 | 001
Ofice of General Counsel #| 202 190 —= 3 J = 0 = D +— D 0 g g g 0 g 0 - g
i %| 100 | 94.06 | 149 446 | 000 | 000 | 000 | 00O | 000 | 000 | 0.00 000 | 000 | 0.00
oo of tevoder Goreral 1 HL282 319 9 24 | 5 | 0 | @ 1 3 0 1| o0 0 0
® O Inspecior Gen %| 100 | 9063 | 256 | 682 142 | 000 | 000 | 028 | 085 | 000 | 028 | 000 | 000 | 0.00
Assistant Admiristrator far # 79 75 0 ] 4 ] 1 Uﬁ 1 0 ] 0 ] 0 0 D ] 0 0 | 1 _
Internatonal Activities %| 100 | 9494 | 000 | 505 127 | 000 | 000 | ooo | 000 | 0.00 | 0.00 000 | 000 [ 001
o |#] 353 [ 331 4 18 B 0 01 1 2 0 1] @ 2 0
Office of the Chief Financiel Officer o o0 T 9377 | 143 | 510 | 170 | 000 | 000 | 028 | 057 | 000 | 028 | om0 | 057 | 000
, - 415 | 382 4 29 6 2 2 0 0 0 0 1 1 0
Cfice of Environmertal Information o o506 | 096 | 699 | 145 | 048 | 048 | 000 | 000 ] 0.00 | 000 | 024 | D24 | o00.
O @Y [ (=) (o) @ (e
, #] 761 | 702 10 49 9 D 1 D 1 D 2 5 0 0
Administration & Resoure : L - S — - £ > LI
mInSIEen % RESOWES  Tol 4o | 9225 | 131 | 644 | 118 | 000 | 043 | 000 | 013 | 0.00 | 026 | 066 | 0.00 | 0.00
, N 656 | 619 5 32 10 3 1 1 0 0 2 0 3 0
Assistart Administrator for Water 1o T on 15035 | 075 | 488 | 152 | 046 | 045 | 045 | 000 | 000 | 030 | 000 | 046 | 000
Assistart Administrator for Solid | #| 623 582 3 38 9 1 1 ) ] 1 ] 1 1 1 _ ] 3 0 _ 71 0
Waste & Emergercy Response [%| 100 | 93.42 | 0.48 610 | 144 | 016 | 0.16 | 046 | 016 | 0.16 | 048 | 000 | 0.16 | 00O
Assistant Administratar for Ar & | #] 1283 | 1212 19 58 10| 0 1 0 5 2 0 2 0 0
Rathation %] 100 | 9403 | 147 4,50 D78 | 000 | 008 | 00D | 033 | 048 | 0.00 0.16 | 000 | 000
ALt AL Insrator Tar -
: m (%] 1301 | 1216 19 67 14 4 1 0 B 0 1 1 1 0
Prevention, Pesficides & Toxic - N —— —— . S — _
T %] 100 | 93.39 | 1.46 515 108 | 031 | 008 | 000 | 046 | GO0 | 008 0.08 | 008 | 000
Assistart Administrator for #| 1862 | 1763 | 35 74 14 1 2 1 4 0 3 1 2 0
Research & Development %] 100 | 94.15 1.88 3.97 0.75 0.05 0.11 005 0.21 0.00 0.16 005 [ o011 | poo
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Total Workforce by Component - Distribution by Disability (OPM Form 256 Self-Identification Codes)

Report Symbol. VP715B2 As of September 30, 2005

U.S. Environmental Protection Agency

Full/PartTime Permanent Workforce

Total by Disability Status

Detail for Targeted Disabilities

Component TOTAL| [08] 1] [06-94) | Targeted | [16,17] | [23,25] | (28, 32-38]] [64-68] | [71-78) (82) [90] [91] [92)
No Nat Disability | Disability | Deafness | Blindness | Missing Partial Total |Convulsive| Mental | Mental | Distortion of
Dizability | Idertified Umbs | Paralysis | Paralysis | Disorder |Retardaion| liness | Limb/Spine

Region 1 Boston #| 673 643 10 20 3 0 1 0 0 0 2 0 0 0
%] 100 | 95.54 1.49 2.97 0.45 0.00 D.15 0.00 0.00 0.00 0.30 0.00 0.00 0.00

#| B899 851 2 46 12 5] 4 0 1 0 0 0 1 0
Reglon 2 New York %| 100 | 9466 | 0.22 | 512 | 133 | 067 | D44 | 000 | 011 | DOD | 000 | 000 | 011 | 000

Region 2 Philadelphia #| 912 871 B 35 8 1 1 0 1 0 1 0 4 0
%] 100 | 95.50 0.66 3.84 0.88 0.11 0.11 0.00 0.1 0.00 0-11 0 00 0.44 0.00

Region 4 Atlarta #] 1090 | 1027 8 55 13 1 2 1 3 1 2 0 2 1
Y% 100 | 94.22 0.73 505 1.19 0.09 0.18 0.09 0.28 0.09 0.18 000 | 018 0.01

Region 5 Chicago #] 1293 | 1213 11 63 25 0 5 1 5 3 4 1 4 2
%t 100 | 93.81 0.85 5.34 193 0.00 0.33 0.08 0.39 0.23 0.31 (.08 0.31 0.01

Region 6 Dallas #1 B56 783 13 60 8 1 2 0 1 1 2 0 1 0
%j 100 | 91.47 1.52 7.01 0.93 0.12 0.23 0.00 0.12 0.12 0.23 0.00 g.12 0.00

Region 7 Kansas Gty #| 557 513 3 38 14 5 0 0 4 2 1 1 1 0
%) 100 { 92.10 1.08 65.82 2.51 030 0.00 (.00 Q.72 036 0.18 0.18 0.18 0.00

Regjon 8 Denver #( 601 556 7 33 8 0 1 1 a a 1 a 5 Q
%| 100 | 92.51 1.16 6.32 1.33 0.00 0.17 0.17 0.00 0.00 0.17 0.00 0.83 0.00

Region § San Francisco #{ 835 799 8 28 5 1 2 1 1 0 0 0 0 a
%| 100 | 95.63 0.96 3.35 0.60 0.12 0.24 0.12 0.12 0.00 0.00 0.00 0.00 0.00

Region 10 eatlle #| 616 591 8 17 3 0 1 0 1 1 0 0 0 0
%| 100 [ 95.94 1.30 2.76 0 49 0.00 0.16 0.00 0.16 0.16 0.00 0.00 0.00 0.00
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Report Symbol VP71563-1

U.S. Environmental Protection Agency

Occupational Categories - Distribution by Disability

As of September 30, 2005

Full/PartTime Permanent Workforce

r Total by Disability Status Detail for Targeted Disabilities
Occupational Category |TOTAL| [05] [01) [06-94] | Targeted | [16,17] | [23,25] |[28,32-38]| [64-68] | [71-7%] (82] [90] (9] [92]
No Nat Disability | Disability | Deatriess | Bindness | Missing Partial Total Convulsive | Mental Mental | Distortion of
Disability | Identified Limhs | Paralysis | Paralysis | Disorder |Retardation| liness | Uimh/Spine
1. Officials and Managers
- Executive/Seniar Level # 1339 1268 14 57 5 0 1 0 1 1 1 0 1 0
(Grades 15 and Above) % | 100 94.70 1.05 4.26 0.37 0.00 0.07 000 007 0.07 007 0.00 007 0.00
. Mid-Level (Grades 13 - | #| 554 541 4 9 1 0 0 0 1 0 0 0 0 0
14) % | 100 97 .65 0.72 1.62 0.18 0.00 0.00 0.00 0.18 0.00 0.00 0.00 0.00 0.00
- First-Level (Grades 12 # 1 1 0 aQ 0 0 0 G 0 0 Q 0 0 0
and Below) %1 100 10000 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
- Other Officials and # | 3066 2867 40 159 29 3 3 1 7 3 5 0 4 3
Managers % | 100 93.51 1.30 519 0.95 0.10 0.10 0.03 0.23 0.10 0.16 0.00 013 0.10
Officials and Managers- | # | 4960 4677 58 225 35 3 4 1 9 4 6 0 5 3
TOTAL % | 100 94.29 1.17 454 | 0.71 0.068 0.08 0.02 0.18 0.08 0.12 0.00 0.10 0.06
2 Professionals # | 11030 | 10402 123 505 101 18 14 7 23 7 17 1 12 2
’ % | 100 94 .31 1.12 4 58 0.92 0.18 0.13 0.06 0.21 0.06 015 0.01 0.1 0.02
3 Technicians # | 235 207‘ 5 23 7 2 1 0 1 a 0 0 3 0
) % | 100 88.09 213 9.79 2.98 0.85 0.43 0.00 0.43 0.00 0.00 0.00 1.28. 0.00
5. Administrative #| 1172 1040 14 118 50 5 9 2 7 0 6 12 9 0
Support Workers % | 100 8874 | 1.19 10.07 427 | 043 | 077 0.17 060 | 000 0.51 1.02 077 | 000
6. Craft Workers # g 7 1 0 o ) 0 0_ 0 0 a 0 0 D 0
% | 100 87.50 12.50 0.00 0.00 0.00 000 0.00 0.00 0.00 0.00 0.00 0.00 0.00
. # 2 2 0 0 0 0 0 0] 0 0 0 0 0 0
7. Operatives %| 100 | 100.00 | 0.00 | 0.00 | 000 | 000 | 000 | 000 | 000 | 0.00 | 000 | 000 | 0.00 | 000
8. Labhorers and Helpers # 1 ! 0 0 0 0 0 D, 0 0 0 0 0 0
) % | 100 100.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 000" | 000 | 000 g.0o0 | -0.00
9. Service Workers # | 267 249 1 7 0 0 0 o 0 ,,,D G o _ 0 _ 0
) % | 100 96.89 0.39 272 0.00 0.00 0.00 0.00 0.00 0.00 0.00. 000 | 0.00 -0.00
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Report Symbol: VP715B3-2

U.S. Environmental Protection Agency

Occupational Categories - Distribution by Disability

As of September 30, 2005

Full/fPantTime Permanent Workfarce

Total by Disability Status Detail for Targeted Disabilities
Occupational Category TOTAL (05) (61) [06-94] | Targeted | [16,17]) [ [23,25] | [28, 32-38]| [64-68] | [71-78] [82) [90] [o1] (92]
No Mot Disability | Disability | Deatness [ Blindness | Missing Partial Total | Convulsive | Mental Mertal | Distortion of
Disability | idertified Limbs Paralysis | Paralysis | Disorder |Retardation| liness | Umb/Spine
1. Officials and Managers j
. Executive/Senior Level # 1339 1268 14 57 5 0 1 0 1 1 1 0 1 0
(Grades 15 and Above) % | 7.58 7.65 6.93 5.48 2.59 0.00 3.57 0.00 2.50 5.09 3.45 0.00 3.45 0.00
- Mid-Level (Grades 13 - # 554 541 4 9 1 0 0 0 1 0 0 0 0 0
14) % 3.14 3.26 1.88 1.03 0.52 0.00 0.00 0.00 2.50 0.00 0.00 0.00 0.00 0.00
- First-Level (Grades 12 # 1 ! 0 0 a 0 ] 0 0 0 0 0 0 1]
and Below) % | 0.01 0.01 000 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
. Other Officials and # | 3066 2867 40 169 29 3 3 1 7 3 5 0 4 3
Managers % | 17.36 17.29 19.80 18 11 16.03 10.71 10.71 10.00 17,60 | 27.27 17.24 0.00 13.79 60.00
Officials and Managers - | # | 4960 4677 58 225 35 3 4 1 9 4 6 0 ) 3
TOTAL % | 2808 28.20 28.71 2663 18.13 10.71 14.29 10.00 2280 | 36.36 20.69 0.00 17.24 60.00
2. Professionals # 1 11030 | 10402 123 505 101 18 14 7 23 7 17 1 12 2
% | B2.44 62.72 6089 | 57562 | 5233 | B4.29 | 50.00 70.00 750 | 6364 58.62 7.69 41.38 40.00
3. Technicians # 235 207 5 23 7 2 1 0 1 0 0 ] 3 0
% | 1.33 1.25 2.48 2.62 3.63 7.14 357 0.00 2.580 0.00 0.00 0.00 10.34 0.00
5. Adminis trative #1172 1040 14 118 50 5 9 2 7 0 4] 12 9 0
Support Workers % | B.B3 6.27 6.93 13.44 | 25 91 17.86 | 32.14 20.00 17.50 0.00 20.69 92 .31 31.03 0.00
# B 7 1 0 ] 0 0 0 0 0 0 0 0 0
6. Craft Workers % | 006 | 004 | 050 | 00D | 000 | OOD | 000 | DOO | 000 | 0.00 | 000 000 | 000 | 000
7. Operatives # 2 2 0 0 0 0 0 D 0 0 0 0 u 0
Y% | 0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
8. Laborers and Helpers ¥ 1 ! 0 = 0 0 0 0 0 0 0 0 0 U
% | 0.01 0.01 000 0.00 0.00 0.00 0.00 0.00 0.00 000 0.00 0.00 0.00 0.00
9 Service Workers # 267 249 1 7 0 g] 0 0 0 0 0 o] 0 0
% | 1.45 1.50 0.50 0.80 0.00 0.00 000 0.00 0.00 0.00 0.00 000 0.00 0.00
Total Work Force % 100 100 100 100 100 100 100 100 100 100 100 100 100 100

NOTE Percentages compute down columns and NOT across
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U.8. Environmental Protection Agency

Participation Rates for General Schedule (GS) Grades by Disability

Report Symbol: VP715B4-1L

As of September 30, 2005

Full/PartTime Permanent Workforce

N _ Total by Disability Status Detall for Targeted Disabilities
CS/GM SES and o0 FTmE [ 01) ] 0694 [Targeted| 116, 177] 23, 251 |28, 32-98] B468] | 71781 B2 B0) Bl ]
Related Grade No | Not |Disability|Disabiity|Deafness| Blindness| Missing | Partial | Total |Conwisive| Mertal |Mental | Distortion of
Disabilty {ldentified Limbs |Paralysis|Paralysis| Disorder |Retardation| liness | mb/Spine
65 o1 # 3 3 0 ) 0 0 ) 0 ) 0 0 0 0 0
%| 1o0[ 100.00] o000] 000| 000] 000] 000] 000] 000] 0.00 0.00 0.00| 000 0.00
55 03 #] 14 14 0 ) 0 0 0 0 0 0 0 0 ) 0
%] 100]10000] 000] 000] 000] 000] 000 000 000] 000 0.00 0.00] 0.00 0.00
65 03 N 29 0 2 1 0 0 0 0 0 0 1 ) 0
- %| 100| 9355| 000| 645 323 000] 000] 000] 000] 000 ) 353 000 .00
65 04 # or 76 4 17 R 1 1 1 1 0 ) 3 1 )
%| 100| 7835| 412| 1753| 1124| 1.03] 1.03] 103] 103] 000 0.00 619] 103 0.00
65 05 #| 105 7ol 1 25 13 > 5 0 2 0 1 1 > 0
%[ 100| 7524 095 23.81| 1238 1.90] 476] 000] 190 0.00 0.95 095 1.90 0.00
5 06 2| 75 63 1 "l s 1] 0 0 0 0 0 3 4 0
%| 100 8400| 1233 1467 1067 133] 000] 0.00] 000] 0600 0.00 100| 533 0.00
45 o7 #| ss7| s 7 52 17 3 1 0 4 0 2 1 3 0
%] 100] $595] 119] 888] 290| 051 017|600 063] 0.00 034 017] 1.02 0.00
45 03 #[ so2|  ors 3 21 6 0 1 0 ° 0 3 0 0 0
%| 100] 9205 099 695 199 000] 033] 000] 066 000 0.99 0.00] 0.00 0.00
45 09 #| esz] 621 6 41 7 1 S 1 0 0 ) 1 0
%[ 100] 9296 090| 614] 105| 015 046] 04§] 015] 000 0.00 000 015 0.00
55 10 #] 112[ 100 4 3 2 1 0 0 0 0 0 0 1 0
%[ 100] 8929 357| 714 179] 039 000] 000] 000] 000 0.00 0.00| 089 0.00
65 11 #| 777 718 9 52 13 2 3 0 4 1 1 0 2 0
%[ 100] 9215 116| 689 167] 026 039 000] 051] 043 613 0.00] 026 0.00
65 12 #| 2a48] 2260 S 46 12 6 1 10 3 8 1 3] 2
%| 100] 9232 123| 645 188| 049] 026] . 004| 041 042 033 004] 012] 008
G9IGM 13 #| 6736 6420 74| 292 47 5 6 8 9 4 9 0 2
%[ 100] 9461 109] 430 069 007] 009 008] 013] 006 013 0.00] 010 001
GS/GM 14 #| 2052] 2816 35 101 14 0 1 1 4 > 3 0 M 2
%] 100] 9539 1419] 342] 047] 000] 002] 003 014] 007 010 0.00] 0.03 0.07
GG 15 #| 2246 2140 20 86 7 0 | 0 2 1 > 0 1 0
%] 100] 9508 089] 383] 031] 000] 004] 000] 009 004 009 0.00] 0.04 0.00
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U.S. Environmental Protection Agency
Participation Rates for General Schedule {(GS) Grades by Disability

Report Syrmbol: VP715B4-10L As of September 30, 2005 Full/PartTime Fermanent VWorkforce
Total by Disability Status Detail for Targeted Disabilities
GS5/GM SES and
Related Grad TOTAL B9 1) 06-34] [Targeted] [16, 17}] [23, 25} |28, 32-38) 6463) | [71-78] B2} 30} @1} @2
clate rade Mo Nat Disability [ Disability [Deafmess| Blindness | Missing Partial Total | Conwulsive Mentsl! Mertal | Distortion of
Disability | ldentifie d Limbs [Paralysis|Paralysis| Disorder |Retardation] liiness | Limb/Spine

Senior Executive # 283 273 4 11 1 8] o] ] 1 0 [8] o] o] Q
Service Yo 100 9478 1.39 3.82 0.35 0.00 0.00 0.00 0.35 .00 0.00 Q.00 0.00 0.00
Total # 17491 16418 198 877 193 28 2% 10 40 11 29 13 29 5
Yo 100 33 .85 1.13 5.01 110 0.18 016 0.08 0.23 0.06 Q17 0.07 017 0.03

8L
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U.S. Environmental Protection Agency
Participation Rates for General Schedule (GS) Grades by Disability

Report Symbol: WVP715B4-2L As of September 30, 2005 Full/PartTime Permanent Workforce
o _ Total by Disability Status Detail for Targeted Disahbilities
GS/GM SES and L 1. 05 01] | 0694 [Tergeted| 016, 177 @23, 25) |28, 32-38] B468] | 71781 | B2 @0) 81 92)
Related Grade No Not  |Disability |Disability [Deafness| Blindness| Missing | Partial | Total | Conwulsive| Mental |Mental | Distortion of
Disability |identified Limbs |Paralysis|Paralysis| Disorder |Retardation| liness | Limh/Spine
r G5 o1 # 3 3] o 0 0 of | 0 0 0 ol o 0 0 0
%| 002] 002] oo00] 000 000 000 0.00 0.00] 000 0.00 0.00 0.00] 0.00 0.00
a5 05 # 14 14 0 0 ol o 0 0 0 0 ) o ) )
< %] o0o0g| o003] o0o00] o000 o000 000 0.00 000] 000] 000 0.00 0.00] 0.00 0.00
G5 03 # 31 29 o > 1 of o ) ) 0 ) 1 ) )
i %] 01%| 01%] 000| 023] 062] 000 000 000 000] 000 0.00 769| 000 000
55 o4 # 97 76 4 17 11 1 1 1 E B B 3 1 0
%| 055] 046 202| 194 670 367 357] 1000 260] 000 0.00 4615 345 0.00
G5 05 #| 108 79 1 25 13 > 5 0 2 0 1 1 2 0
%| 0e0] o04%] 051| 235 674 714| 17.36 000] 500] 000 345 769 630 0.00
58 08 # 75 63 1 11 8 1 0 B o] © 0 3 4 O
°%| 043] o038 081] 125 415] 367 000 000  0.00] 000 0.00 23.08] 1379 0.00
G5 07 #| 587 628 7 s2) A7 2] 1] 0 4 o] 2] 1 6 o
%] 336 322 364] 593 8| 1079 357 ooc] 1000 0.00 6.90 7651 20.69 0.00
65 03 #| 302 °7% 3] 2 6 of 1 o 2 ) 3 0 ) )
S| 1.72] 169] 162 233 3311] o0.00 357 000 600] 000 10.34 000| 000 0.00
G 09 #| o83 621 6] a1 7] 1 3| 1] 1 0 0 o 1 o
°%| 382| 378| 303 468 363| 357 1071] 1000] 280] 000 0.00] 0.00| 345| 0.00 |
55 10 #| 112 100 4 8 2 1 o 0 ) ol 0 O 1 ] )
% | 064] 081] 20z o091 1.04] 357] -ooof ~ ©.00] 000f o0 0.00 0eo| 345 - Oo0
G5 11 #| 777 716 9 52 13 2 3 o 4 1 1l o 2| 0
°%| 444| a436| 455| 6593 674 714| 1071  000| 1000] 903 345  000| 690|000
Gs 12 #| 24430 2260 30 158 46 12 6| 1] 10 <1 I ) I Y
%|14.00] 13.77] 1515| 1202 23.83| 4286] 2143] 10.00| 2600| 2727| 2758 = 7.689] 1024 40,00
GS/GM 13 #1 6736| €420 74 292 47 5 6] 6] 9 4 ) 0 7l 1
%{ 3%280] 3911| 37.37| 3330] 2435] 1786 2143| e000| 2250 3636 . 3103 ool 24l1a] - 2000,
GS/GM 14 #] 2952| 2816] 36 101 14 o] 1 1 4] 2] 3 ol 1] 2
ol 1688] 1716] 1768] 11562] 7.25] 000 367] 1000] 1000| 1848| 1034 oo0] 3451 a000
G5/GM 15 #| 2246 2140 20 86 7 0 1 0 2 1 2] o] 1] )
% | 12.84] 13.04] 1010 931 3.63] 000 3.57 0.00] 5.00] s.09] 690 ooo| 345 ~0.00
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Report Symbol: WVP71584-21

U.S. Environmental Protection Agency

Participation Rates for General Schedule (GS) Grades by Disability
As of September 30, 2005

Full/PantTime Permanent Workforce

Total by Disability Status

Detail far Targeted Disabilities

GS/ =
CElEm SESand hora @B 01] | D631 [Tergeted| 16, 171] (23, 251 |28, 32381 (468 | (11781 | _ B2 ©0) &) B2
a Na Nat Disability | Disability [Deafness{ Blindness | Missing Patial Total Convulsive henta | Mental | Distortion of

Disabilty [ ldentifis d Lirmb s Paralysis|[Paralysis| Disorder |Retardaton| lliness | Limb/Spine

Senior Execubve # 2388 273 4 11 1 [s] [s] [] 1 Q © ] o] o]
Service % 1.65 1.68 2.02 1.26 0.52 Q.00 0.00 0.00Q 250 Q.00 0.00 egele] .00 0.00
Total #H# | 17491 16416 198 877 193 28 28 10 40 B 11 23 13 29 &
Yo 100 93.856 1.13 5.01 1.10 0.16 0.16 0.06 0.23 0.06 017 Q.07 017 0.03

Page 2 of 2




(8

U.S. Environmental Protection Agency

Participation Rates for General Schedule (GS) Grades by Disability

Report Symbol VR71584-2L

As of September 30, 2005

Temporary Workforce

Total by Disability Status Detail for Targeted Disabilities
GS/GM SES and Lo T 55 O1] | M6-94] [Targeted| [16, 171] [23, 25] |26, 32-38] B468] | (178] | 2] [90] ] [B1] (321

Related Grade H tdo Mot |Disability {Disability |Deafmass| Blindness| Missing | Partial Total | Comalsivel blertal Mental | Distortio re of

Disability |ldentifie d Limbs |Paralysis|Paralysis| Disorder |Retardaton| liness | Limb/Spine

as o1 # 13 13 0 0 0 9] 0 _ 0 ol 6] 0 0 0 0
Yo| &30 6.26 0.00 0.00 0.00 0.00 ©0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00

S8 02 # 11 11 ! o] 0 0o 0 0 0 0 Q 0 0 0 0
Yol 491 5.29 0.00 0.00 0.00 0.00 Q.00 0.00 0.00 Q.00 _0.00 Q.00( 0.00 Q.00

as 02 # 22 ] 22 0 Q O 0 OV ] ¢ 0 ] 0 0 0 0 0
%] 982 1058 0.00 Q.00 0.00 0.00 0.00 0.00 Q.00 0.00 0.00 000| 000 0.00

GS 04 # 45 {}3 ] O 2 0 0 O ] 0 ] 0 0 ] 0 0 0 6]
Y| 2009 2067 Qo0 1429 0.00 0.00 0.00 0.00 -0.00 Q.00 0.00 Q00| 0.00 0.00.

GS 05 # 12 " __0 1 O 0 ) 70 _ 0 0 0 Q 0 0 Q
% | 538 5.29 D.00 7.4 Q.00 0.00 0.Q0 0.00 000 0.00 0.00 000 060 .00

P it 14 13 0 1 0 0 0 0 o] 0 0 0 0 0
68 07 % 625] 626)] cod] 714] 000] 000]  0.00 006]  000] 000 0.00 000 0.00 0.00
a5 09 # 14 ‘l 3 _ 0 1 0 0 0 Q o] 0 0 0 0 0
Y%| 525 6260 000 714 o00l 000 000 0.00{ 000 000 0.00] Q01 0.00] Q.00

as 11 # 717 13 0 4 9 0 70: o 0 770 0 0 ] 0 0
W] 759 6.25 Q.00 2857 0.00 000 . 000 0.00f 0.00 Q.00 0.00]. 0.00] 0.00 0.Q0

G5 12 # 63 62 1 5 1 0 0 0 0 0 ¢ G I ]
Yo 30.36] 29.81| 5000 3671]100.00 0.00 0.00 © 000 0.00 0.00 0.00 0.00] 100.0 Q.00

9]
GSIGM 132 # 6 5 1 0 ] Q ] 0 0 7 0 of i 0 0 07 ] 0» O
% | 268 2.40[ 50.00 0.00 0.00 0.00 0.00 0.00 Q.00 0.00 0.00 0.00[ - 0.00] Q.00
GS/GM 14 # ‘I 1 0 Q /0”””07 7”0 ‘O 0 ] O ] OO 0 0
Yo| 0.45 048 0.00 0.00 0.00 Q.00 0.00. 0:00 0.00 0.00 (-~ 0.00 0.00F 0.00f - 0.007
GSIGH 15 # 1 1 0 0 [e] 0 0 707 Q 7»0 ] O‘ 7 70‘ _ 0 - 07
Y% | 045 0.48 0.00 0.00 0.00 0.00) 0.00 0.00 0.00 Qoo - 0.00( -Q.00] ~6.00} 0.00;
Total # 224 2087 72 14 1 O ;7_0 0 0 ] 0 N 07 _ q ] 1 0
Yo 100| 9286 0.89 625 0.45 0.00 0.00 Q.00  0.00 Q.00 Q.00 0.00] - 0.45 - 0.00
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U.S. Environmental Protection Agency

Participation Rates for Wage Grades (WG) by Disability

Report Symbol VP715B5- 1AL

As of September 30, 2005

Full/PanTime Permanent Workforce

Total by Disability Status

Detail for Targeted Disabilities

WG and Related \ora 08 | @0 | 0694 [Teracted| 6, 171] 03 251 26, 3238] 468 | Gi81]  ©2 | B0 [ @1 | 2

MNo Not  (Disability |Disahility |Deafness| Blindness | Missing | Partial Total | Conwulsive! Mental |Mental | Distortion of

Diszbilty | Identifie d Limbs |Paralysis|Paralysis| Disorder |Retardaton| liness | Limb/Spine

WG 03 # 2 2 0 0 0 0 0 0 0 0 0 0 0 0
%|  100] 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00

WG 05 # 2 2 o] s} 0 0 0 [s] 0 0 0 0 0 0
Y| 100] 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00

WG 08 # 1 1 0 0 0 0 0 0 0 0 o] 4] 0 o]
Y%l 100] 100.00 0.00 0.00 0.00 0.00 0.00 0.00 000 0.00 0.00 00| 0.00 0.00

WG 09 # 2 2 Q 0 Q 0 0 0 s} 8] 0 o} s} ¢}
Y%l 100l 10000 0.00 0.00 0.00 .00 0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00

WG 10 # 1 1 0 o o 0 Q Q 0 Q 0 0 0 0
% 100{ 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 000! 0.00 0.00

WG 11 h?‘aﬁ_ 2 2 0 0 0 0 0 0 0 0 0 0 0 0
Y% 100] 100.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00

Total # 10 10 0 0 0 0 6] 0 0 o] 0 6] 0 0
% 100 100 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00
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U.S. Environmental Protection Agency

Participation Rates for Wage Grades (WG) by Disability
As of September 30, 2005

Report Symbol: VP715B85-1AL

Temporary VWorkforce

o Total by Disability Status Detail for Targeted Disabilities
VWG ingldﬁe'ated ToTal 4] O1] | D&6-94) [Targeted| 16, 171 23, 25] |28, 32-38] [B468) [ Z1-78) B2] [B0] @1} [H2)

Grade s No Mot Disability  Disability |Deafm ess| Blindrmess | Missing Partial Total Convulsive hMental Mertal | Distortion of
Disability [ldentifie d Urnbs |Paralysis|Paralysiz| Disorder |PRetardstion] lliness | Limb/Spine

WG o1 ## 1 1 0 o] 0 o] o] Q ] o] [¢] o] o] o]

Yo 10Q] 100.00 Q.00 0.00 Q.09 0.00 0.00 Q00 0.00 Q.00 0.00 Qo0 Q.00 0,00

Total # 1 1 o] o] 0 O o ] O ] 0 Q 8] o]

| B 100 100 0.00 0.00 0.00 0.00 G.00 .00 Q.00 0.00 Q.00 Q.00 0.00 0.00
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U.S. Environmental Protection Agency
Participation Rates for Wage Grades (WL) by Disability

Report Symbol. VP715B5-1BL As of September 30, 2005 Full/PartTime Permanent Workforce
WL and Rel Total by Disability Status Detail for Targeted Disabilities

e e ated  roral mal [01] | M694] [Targeted| (16, 171 [23. 25] |28, 32-38]] BA6E] | (71-78] B21 ©0] Bl | B2

facdes Mo Not Disabilty |Disabilty |Deatn ess| Blindness] Missing Partial Total Convulsive Mental Mental | Distortion of

Disability |ldentfie d Umbs [Paralysis|Paralysis| Disorder [Retardation| liness | Umb/Spine

WL 14 # 1 1 QO 8] 0 8] 0 8} Q o] Q o] 0 Q

Y 10601 100.00 Q.00 Q.00 Q.00 Q.00 0.00 0.00 Q.00 Q.00 0 .00 0.00| 0.00 0.00

Total a 1 1 0 0 0 a 0 Q 0 0 ) 0 0 0

Y 100 100 Q.00 0.00 0.00 0.00 Q.00 0.00 Q.00 Q.00 0.00 0.00 0.Q0 Q.00

Fage 1 of 1
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Report Symbol: WP715B5-2AL

Uu.S. Environmental Protection Agency
Participation Rates for Wage Grades (WG) by Disability

As of September 30, 2005

Full/PartTime Permanent Workforce

Total by Disability Status

Detail for Targeted Disabilities

WG and Related |0, T8 ] D11 | 06941 [Tarssted| [16, 171| (23, 251 |28, 3238] BA68] | 71781 | B2 0] BN B2
Grades No Not  |Disability |Disability [Deamess| Bindness| Missing | Partial Total | Conwulsive| Mental |Menta! | Distartion of
Disability |Identfie d Limbs |Paralysis|Paralysis| Disorder |Retardation| llness | Limb/Spine
[ WG 03 # > 2 0 0 0 0 0 0 ) 0 0 0 0 )
% | z000| z000] 000] 000 000] 000 0.00 000 000] o000 ©.00 oo 000 0 00
WG 05 #*# 2 2 0 ) ol o] 0 o] 0 0 0 0 0
%| 2000 2000] 000] 0006] 000| 000 0.00 000 000] 000 0.00 0.00| 000 0.00
WG 08 # 1 1 0 0 0 0 0 ) 0 0 0 0 ) )
%[ 1000| 1000] 006] 0.00] 000| 000 0.00. 000| 000|  0.00 5.00 000| 0.00 0.00
WG 00 ## > > ) ) 0 0 © ) 0 0 ) 0 0 0
%| 20.00] 20.00] 000] ©000] ©0.00] 0.00 0.00 000] 000] 06.00 060 o00| 000 0.00
WG 10 # 1 1 0 0 o 0 0 Q 0 Q 0 7 0 Q 0
%[ 1000] 1000 000] o00| 000 000 0.00 000| 000| 000 0.00 0.00| 0.00 0.00
WG 11 # > 2 0 0 0 0 ) ) 0 ) ) ) 0 0
%[ 2000] 2000] 000] 000] 000 000 0.00 000| 000] 000 0.00 00| 000 0.00
Total # 10 10 0 0 ) 0 ) ) 0 0 0 0 0 0
ota %] 100| 100|] o0o00] o000| o0o00] o0o00] oo0o| ocoo| 0o00] o000 0.00 0.00] 000 0.00

Page 1
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U.S. Environmental Protection Agency
Participation Rates for Wage Grades (WG) by Disability

Report Symbol: WP71585-24AL As of September 30, 2005 Temporary Workforce
] Total by Disability Status Detail for Targeted Disabilities
WG and Related ]
Grad ToTAL D3] 01) | [06-94] Targeted| [16, 17]| [23, 25] [[28, 32-38] (64-68] | [F1-78] B2 [90) M1 921
es Mo Mot |Disability |Disabilty |Deathess| Blindness| Missing Partial Taotal | Conwulsive Mental tental | Distortion of
Digabilty |Identfie d Lirmbs |Paralysis|Paralysis| Disorder (Retardation| lliness | Limb/Spine
WS o1 # 1 1 0 0 0 0 Q 0 0 0 0 Q ] Q
Yo 1901 10000 0.00 Q.00 Q.00 0.00 0.00 0.00 0.00 0.00 Q.00 Q000 0.00 Q.00
Total # 1 1 o] Q Q 0 o] Q s} 0 ¢ Q Q 0
Yo 100 100 0.00 Q.00 .00 0.00 0.00 Q.00 0.00 Q.00 Q.00 0.001 0.00 0.00
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U.S. Environmental Protection Agency
Participation Rates for Wage Grades (WL) by Disability

Report Syrmbol- VP71585-2BL As of September 30, 2005 Full/ParTime Permanent Workforce
Total by Disability Status Detail for Targeted Disabilities
WL and Related z 3 - -
" ToTAY D9 01 | 0694} |Tarmeted] 116, 17}] [23, 25 |28, 32-38)) ©468) | (1-78) B2 B0) &1 {2
Grades No Not  [Disability |Disability [Deatess| Blindness | Missing | Partial Total | Convulsive| Mental | Mental | Distortion of
Disabilty |ldentified Limbs |Paralysis|Paralysis| Disorder [Retardation] llimess | Limb/Spine
WL 14 # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
%] 100] 10000 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00
Total # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
%] 100 100 0.00 0.00 (.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00] 0.00 0.00
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U.S. Environmental Protection Agency
Participation Rates for Major Occupations - Distribution by Disability

Report Symbol: VP715B6L As of September 30, 2005 Full/PantTime Permanent Workforce
Total by Disability Status Detail for Targeted Disabilities
Job Title / Series g - X - i 7 0
cenc ) BoeS iroTal 5] | D1 | 694 [Taweted| 6 171] 13, 251 P8, 3236] B4R [ (1701 Ba | PO | B | FQ
gency t No Met | Disahility |Disability [Deatness| Blindness| Missing | Partial | Total | Conwilsive| Mertal | hental | Distortion of
t Disability |ldentfie d Limbs |Paralysis|Paralysis| Disorder {Retardaton liness | Limb/Spine
02% - Environmertal | #| 2836 2672 22 142 38 & 7 1 9 3 8 0 2 2
Protection Specialist { %] 100| 9422 0.78 5.01 1.34 0.21 0.26 0.04 0.32 0.11 0.28 0.00] 0.07 0.07
301 - General # 883 830 10 43 5 1 1 0 1 0 0 0 1 1
Administrative %| 100] 94.00 113 487 0.57 011 0.11 0.00 0.11 0.00 0.00 0.001 011 0.11
343 - Managemert | #] 1552] 1466 20 76 20 2 3 1 3 3 3 0 2 0
Analysis Y| 100| 9381 1.29 4.90 1.29 013 019 0.08 0.39 019 019 000 013 0.00
401 - Bictogist # 849 798 13 38 2 0 1 0 0 0 0 0 1 0
% 100| 93.9% 1.63 443 0.24 0.00 0.12 0.00 0.00 0.00 0.00 000 012 0.00
819 - Environmental | #{ 1933 1853 13 &7 8 1 0 0 1 1 1 0 4 0
Engineering %| 100 9536 067 3.47 0.41 005 0.00 0.00 0.05 0.05 0.05 0.00] o1 0.00
906 - Attorney #1 1049 393 12 44 7 1 [o] 0 2 3 0 0 1 0
Y| 100{ 9466 1.14 419 0.67 0.10 0.00 0.00 019 0.29 0.00 0.00| 010 0.00
1301 - General #| 2207 2108 27 72 8 2 0 1 2 0 3 0 0 0
Physical Science Yo 100 95561 1.22 3.26 036 0.09 0.00 0.05 0.09 0.00 0.14 000 0.00 0.00
Total # 111309 10710 117 482 838 13 12 3 21 10 15 0 11 3
%| 100| 9470 1.02 4.2¢ 078 011 011 Q.03 019 0.03 013 0001 6.1Q 0.03
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U.S. Environmental Protection Agency

Participation Rates for Major Occupations - Distribution by Disability

Report Symbaol: VP715B6L

As of September 30, 2005

Temporary Workforce

Total by Disability Status

Detall for Targeted Disabilities

Job Title /Series Lo @5 [ DI] | 06-94] [Targeted | 16, 171] 3, 251 |25, 32381 B466) | 714781 B2 0] B1] 2]
Agency Rate No Not  |Disability|Disability [Deamess| Blindness| Missing | Partial | Total |Conwuisive| Mental |Mental | Distartion of
Disahility [ldentifie d Limhs [Paralysis{Paralysis| Disorder |Retardation| liness | Limb/Spine
028 - Environmental 21 21 0 0 0 0 o] © 0 0 0 0 0 0
Pratection Specialist [% ] 100{100.00] o000] ¢oo] 0o0d] 000 0.00 0.00] 000 000 0.00 000 000 0.00
301 - General #] 1s 16 0 0 0 0 0 0 0 0 0 0 0 0
Administrative 2% 100[1o000] o000] 000 oo0o] 00| 000 000 000 000 0.00 000| 000 0.00
343 - Managemert | # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
Analysis %[ 100]10000] 000] 000] 000 000 0.00 000 000 000 .00 000 0.00 0.00
401 - Biologist O# 92| s 0 4] o] o 0 G 0 0 0 0 0 0
%L 100 9565 000| - 435] 000] 000 000 D00[ 000] 000 000| 000 000 0.00
$19 - Environmental | # 77 73 2 2 0 0 0 0 0 0 0 0 0 0
Engineering %[ too] e481] 260] 260l 0.00] o000] o000 000 000l 000 0,00 000 0.00 0.00
905 - Atlorney z‘f 4 4 0 o ol o0 0 0 0 0 0 of o 0
%! 100{ 10000 000] 00o] o000] 600 0.00 006] o000 000 0.00 0.00] 000 0.00
1301 - General #] 58 62 1 3 1 0 0 0 0 0 0 0 1 0
Physical Science (%] 100| 9236] 179 6536] 179 000 000  000] 000] 000 T 0.00 “0.00] 179 0.00
Total #| 267 o5 3 sl 1] 0 0 ol of o 0 o 1 0
%[ 1o0| @561 112 237| 037 o000 000 000 000] 000 0.00 o000l 037 0.00
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Report Symbol vPT 1B

U.S. Environmental Protection Agency
New Hires by Type of Appointment - Distribution by Disability (OPM Form 266 Self-identification Codes)
From September 30, 2004 To September 30, 2005

Total Workforce

Votal by Disability Status

Detall for Targeted Bis abilities

Type of Appointment | TOTAL | F81 | B11 | F5-0d] | Tageed | fe 171 | B0 01 [0 o] gaei | 5ol | /el | B ] B | @l
o Mot ) Desstaly | Dnabdly | Dealrads | BBrdness ) b s Fariesd Toded | Comwilaese | Mordsl | hertad | Dolvbon of
Orataly | kiprtdied Lants | Paradyse | Paatyss | Degoer |Reladston) e | LdbSpee
#] w3 | 5% 12 7% & j g D i 0 0 0 4 D
imanent % | 10 | 9343 | 215 | 444 | 107 | 015 | 000 | DOD | 016 | OO0 | 000 | 000 | 071 | 000
. | S8 520 = 12 5 1] 1 1 U U ] i 2 U
Te - - - - - T
mporaty %] 100 | 9670 | 110 | 220 | 09 [ 000 [ 016 | 615 | 000 | om0 | 015 | 000 | 0% | 000
Toti #l0s | 1054 I 3 2 j | ] : 0 r j 3 0
% V0 95 04 162 3324 106 Q0o 009 a0a a 000 gL 00 | 054 000
Prioi Year Workarce %1 100 | 820 109 | 500 1% | 015 016 005 o0n | 06 017 007 014 203
Page 1 oaf 1t
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U.S. Environmental Protection Agency
Non-Competitive Promotions - Time in Grade - Distribution by by Disability

Report Symbol VP715B10 As of September 30, 2005 Full/PartTime Permanent Workforce
Total by Disability Status Detail for Targeted Disabilities
TOTAL| [09] [01] [06-94] | Targeted | [16,17] | [23,25) | 23, 32-38]| [64-63] | [71-78] 2] [90) 1] [92)
Mo Nat Disahility | Disability | Deafness | Bindness | Missing Partial Total  |Corwulsive | Mental | Mertal | Distortion of
Disahility | Identified Limbs Paralysis | Paralysis | Disorder |Retardation| liness | UmbiSpine
Total Employees Eligible for | #] 1720 1694 23 103 29 3] 5 1 6 3 2 1 5 d
Career Ladder Prometions |9,| 100 92.67 1.34 5.99 1.69 0.35 0.29 0.06 0.35 0.17 0.12 0 0B 0.29 0.00
Time in grade in excess of minamum | #| 4971 442 12 37 13 3 1 1 2 3 2 1 0 0
1- 12 months #| 168 152 2 14 4 2 X 0 1 1 0 0 O_ 0
Y| 100 90.43 | 1.19 8.33 2.38 1.14 0.00 0.00 0.60 0.60 0.00 0.00 0.00 0.00
13. 24 months #| &9 4 b 9 4 1 0 0 1 1 _ 0 O 0
%| 100 83.15 6.74 10.11 4.49 1.12 1.12 0.00 0.00 1.12 1.12 0.00 0.00 0.00
25 + months #| 234 216 4 14 5 0 0 1 7 1 1 1 1 0 0
% 100 92.31 1.71 5.98 2.14 0.00 0.00 0.43 0.43 0.43 0.43 0.43 0.00 0.00

Page 1 of 1
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Hepot Symbol VP71E814

U.S. Environmental Protection Agency
Separations by Type of Separation - Distribution by Disability
Fiom September 38, 2004 To September 3, 2005

FutPanTune Permanenl Woktoice

Totat by Disability Status

Detadl for Targeted Disabilities

Type of Separatons TOTAL] B9 KU | fead) [ Taosed | 6, (71 | 028 [for dosof] waa) | praaf [ ) faen ) {52
Ho Hot | Dosabaty | Deatdty | Dedress | Berdness | Mbssew Partidd Yok | Convdaes | Moty | Meniyd | Dedwtion of
(esataly | kertdied lents | Pardyss | Partvss | Dsader (Pelwddon| Bess | LmbuSpae
Volumta EEER S 7 57 3 0 i 0 3 1 3 0 > | o
[Volumary Wl [ore T o6k | 697 | 110 O | 000 | 000 | 0637 | 012 | 03 | 000 | 024 | 000
#f 17 0 3 D D 0 o 0 0 0 0 0 0
[ lunts LT T S - — e LA
| vouniony %| 100 | 8500 | 000 | 1500 | 000 | OG0 | 000 | OGO | 600 | OCO | 000 | 000 | 00D | 000
Total Separations #| 33 771 7 B0 1 0 0 0 3 | 2 3 2 0
P % 100 | 8060 | 081 | 716 | 143 | OO0 | o00 | O | 6% [ 012 | 0% | G% |04 | o
, AN NEE 7 153 | 8 | o8 0 0 T ) E 5 g
Yotai Work Force %] 160 | 8362 | 104 | 457 | 106 | 0% |06 | 00 | 0D | 006 | 016 | 007 |0w | 50
Page | ool )



SECTION I

TRIGGER ANALYSIS AND CHARTS



Trigger Analysis

I. Introduction

Instructions issued by the Equal Employment Opportunity Commission (EEOC) require that Federal
Executive Agencies develop Annual Affirmative Employment Plans (AEPs) pursuant to Section 717 of
the Civil Rights Act of 1964, as amended, and Section 501 of the Rehabilitation Act. The EEOC’s
Management Directive (MD) 715 contains detailed guidance concerning the format and content of

‘ :]
<N

Agency plans. The plans are to include:

e Self analysis of the Agency’s efforts in becoming a
Model Program,

e Development of standard workforce data tables arrayed
by Race/Ethnicity, Gender and by Targeted Disabilities,

o Identification of triggers where the employment statistics
show less-than-expected percentages or ratios when
compared to various standards,

e Barrier analysis designed to identify conditions which
have led to the less-than-expected conditions identified,
and

e Plans to improve employment practices or conditions
causing triggering conditions.

This section of the EPA Plan identifies triggers based on a detailed
review of the MD-715 Tables and a detailed trend analysis of
employment statistics designed to identify trends and factors which
may have directly contributed to those triggers. All Charts are
derived from their respective MD 715 Tables at Appendix A. The
barrier analysis provides EPA management and the workforce with
sufficient information for the development of efforts to improve
employment opportunities for all employees.

II. Trigger Identification

EEOC MD-715 requires each Federal Executive Agency to prepare
28 Tables of workforce statistics: 14 by Race/Ethnicity and Sex, and
14 for Persons with Targeted Disabilities. The Tables include:
permanent employees, permanent and temporary employees, and
permanent or temporary employees.

Permanent employees are those described as career or career
conditional (Tenure Code “1”” and *2”") and Executive Service employees (Tenure Code “0” with Type
Appointment Code “50). All non-permanent employees are placed in the Temporary category, whether
or not they are on indefinite appointments.
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EPA is able to produce all tables associated with data derived from the Agency’s personnel system,
which does not currently include applicant flow or employee development data. A plan to develop
missing data tables is included in this AEP. The tables that have been produced are included in
Appendix A,“MD 715 Tables”.

Triggers are identified by comparing workforce data based on a
normative standard. For example, “Table AO1 Total Workforce —
Distribution by Race/Ethnicity and Sex” compares workforce
representation by class groups and the net change in representation
from one time period to the next. Two trigger comparisons are
conducted:

1. Identification of class groups where the net change for each group
is less than expected when compared
with the overall net change for the
total workforce.

2. Representation of each class group
in the workforce with the availability of persons by class group in the
Civilian Labor Force.

The charts, provided on the following pages summarize all triggers
identified. The detailed summaries include charts depicting triggering
conditions and identifying the number of employees needed to eliminate
the less-than-expected condition. This allows for decisions to be made
as to which triggers should be targeted for more detailed trend and
contributing-factor analysis and assists in identifying the level of effort
necessary to eliminate the less-than-expected condition.

EPA completed a resurvey of the employees to determine their new race

and ethnicity codes to include the two new categories of “Native
Hawaiian or Other Pacific Islander,” and “Two or More Races.” However, the response rate to the two
new categories were not significant to develop any descriptive datum, thus, the scores are recorded as
“0” or are left blank.

II1. Criteria for MD-715 Barrier Analysis Triggers — Race/Ethnicity and Sex

The EEOC requires that Agencies and, in some cases, Major Agency Components develop twenty-eight
(28) different Tables showing the distribution of employees and applicants for employment in various
ways. Some Tables address the representation of employees throughout the workforce, some address
various ‘mobility personnel actions, such as accessions, separations, promotions, downgrades and
reassignments, and some address benefits of employment and career development. By analyzing the data
from the Tables, Triggers for further Barrier Analysis can be identified.

Each Table has a different criteria or methodology for Trigger identification. The detailed format and
method of completion for each of the EEOC MD-715 Tables is provided by the EEOC in substantial
detail in the Commission’s Instructions for MD-715. Description of each Table will be not be provided
here — the reader is referred for detailed guidance to the EEOC’s Instructions. The methodology used for
trigger identification for each Table is summarized as follows:
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Tables A1 & B1: Total Workforce — Distribution by Race/Ethnicity and Sex (A1), Distribution by
Disability (B1)

If a group has a net change lower than the net change for the total workforce, it is a
trigger of the possible existence of a barrier. A current workforce ratio below the
Civilian Labor Force (CLF) for any group is another trigger. A ratio of employees
with targeted disabilities below the Federal agency (Social Security Administration)
with the highest percentage of employees with a targeted disability is a trigger. A
lower net change for targeted disabilities is also a trigger, indicating a possible barrier.

Tables A2 & B2: Total Workforce by Component — Distribution by Race/Ethnicity and Sex;
Distribution by Disability (B2)

When one or more components have a lower ratio of a class group than the other
components, it is a trigger. When one or more components have a lower ratio of
employees with targeted disabilities than the other components, it is a trigger.

Tables A3-1, A3-2 & B3-1, B3-2: Occupational Categories — Distribution by Race/Ethnicity and
Sex (A3-1, A3-2); Distribution by Disability (B3-1, B3-2)

Representation levels in the various levels of supervision, which are lower for a group
than the representation of that group overall, may be a trigger. Ratios for employees
with targeted disabilities are compared with ratios for employees with no disabilities.
Lower ratios are triggers that should be further reviewed.

Tables A4-1, Ad4-2 & B4-1, B4-2: Participation Rates for General Schedule (GS) Grades by
Race/Ethnicity and Sex (A-4-1, A4-2); Distribution by Disability (B4-1, B4-2)

Agencies should analyze this data in order to determine whether a “glass ceiling” exists
for any group. Low participation for a race/ethnicity and sex group or targeted
disability in any of the senior grades (GS-13 and above), compared to the participation
rate for the total work force in these grades is a trigger.

Tables A5-1, AS-2 & B5-1, B3-2: Participation Rates for Wage Grades by Race/Ethnicity and Sex
(A5-1, A5-2); by Disability (B5-1, B5-2)

These Tables are analyzed in the same manner as A4-1 and A4-2.

Tables A6 & B6: Participation Rates for Major Occupations — Distribution by Race/Ethnicity and
Sex (A6); Distribution by Disability (B6)

If a race/ethnicity and sex group has a participation rate below the CLF, it is a trigger.
Lower ratios for employees with targeted disabilities compared to employees without
disabilities are triggers. In this case, the Relevant Labor Force (RLF) is used for
comparison reflecting comparative labor force statistics by occupation. This census
occupational data has been developed specifically for Federal occupational series
comparison and is available on the Census website along with a crosswalk indicating
which census category to use for each Federal occupational series.
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Tables A7 & B7: Applicants and Hires for Major Occupations by Race/Ethnicity and Sex; by
Disability (B7)

Differences between the ratio of those who self-identified and those who were
qualified are triggers. The triggers indicate the possibility that barriers may exist due
to various causes, such as inadequate recruitment activity or a problem in the screening
process. A difference between the ratios of those qualified and those selected is a
trigger that may indicate that a barrier exists due to various causes, such as a
disconnect between recruitment and hiring efforts.

Tables A8 & B8: New Hires by Type of Appointment — Distribution by Race/Ethnicity and Sex
(A8); Distribution by Disability (B8)

A comparison for each group on each line with their ratio in the CLF noting any
differences as triggers. A comparison of the ratio of individuals with targeted
disabilities hired into each type of employment with the ratio for individuals without
disabilities may indicate triggers.

Tables A9 & B9: Selections for Internal Competitive Promotions for Major Occupations by
Race/Ethnicity and Sex (A9); by Disability (B9)

A difference between the ratios in the relevant applicant pool and the ratios for
applicants can indicate a trigger. The trigger may show that methods used in
publicizing the opportunity or perceptions that deter applicants from applying may be
mvolved. A difference between the ratios of those who were qualified and those who
applied is a trigger. As an example, this trigger may indicate that some employees are
not receiving commensurate levels of experience or that the selection criteria impacts
on some groups more adversely than others. A variance between the ratios of those
selected and those who are in the relevant applicant pool is also a trigger.

Tables A10 & B10: Non-Competitive Promotions — Time in Grade — Distribution by
Race/Ethnicity and Sex (A10); Distribution by Disability (B10)

Discrepancies between groups indicate a trigger.

Tables A11 & B11: Internal Selections for Senior Level Positions (GS 13, GS 14, GS 15, and SES)
by Race/Ethnicity and Sex (A11); by Disability (B11)

A discrepancy between the ratios of the relevant pool and the distribution of groups

from whom applications were received (individuals qualified or individuals selected)
may indicate a trigger.

Tables A12 & B12: Participation in Career Development by Race/Ethnicity and Sex (A12); by
Disability (B12)

Discrepancy between the relevant pool and those who applied or participated is a
trigger.

Tz.lblefs A¥3 & B13: Employee Recognition and Awards — Distribution by Race/Ethnicity and Sex;
Distribution by Disability (A13)

Discrepancies in the ratios of awards by type for a group and the other groups are
triggers.
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Tables A14 & B14: Separations by Type of Separation — Distribution by Race/Ethnicity and Sex
(A14); by Disability (B14)

A comparison of the total work force ratio for each group within the group ratios for
voluntary and involuntary separations is conducted. A separation rate higher than the
group’s total work force ratio is a trigger. Separation ratios for employees with

targeted disabilities that are higher than separation ratios for employees without
disabilities is a trigger.
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 715 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Mon - Hispanic or Lating)

Hispanic or Slack or Afri Native Hawaiian or [ American Two or Mare |
Latino White aE\ or Ancan Asian Other Pacitic  |ndian or Alaska Races D'arg"al‘te R
merican slander Native isabilities
Male | Female | Male ]Female Wale JFemale Maleermale Male Jjemale MaleJFemale Male JFemale
A/B 01 Total Workforce - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
Net Change 0O 0 O 0 O (] [ O U U
CLF Comparnison [ dJ OJ O O O O ] O
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 715 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Latino)

Hispanic or lack or Afric Native Hawananor | Amernican Twao or More Targeted
Latino YWhite ack or Amcan Agian Other Paciic  Indian or Alaska Races arge e_ﬁ
Armmencan \slander Native Disabilties
hiate 1 Female | Male I Female | Male lFemaIe hlale I Female | Male ] Female | Male ] Female | Miale ] Female
A/B 02 Total Workforce by Component - Distribution by RacefEthnicity and Sex & Targeted Disabilities
Administrator O O 0 O O 0
Assistant Administrator for
Enforcernent & Compliance OJ U O ] (] O (]
Assurance
Office of General Counsel O OJ O O O O 0 O
Office of Inspector General O O J O ] O O O O O
Assistant Administrator for 0 0 O] O 0 0 0 0 B O O
International Activities
g?%iemd the Chief Financial 0 0 0 0 0 0 0 -
Dfice of Ervironme nta! O Djlo|o|o|lo|oOo oD|lo| O
Assistant Administrator for
Adrninistration & Resources O %] O [l O O O | d
Manaoement
(;Vsasti:rtam Administrator for 0 O 0 0O 0O O 0 0 0O m
Assistant Administrator for
Solid Waste & Emergency ] OJ d O U O O
Response
g\tsRsiasdtiaarltiD/r\]dmmistrator for Adr 0 0 0O O O 0
Assistant Administrator for
Prevention, Pesticides & Taxic a a O d [} O O O
Substances
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 715 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Latino)

Histamc or Black or African ‘ Native Hawaiian of American Two or f\,jore Targeted
atino White Amencan Asian Other Pacfic  |ndian or Alaska Races Disabilities
Islander Native
Male | Female | Male | Female | Male | Female | Male | Female | Male |Female | Male | Female | Male | Female
st it f 0| o o|o|lo|o|o|o]| @
Region 1 Boston O | U O O DB O O
Region 2 New York > OJ O O O O O O O O
Region 3 Philadelphia OdJ ] ] ] O O ~ O O
Region 4 Atlanta O O O O O O O (]
Region 5 Chicaga ] O O O O O O ] O
Region 6 Dallas OJ ] v OJ O 0 J O O O OJ v
Region 7 Kansas City ] OJ O ] O OJ a dJ OJ
Region 8 Denver OJ dJ ] OJ O dJ J J OJ
Region 9 San Francisco O 0O O O O O O O d O O
Region 10 Seattle ] O O ] d O O O O
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 716 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Latino)

Hispanic ar Black or Afri Native Hawaiian or | American Two or Mare Targeted
Latino White a;\ or " nean Asian Other Pacific  ndian or Alaska Races D dr%.‘ﬁe,
merican lslander Nativ & 1sabilities
Male l Female | Male l Female | Male I Female | Male [Female Male ] Female | Male ] Female | Male ] Female
AIB 03 Occupational Categories - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
First Level Officials and
Monagars o|lo|lo|lojo|o|o|lo|lo|lOolo|lOo|Oo|lO| O
oy el Ocials and 0 O D o|lo|w|{D|O|O
oo ey el el and O O £ OO |{O 0| O
Total Officials and Managers O O O ) J J UJ O O O O ] OJ O O
Man Supervisory Professionals|] [J | ] J O O OJ O O
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U.S. ENVIRONMENTAL PROTECTION AGENCY

Fiscal Year 2005

MD 718 Triggers by Table

RACE/ETHNICITY (Non - Hispanic or Latina)
Hispanic or Biack or Afr Native Hawailanor |~ American | Twoor More |
Latino White a; or Alnean Asian Other Pacfic  Indian or Alaska Races D.ar?ﬁf
merican istander Native isabilities

Male J Female | Male LFema\e Wale Tfemale hale T Female | Male | Female | Male I Female | Male [ Female
AIB 04 Participation Rates for (GS) Grades by Race/Ethnicity and Sex & Targeted Disabilities
GS/GM 13 O O o|lo)oo0 o007 0
GS/GM 14 a a “ d ai{ag gy a
GS/GM 15 o 0o O O o1 0
Senior Executive Service O 0O O OJ 0 O
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 715 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Latino)

Hispanic or Mative Hawaiian or | American Two ar More
Lating Wihite B'ai\k or Afncan Asian Other Pacttic  jndian or Alaska Races E;g;%ielttes:s
mencan Islander Native m
Male l@male Male l Female | Male TFema(e Wale Lemale ale [ Female | Male Eemale MalLLFemale
A/B 05 Participation Rates for (WG) Grades by Race/Ethnicity and Sex & Targeted Disabilities
Overall Blue Collar O U U O 0 O O O O U U O O ) )
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 7156 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Lating)

Hispanic or Black or Af Mative Hawalian or | American Two or More Targeted
Latino White ack or Alrican Asian Other Pacific  |ndian or Alaska Races N g
Arnercan Disahilities
Islander Native

Male ! Female | Male [ Female | Mals | Ferale | Male I Female | Male IF emale | Male l Female | Male [ Female
A/B 06 Participation Rates for Major Occupations - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
028 - Environmental Protection O O O O O O O ] O O [
301 - General Administrative “l ~ O O O [ O O VI
343 - Managemnent Analysis a ] U ] (] 0 I ] d
401 - Binlogist O O O O %] O O O O O %]
819 - Environrmental
Ergmeanng D|lolw|o|lo|o|o|lo|O|O OlO0| D
905 - Attarney U O U O O O O O ] O O O
(01 - General Physical ojo|lo|jo|o|D D|lo|lo|lo|lo|O0| @
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 715 Triggers by Table
Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Latino)

Hispanic or Black or Afric Native Hawalianor |~ American Two or More Tarqeted
Latino White acx or Alrican Asian Other Pacific  )ndian or Alaska Races argste
Armerican . Disabilities
Istander Native

Male [ Female | Male J Female | Male | Female | Male I Female | Male I Female | Male I Female | Male LFernale
AIB 08 New Hires by Type of Appointment - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
Permanent Hires 0 O O O (i} O 0 )
Ternporary Hires O 0 J dJ O O O O O
Total Hires O O dJ J ] (] ] O J O
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 715 Triggers by Table

Fiscal Year 2005

RACE/ETHNICITY (Non - Hispanic or Lating)

Hispanic or Slack or Af Native Hawailan or | Arnercan Two or Mare Tarueted
Latino White a; r Ancan Asian Other Pacitic  )ndran or Alaska Races Dma%ilmes
mencan Islander Native =

Male LFemale hiale fFemale Male [Female Male [Female Male LFemale Male IFemale Male [Female
AIB 10 Non-Competitive Promotions - Time in Grade - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
Panicipation in Carse
Laddefsd on in Carger 0 0 O O O 0 0 0 O O O O
'{I\Ai«n}iﬁﬁfnths in Excess of O 0 0 0 O O O O 0 0O %
:ﬁn-'rfiijrfronths in Excess of 0 0O 0 0 0 - O o
"z\/‘in-‘rr:(\)f?r:|ths inExcess of 0 0 = 0 0 O O 0 O 0
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 716 Triggers by Table
Fiscal Year 2009

RACE/ETHNICITY (Non - Hispanic ar Latino)

Hispanic or Black or Af Native Hawaian or|  American Two or More Targeted
Latina White a; prAnean Asian Other Pacfiic  ndian or Alaska Races D'ar%"al'te' A
merican tandar Native isabilities
Male [ Female | Male [ Female | Maie [Female Male ] Female | Male I Female | Male | Female | Male | Female
A/B 13 Employee Recognition and Awards - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
Time-Off Awards 1-8 Hours J ] 0 O OJ O dJ O O O J 2
Time-Off Awards 9+ Hours (] O [ O O O O ]
Cash Awards $100-$500 O O Dl 00 O O ) O O
Cash Awards $501+ O O O O U [ OJ
Qualty StepIncreases O OJ O OJ O O
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U.S. ENVIRONMENTAL PROTECTION AGENCY

MD 716 Triggers by Table

Fiscal Year 2005

RACE/ETHNICITY (Nan - Hispanic or Lating)

Hispanic or Black of Alri Natws Hawaiianar|  American Two or More | ted
Latino White ack or Alnean Asian Other Pacfic  Indian or Alaska Races argete R
American slander Native Disabilities
hiale l Female Maleerma!e Male Eemale hale [Female Male [ Female | Mals IFemale Male iFemale
A/B 14 Separations by Type of Separation - Distribution by Race/Ethnicity and Sex & Targeted Disabilities
Voluntary Separations OJ O O O OJ C O dJ ] O O
Involuntary Separations d O O OdJ d 0 O ] O O “
Total Separations 0 d dJ O ] O O (] Od OJ “
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U.S. Environmental Protection Agency, Full/Part Time Permanent Workforce, As of 09/30/2005
VP001y Glass Ceiling Analysis White Collar Graded Pay Plans and Executives

£\ A

A . - A -
Senior Executive Service # 288 182 106 1 2| M58 88 14 12 4 4 0 0 0 0 0 0
Senior Executive Service % 100.00
GS/IGM 15 # 2246 | 1366 880 49 30 | 1210 697 57 il 44 33 0 0 6 5 0 0
GS/IGM 15 % | 100.00
GS/GM 14 # 2952 | 1691 1261 73 54 | 1390 889 | 127 249 92 64 0 0 9 5§ 0 0
GS/GM 14 % 100.00
GS/GM 13 # 6786 | 3621 3165 175 136 | 2890 2018 | 288 757 238 220 0 0 30 34 0 0
GS/GM 13 % | 100.00
GS 12 # 2448 937 1511 55 91 654 817 132 506 82 80 0 0 14 17 0 0
GS 12 % 100.00
GS 11 # T 241 536 21 38 | 160 265 38 200 18 27 0 0 4 6 0 0
GS 11 % | 100.00
GS 10 # 112 47 65 0 1 37 31 7 30 2 2 0 0 1 1 0 0
GS 10 % | 100.00
GS 09 # 668 155 513 13 36 97 240 36 202 9 34 0 0 0 1 0 0
GS 09 % | 100.00
GS 08 # 302 20 282 3 19 10 94 6 158 1 9 0 0 0 2 0 0
GS 08 % 100.00
GS 07 # 587 112 475 10 50 66 191 22 214 13 18 0 0 1 2 0 0
GS 07 % 100.00
GS 06 # 75 10 65 2 b 3 19 5 34 0 6 0 0 0 1 0 0
GS 06 % | 100.00
GS 05 # 105 31 74 1 12 18 22 9 36 3 3 0 0 0 1 0 0
GS 05 % 100.00
GS 04 # 97 39 58 5 3 20 19 12 31 2 4 0 0 0 1 0 0
GS 04 % | 100.00
GS 03 # 3 11 20 1 0 3 3 6 15 1 2 0 0 0 0 0 0
GS 03 % 100.00
GS 02 # 14 4 10 0 0 1 1 3 9 0 0 0 0 0 0 0 0
GS 02 % | 100.00
GS 01 # 3 0 3 0 0 0 0 0 3 0 0 0 0 0 0 0 0
GS 01 % | 100.00
Total # 17491 | 8467 9024 | 419 477 | 6712 5394 | 762 2571 | 509 506 0 0 65 76 0 0
Total % 100.00 | 48.41 51.59 | 2.40 273 | 383 30.84 | 4.36 14.70 | 2.91 2.89 0.00 0.00 0.37 0.43 | 0.00 0.00

*Note: There is no data for Native Hawaiian or Other Pacific Islander or Two or More Races.
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Chart A1

Total Workforce — Distribution by Race/Ethnicity and Sex
From September 30, 2004 to September 30, 2005

1. Trigger Identification
Agencies are to compute triggers in the following way:

a. Identification of class groups where the net change for each group is less-than- expected when
compared with the overall net change for the total workforce.

b. Representation of each class group in the workforce with the availability of persons by class group in
the Civilian Labor Force (CLF). The net change is calculated by dividing the difference in employment
numbers (current year vs. prior year) by the number of employees in the prior year or by the CLF. If a
group decreased, the net change is negative. If a group has a net change lower than the net change for the
total workforce or the CLF, it is a trigger that could represent a possible barrier.

2. Net Change Description

The chart below is the net change ratio scores for the subject period. Although the table includes data for
the Total Workforce, Permanent, Temporary, and Non-Appropriated employees, EEOC only requires
trigger and barrier analysis for the Permanent workforce. Therefore, the graph shows the net changes for
each group for the Permanent workforce only. EEOC defines the Permanent workforce as all employees
who are in tenure group "1" or "2" (i.e., Career/Career Conditional Appointments).
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Report Symbol: VP715TAl Permanent Workforce

3. Net Change Triggers Identified

The total EPA Permanent workforce increased by 16 employees, from 17649 to 17665, during the period,
which represented a 0.09 change. The following Race/Ethnicity and Sex Class Groups had a net change
lower than the total:

White Male {=1.22)
American Indian or Alaska Male (-1.52) =
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American Indian or Alaska Female (-3.75)

4. CLF Comparison Description

The chart below shows a comparison between the overall Permanent workforce with the general CLF by
Race/Ethnicity and Sex groups. The scores are calculated using the following formula:

Representation Score = (((number assigned - number expected) / number expected) * 100).
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Report Symbol: VP715TAl Permanent Workforce

5. Variance

The variance is calculated by applying the class group CLF percentage to the total number of Permanent
employees assigned and rounding up to the next whole number. Scores above 100 are recorded on the
graph as 100. When Representation Scores are positive, it means that the Agency (or Component) has
more representation than the CLF. Conversely, when scores are negative, then the class group
representation level is less-than-expected.

The CLF comparison is made with the ending date from EEOC MD 715 Table Al. A representation level
below the CLF is a tnigger for conducting a more thorough Trend/Barrier Analysis.

6. CLF Comparison Triggers Identified

When compared with the CLF (2000 Census), the following Race/Ethnicity and Sex class groups were
represented in the Agency (or Component) work-force (WF) at less than their representation in the CLF:

Hispanic or Latino Male (2.39% WF vs 6.2% CLF) variance: 673
Hispanic or Latino Female (2.73% WF vs 4.5% CLF) variance: 313
White Male (38.64% WF vs 39% CLF) variance: 63
White Female (30.68% WF vs 33.7% CLF) variance: 533
Black Male (4.38% WF vs 4.8% CLF) variance: 74
Total 1,656

Native Hawaiian/Pacific Islander Males and Females and Two or More Races Males and Females are
reflected as having no representation in the workforce because this data was not available.
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7. Estimates of Opportunities

After triggers and the variances are identified, the agency determines an estimate of opportunities that will
be available in a given period and compares it with those numbers. For example, Hispanic males and
females have been identified as triggered with the variance being 673 and 313, respectively. These
numbers, along with the other identified triggered groups, must then be examined and considered using a
realistic number based on the number of vacancies available over a specific period of time.

This can be accomplished by taking the triggered group number percentage divided by the total and
applied to the estimate of opportunities. For example, the total of the trigger group variance is 1,656; for
Hispanic males (673) that represents 40.6% of the total. If the estimate of opportunities projected
annually for the agency 1s 1,300 (also taking into consideration of the specific grade levels, major
occupations, and other considerations), the variance is then multiplied by the opportunities available, or
1,300. The number is further divided by the number of years projected to achieve parity. For example,
over a 7-year period, a net of 70 Hispanic Males would need to be considered.

Organizations and Regions with less-than-expected representation for Hispanic males would be charged
with developing recruitment and staffing plans to assist in meeting recruiting and considering for hire
those areas 1dentified.

Native Hawaiian/Pacific Islander Males and Females and Two or More Races Males and Females are
reflected as having no representation in the workforce because this data was not available.

NOTE: As stated in the Executive Summary, nothing in this document, including the use of the term
“less-than-expected,” indicates employment discrimination or permits the use of race as a criterion in
personnel decisions.
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Chart A2
Total Workforce by Component
Distribution by Race/Ethnicity & Sex
As of September 30, 2005

1. Trigger Identification

Agencies are to identify the number and ratio of employees in the workforce in the various Agency
Components by Race/Ethnicity and Sex, compared with the ratio of the total workforce distributions.
Components are major agency segments, which may include Regions, Bureaus, Operating Divisions, or
Service Centers, etc. A trigger is present, “When one or more components have a lower ratio of a group
than the other components."

The trigger analysis summary assesses each Agency Component and identifies those class groups whose
participation rate is below the Agency total. The scores are calculated using the following formula:

Distribution Score = (((number assigned - number expected)/ number expected) * 100)

2. Variance

The variance is calculated by applying the class group participation rate to the total Permanent employees
assigned in the Component and rounding to the next whole person. Distribution Scores are rounded to
whole numbers (i.e., 10.66 would be recorded as 11 and -75.37 would be recorded as -75). When
Distribution Scores are positive, it means that the Component has more representation than the Agency as
a whole. Conversely, when scores are negative, the class group participation rate is less-than-expected in
the Component. A distribution level below the total Agency class group ratio is a trigger for conducting a
more thorough Trend/Barrier Analysis.
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Chart A2

Administrator’s Office (AO) — 527 employees
B D O ore Or Race and 3 a oup

Repres enlﬁl\'
&

MW e v et =%, NTRAFTR ST & A n SRR, <, © (SO, I . S

Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the component workforce (CWF)
at less than their representation in the total workforce (TW):

Hispanic Male (1.14% CWF vs 2.39% TW) variance: 7
Hispanic Female (2.28% CWF vs 2.73% TW); variance: 3
White Male (34.72% CWF vs 38.64% TW); variance: 21
White Female (27.51% CWF vs 30.68% TW); variance: 17
Black Male (4.36% CWF vs 4.38% TW); variance: 1
Asian Male (0.76% CWF vs 2.9% TW); variance: 12
Asian Female (1.71% CWF vs 2.88% TW); variance: 7
American Indian/Alaska Native Male (0% CWF vs 0.37% TW); variance: 2
American Indian/Alaska Native Female (0% CWF vs 0.44% TW); variance: 3
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Chart A2

Office of Enforcement & Compliance Assurance (OECA) — 913 employees
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Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Female (2.3% CWF vs 2.73% TW); variance: 4
White Female (27.71% CWF vs 30.68%TW); variance: 28
Black Male (4.16% CWF vs 4.38% TW); variance: 2
Asian Male (1.97% CWF vs 2.9% TW); variance: 9
Asian Female (2.74% CWF vs 2.88% TW); variance: 2
American Indian/Alaska Native Male (0.11% CWF vs 0.37% TW); variance: 3
American Indian/Alaska Native Female (0.22% CWF vs 0.44% TW); variance: 3
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Chart A2

Office of General Counsel (OGC) - 202 employees

Repres ent at| f
bl o :
o
-
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Male (0.99% CWF vs 2.39% TF); variance: 3
Hispanic Female (0.99% CWF vs 2.73% TF); variance: 4
White Female (30.2% CWF vs 30.68% TF); variance: |
Black Male (2.48% CWF vs 4.38% TF); variance: 4
American Indian/Alaska Native Male (0% CWF vs 0.37% TF); variance: |
American Indian/Alaska Native Female (0% CWF vs 0.44% TF); variance: |

Native Hawaiian/Pacific Islander Males and Females and Two or More Races Males and Females are not
reflected.
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Chart A2

Office of Inspector General (OIG) - 352 employees
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Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the component workforce at less
than their representation in the total workforce:

Hispanic Male (1.42% CWF vs 2.39% TW); variance: 4
Hispanic Female (0.85% CWF vs 2.73% TW); variance: 7
White Male (38.07% CWF vs 38.64% TW); variance: 3
White Female (26.42% CWF vs 30.68% TW); variance: 15
American Indian/Alaska Native Female (0% CWF vs 0.44% TW); variance: 2
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Chart A2

Office for International Activities (OIA) - 79 employees
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The following Race/Ethnicity and Sex class groups were distributed in the component workforce are less
than their representation in the total workforce:

White Male (24.05% CWF vs 38.64% TW); variance: 12
Black Male (3.8% CWF vs 4.38% TW); variance: |
Asian Male (1.27% CWF vs 2.9% TW); variance: 2
American Indian/Alaska Native Female (0% CWF vs 0.44% TW); variance: |

Native Hawaiian/Pacific Islander Males and Females and Two or More Races Males and Females are not
reflected.
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Chart A2

Office of the Chief Financial Officer (OCFO) - 353 employees

Distribution Scores for Race/Ethnicity and Sex Class Groups
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The following Race/Ethnicity and Sex class groups were distributed in the component workforce at less
than their representation in the total workforce:

Hispanic Male (0.57% CWF vs 2.39% TW); variance: 7
Hispanic Female (1.42% CWF vs 2.73% TW); variance: 5
White Male (26.06% CWF vs 38.64% TW); variance: 45
Asian Male (1.98% CWF vs 2.9% TW); variance: 4
Asian Female (2.55% CWF vs 2.88% TW); variance: 2
American Indian/Alaska Native Male (0% CWF vs 0.37% TW); variance: 2
American Indian/Alaska Native Female (0.28% CWF vs 0.44% TW) variance: 1

Native Hawanan/Pacific Islander Males and Females and Two or More Races Males and Females are not
reflected.
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Chart A2

Office of Environmental Information (OEI) 415 employees
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The following Race/Ethnicity and Sex class groups were distributed in the component workforce at less
than their representation in the total workforce:

Hispanic/Latino Female (1.93% CWF vs 2.73% TW); variance: 4
White Male (35.18% CWEF vs 38.64% TW); variance: 15
White Female (26.27% CWF vs 30.68% TW); variance: 19
American Indian/Alaska Native Male (0.24% CWF vs 0.37% TW); variance: |
American Indian/Alaska Native Female (0.24% CWF vs 0.44% TW); variance: 1
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Chart A2

For Office of Administration & Resources Management (OARM) — 761 employees

Distribution Scores for Race/Ethnicity and Sex Class Groups

Representatio
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Female (1.97% CWF vs 2.73%TW); variance: 6
White Male (24.05% CWF vs 38.64% TW); variance: 112
White Female (25.76% CWF vs 30.68% TW); variance: 38
Asian Male (0.92% CWF vs 2.9% TW); variance: 16
Asian Female (1.18% CWF vs 2.88% TW); variance: 13
American Indian/Alaska Native Male (0.13% CWF vs 0.37% TW); variance: 2
American Indian/Alaska Native Female (0.39% CWF vs. 0.44% TW); variance: |



Chart A2

Office of Water (OW) — 656 employees
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Male (0.91% CWF vs 2.39% TW);

variance: 10
Hispanic Female (1.37% CWF vs 2.73% TW); variance: 9
White Male (35.98% CWF vs 38.64% TW); variance: 18
Black Male (4.12% CWF vs 4.38% TW); variance: 2
American Indian/Alaska Native Male (0.15% CWF vs. 0.37% in TW); variance: 2
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Chart A2

For Office of Solid Waste & Emergency Response (OSWER) — 623 employees
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Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less

than their representation in the Total Workforce:

Hispanic Male (2.09% CWF vs 2.39% TW);

Hispanic Female (1.61% CWF vs 2.73% TW);

White Male (36.28% CWF vs 38.64% TW);

Black Male (3.85% CWF vs 4.38% TW);

Asian Male (2.57% CWF vs 2.9% TW);

Asian Female (1.93% CWF vs 2.88% TW);

American Indian/Alaska Native Male (0.32% CWF vs. 0.37% TW);
American Indian/Alaska Native Female (0.16% CWF vs. 0.44% TW);
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Chart A2

Office of Air & Radiation (OAR) - 1289 employees
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Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

Hispanic Male (1.94% CWF vs 2.39% TW); variance: 6
Hispanic Female (1.63% CWF vs 2.73% TW); variance: 15
Black Male (3.34% CWF vs 4.38% TW); variance: 14
Black Female (10.09% CWF vs 14.59% TW); variance: 59
Asian Male (2.64% CWF vs 2.9% TW); variance: 4
Asian Female (2.33% CWF vs 2.88% TW); variance: 8
American Indian/Alaska Native Male (0.23% CWF vs. 0.37% TW); variance: 2
American Indian/Alaska Native Female (0.31% CWF vs. 0.44% TW); variance: 2



Chart A2

Office of Prevention, Pesticides & Toxic Substances (OPPTS) - 1301 employees
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

Hispanic Male (1.15% CWF vs 2.39% TW); variance: 17
Hispanic Female (1.77% CWF vs 2.73% TW); variance: 13
White Male (34.97% CWF vs 38.64% TW) variance: 48
White Female (28.29% CWF vs 30.68% TW); variance: 32
Asian Female (2.61% CWF vs 2.88% TW); variance: 4
American Indian/Alaska Native Female (0.38% CWF vs. 0.44% TW); variance: 1
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Chart A2

Office of Research & Development (ORD) - 1862 employees
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

Hispanic Male (1.29% CWF vs 2.39% TW); variance: 21
Hispanic Female (1.07% CWF vs 2.73% TW); variance: 31
Black Male (2.95% CWF vs 4.38% TW); variance: 27
Black Female (6.61% CWF vs 14.59% TW); variance: 149
Asian Male (2.85% CWF vs 2.9% TW); variance: |
Asian Female (2.04% CWF vs 2.88% TW); variance: 16



Chart A2

Region 1 (Boston) - 673 employees

13
T s Jo ] 0
8 20 - :
= =
T a0 3
= -2 23 -22
@ -60
14
2 -80 )
E-mo 1
-120 = -180

Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

Hispanic Male (1.93% CWF vs 2.39% TW); variance: 4
Hispanic Female (2.53% CWF vs 2.73% TW); variance: 2
Black Male (2.97% CWF vs 4.38% TW); variance: 10
Black Female (4.46% CWF vs 14.59% TW); variance: 69
Asian Female (1.93% CWF vs 2.88% TW); variance: 7
American Indian/Alaska Native Male (0% CWF vs. 0.37% TW); variance: 3
American Indian/Alaska Native Female (0.3% CWF vs. 0.44% TW); variance: 1
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Chart A2

Region 2 (New York) - 899 employees
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Report Symbol: VP715TA2 7 7 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

White Female (22.69% CWF vs 30.68% TW); variance: 72
Black Male (3.11% CWF vs 4.38% TW); variance: 12
Black Female (8.79% CWF vs 14.59% TW); variance: 53
American Indian/Alaska Native Male (0.11% CWF vs. 0.37% TW); variance: 3
American Indian/Alaska Native Female (0.22% CWF vs. 0.44% TW); variance: 2



Chart A2

Region 3 (Philadelphia) - 912 employees
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Report Symbol: VP715TA2 Panem Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Male (1.32% CWF vs 2.39% TW); variance: 10
Black Female (14.14% CWF vs 14.59% TW); variance: 5
Asian Male (1.54% CWF vs 2.9% TW); variance: 13
Asian Female (1.86% CWF vs 2.88% TW); variance: 10
American Indian/Alaska Native Male (0% CWF vs. 0.37% TW); variance: 4
American Indian/Alaska Native Female (0% CWF vs. 0.44% TW); variance: 5
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Chart A2

Region 4 (Atlanta) - 1090 employees
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Male (2.2% CWF vs 2.39% TW); variance: 3

Hispanic Female (1.28% CWF vs 2.73% TW); variance: 16
White Male (36.15% CWF vs 38.64% TW); variance: 28
White Female (25.87% CWF vs 30.68% TW); variance: 53
Asian Male (1.83% CWF vs 2.9% TW); variance: 12
Asian Female (0.64% CWF vs 2.88% TW); variance: 25
American Indian/Alaska Native Female (0.37% CWF vs. 0.44% TW); variance: |
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Chart A2

Region 5 (Chicago) - 1293 employees
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Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

Hispanic Male (1.86% CWF vs 2.39% TW); variance: 7
White Male (38.59% CWF vs 38.64% TW): variance: 1
White Female (24.9% CWF vs 30.68% TW); variance: 75
Asian Female (2.78% CWF vs 2.88% TW); variance: 2
American Indian/Alaska Native Male (0.23% CWF vs. 0.37% TW); variance: 2
American Indian/Alaska Native Female (0.31% CWF vs. 0.44% TW); variance: 2
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Chart A2

Region 6 (Dallas) - 856 employees
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Report Symbol: VP715TA2

Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce

at less than their representation in the Total Workforce:

White Male (35.63% CWF vs 38.64% TW);
White Female (26.64% CWF vs 30.68% TW);
Black Male (4.32% CWF vs 4.38% TW);
Asian Female (2.1% CWF vs 2.88% TW);
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variance: 26
variance: 35
variance: 1
variance: 7



Chart A2

Region 7 (Kansas City) - 557 employees

Distribution Scores for Race/Ethnicity and Sex Class Groups

Repres entatio

Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Hispanic Male (2.15% CWF vs 2.39% TW); variance: 2
Hispanic Female (2.69% CWF vs 2.73% TW); variance: 1
Black Male (3.59% CWF vs 4.38% TW); variance: 5
Black Female (10.41% CWF vs 14.59% TW); variance: 24
Asian Male (1.8% CWF vs 2.9% TW); variance: 7
Asian Female (0.54% CWF vs 2.88% TW); variance: 14
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Chart A2

Region 8 (Denver) - 601 employees
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The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce at less
than their representation in the Total Workforce:

Black Male (2.33% CWF vs 4.38% TW); variance: 13
Black Female (5.16% CWF vs 14.59% TW); variance: 57
Asian Male (1.33% CWF vs 2.9% TW) variance: 10
Asian Female (2.16% CWF vs 2.88% TW); variance: 5
American Indian/Alaska Native Male (0.33% CWF vs. 0.37% TW); variance: |
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Chart A2

Region 9 (San Francisco) - 835 employees
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Report Symbol: VP715TA2 7 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

White Male (33.17% CWF vs 38.64% TW); variance: 46
Black Male (2.04% CWF vs 4.38% TW); variance: 20
Black Female (5.87% CWF vs 14.59% TW); variance: 73
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Chart A2

Region 10 (Seattle) - 616 employees
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Report Symbol: VP715TA2 Permanent Workforce

The following Race/Ethnicity and Sex class groups were distributed in the Component Workforce
at less than their representation in the Total Workforce:

Hispanic Male (1.62% CWF vs 2.39% TW); variance: 5
Hispanic Female (1.95% CWF vs 2.73% TW); variance: 5
White Male (35.23% CWF vs 38.64% TW); variance: 22
Black Male (0.97% CWF vs 4.38% TW); variance: 21
Black Female (3.08% CWF vs 14.59% TW); variance: 71



Chart A3

Occupational Categories —
Distribution by Race/Ethnicity and Sex

A trigger analysis has not been conducted because this data is not available.
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Chart A4

Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex
As of September 30, 2005

Agencies should identify any “glass ceiling” which may exist for any class group. Low participation rates
for groups based on race/ethnicity and sex at any of the senior grades (GS13 and above) should be
compared to the participation rates for the grades in the workforce.

There are two analyses required:

a. Glass ceiling analysis by ordering the class group and percentages from the highest grades to the
lowest grades. When the participation rate for any class group is more than its overall representation in
the Agency (or Component) the cell in the table is colored green; when the participation rate for any class
group is less than its overall representation in the workforce, the cell is colored red. By moving down the
columns from the highest grade level to the lowest grade level it is possible to quickly identify if a "glass
ceiling" exists and if so at what grade level.

b. Senior grade level participation rates are compared with a chart using the following formula:
Distribution Score = (((number assigned - number expected) / number expected)* 100)

The number expected is calculated by applying the class group participation rate by the senior grade level
compared to the total Permanent employees assigned in the Agency (or Component) and rounding to the
next whole person. Distribution Scores are rounded to whole numbers (i.e. 10.66 would be recorded as
Il and -75.37 would be recorded as -75). When Distribution Scores are positive, the class group has
more representation at that grade group than in the Agency (or Component) as a whole. Conversely,
when scores are negative the class group 1s less-than-expected at that particular grade level.
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Chart AS

Participation Rates for Wage Grades
by Race/Ethnicity and Sex

A trigger analysis has not been conducted because this data is not available.
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Chart A6

Participation Rates for Major Occupations - Distribution by Race/Ethnicity & Sex
As of September 30, 2005

Agencies are to identify the number and ratio of employees in the workforce assigned in the Major
Occupations by Race/Ethnicity and Sex and compare the employment ratios with the CLF ratios. EEOC
MD-715 defines Major Occupations as "Agency occupations that are mission-related and heavily
populated, relative to other occupations within the agency” The CLF is defined as "persons 16 years of
age and over, except those in the Armed Forces, who are employed or unemployed and seeking work" If
a group has a participation rate below the CLF, it is a trigger.

This trigger analysis summary assesses each Agency (or Component) Major Occupation and identifies
those class groups whose participation rate is below the CLF. The scores are calculated using the
following formula:

Representation Score = (((number assigned - number expected) /number expected) * 100)

The variance is calculated by applying the class group CLF participation rate to the total Permanent
employees assigned in the Major Occupation and rounding to the next whole person. Representation
Scores are rounded to whole numbers (i.e. 10.66 would be recorded as 11 and -75.37 would be recorded
as -75). When Representation Scores are positive, it means that the Agency (or Component) has more
representation than the CLF  When scores are negative the class group is less-than-expected in the Major
Occupation. A representation level below the CLF is a trigger for Trend/Barrier Analysis.
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Chart A6

028 Series (Environmental Protection Specialist) — 2836 employees
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Report Symbol: VP715 T Permanent Workfore

The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

Hispanic or Latino Male (1.48% WF vs 1.8% CLF); variance: 10
White Male (32.62% WF vs 69% CLF); variance: 1032
Asian Male (1.62% WF vs 2.2% CLF); variance: 17
American Indian/Alaska Native Male (0.67% WF vs. 0.8% CLF); variance: 4

It should be noted that Native Hawaiian/Pacific Islander Males and Females and Two or More Races
Males and Females are not reflected.
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Chart A6

301 Series (General Administrative) - 883 employees

Series 00301 CLF Representation Scores for Race/Ethnicity and Sex Class Groups

Report Symbol: VP715TA6 Permanent Workforce

The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

Hispanic Male (1.81% vs 4.7% CLF); variance: 26
Hispanic Female (2.72% vs 5.3% CLF); variance: 23
White Male (23.67% vs 30.2% CLF); variance: 58
White Female (34.54% vs 39.7% CLF); variance: 46
Black Male (3.85% vs 4.9% CLF); variance: 10
Asian Male (1.02% vs 2.7% CLF); variance: 15
Asian Female (0.91% vs 2.5% CLF); variance: 15
American Indian/Alaska Native Male (0.23% vs. 0.4% CLF); variance: 2

American Indian/Alaska Native Female (0.57% vs. 0.6% CLF); variance: |

It should be noted that Native Hawaiian/Pacific Islander Males and Females and Two or More Races
Males and Females are not reflected.

- 143 -



Chart A6

343 Series (Management Analysis) - 1552 employees
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Report Symbol: VP715TA6 Permanent Workforce

The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

Hispanic Male (1.8% vs 2% CLF); variance: 4
White Male (23.58% vs 52.5% CLF); variance: 449
Asian Male (0.77% vs 3.5% CLF); variance: 43
Asian Female (1.93% vs 2% CLF) variance: 2
American Indian/Alaska Native Male (0.19% vs. 0.3% CLF); variance: 2
American Indian/Alaska Native Female (0.26% vs. 0.3% CLF) variance: 1

It should be noted that Native Hawaiian/Pacific [slander Males and Females and Two or More Races
Males and Females are not reflected.
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Chart A6

401 Series (Biologist) - 849 employees
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Report Symbol: VP715TA6 Permanent Workforce

The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

Hispanic Male (1.77% vs 1.9% CLF); variance: 2
White Female (34.04% vs 35% CLF); variance: 9
Asian Male (1.77% vs 4.3% CLF); variance: 22
Asian Female (2.12% vs 4.5% CLF); variance: 21
American Indian/Alaska Native Male (0.12% vs 0.6% CLF); variance: 5

It should be noted that Native Hawaiian/Pacific Islander Males and Females and Two or More Races
Males and Females are not reflected.

Chart A6 i
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819 Series (Environmental Engineering) - 1933 employees
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Report Symbol: VP715TA6 Permanent Workforce

The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

White Male (52.41% vs 65.4% CLF); variance: 252
American Indian/Alaska Native Male (0.26% vs 0.6% CLF); variance: 7

It should be noted that Native Hawaiian/Pacific Islander Males and Females and Two or More Races
Males and Females are not reflected.
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Chart A6

905 Series (Attorney) - 1049 employees
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Report Symbol: VP715TA6 Permanent Workforce

The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

White Male (42.99% vs 65.2% CLF); variance: 233
American Indian/Alaska Native Male (0.29% vs 0.3% CLF); variance: 1

It should be noted that Native Hawaiian/Pacific Islander Males and Females and Two or More Races
Males and Females are not reflected.
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Chart A6

1301 Series (General Physical Science) - 2207 employees
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The following Race/Ethnicity and Sex class groups were less-than-expected in the occupation:

Asian Male (2.54% vs 15.5% CLF); variance: 287
Asian Female (2.45% vs 8% CLF); variance: 123

It should be noted that Native Hawaiian/Pacific Islander Males and Females and Two or More Races
Males and Females are not reflected.
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SECTION IV

TREND ANALYSIS AND TABLES
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Trend Analysis

I. Introduction

The Trend Analysis shows the degree to which changes over time are improving, remaining the same, or
decreasing for each triggered class group. A 1- to 5-year measurement of changes is used in order to
determine these trends.

This step in the Barrier Analysis is
critical to the identification of
conditions and barriers for class
groups so that a more detailed
Contributing Factor Analysis can
be done based on less- than-
expected conditions and actions
can be planned.

This section includes summaries
of trend analysis and tables
depicting changes over time for
each class group within each
Chart triggered in the previous
step.

It should be noted that certain analyses of trends cannot be conducted because of lack of available data for
analysis. Specifically, there is no Applicant and Training data provided to the Office of Civil Rights. It is
anticipated that this data will become available and a more detailed Trend and Contributing Factor
Analysis will be possible in future years. For each Table, where there is no data available, a note is made
in the section.

A. Total Workforce Overview

In this section, comparisons are made of the net change in representation levels for the various class
groups with the CLF and compared over a 5-year period (10/1/2000 9/30/2005). Summaries are provided
for each triggered class group within the Permanent Workforce. The Temporary Workforce may be
included in future years.

a. White Male

White Male representation in the workforce decreased by 409, from 40.80% to 38.64%. This is consistent
with the pattern identified for a 1-year period made in Step 1 and is less than their representation in the
CLF of 39.0%.

b. White Females

White Females increased by 24 individuals, from 30.43% to 30.68%, which is below the National CLF of
33.7%. At this rate of change, their representation level will not reach the CLF level for several decades,

while it is anticipated that the availability of White Females will increase over time particularly in the
professions desired at EPA.
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¢. Hispanic or Latino Males

Hispanic or Latino Males increased by 50 individuals from 2.10% to 2.39%, which is substantially below
the CLF of 6.2%. At this rate of change, their representation will not reach the CLF for many decades,
while it is anticipated that the availability of Hispanic/Latino Males will increase over time.

d. Hispanic or Latino Females

Hispanic or Latino Females increased by 38 individuals, from 2.50% to 2.73%, which is substantially
below the National CLF of 4.5%. At this rate of change, their representation will not reach the CLF level
for over two decades and it is anticipated that the availability of Hispanic/ Latino Females will increase
over time.

e. Black or African American Males

Black or African American males increased by 43 individuals from 4.12% to 4.38%, which is just slightly
below the CLF of 4.8%. At this rate of change, their representation level will reach the CLF level.

f. Black or African American Females

Black females increased by 64 individuals, from 14.18% to 14.59%, which is significantly above the CLF
of 5.7%. Therefore, they are not triggered for their overall representation in the workforce.

g. American Indian or Alaska Native Male

American Indian and Alaska Native Male representation in the workforce decreased by 1 person and
remained at 0.37 %. This is a consistent pattern with that identified for a 1-year period made in Step 1 and
1s slightly greater than the American Indian/Alaska Native Male representation in the CLF of 0.3%.
Although this group is triggered due to their negative net change, they are not triggered for their overall
representation in the workforce.

h. American Indian or Alaska Native Female

American Indian and Alaska Native Female representation in the workforce increased by 2 persons, from
0.42% to 0.44%, in comparison to 0.3% in the CLF. This group is not triggered for a 1-year period. This
appears to be an anomaly when viewed over the 5-year period. EPA is one of the few agencies with
representation in line with the CLF.

i. Native Hawaiian Males and Females and Two or More Races

No analysis can be conducted for these groups until a resurvey of the workforce is conducted to identify
these individuals.

j- Individuals with Targeted Disabilities

Individuals with targeted disabilities decreased by 1 person from 1.10% to 1.09%. Their representation
remains far below the current Federal target of 2.27%.

B. Class Group Dispersion by Component

This analysis attempts to identify the degree to which class groups are dispersed throughout the Agency.
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During the triggering stage, each component’s class group representation is compared with the overall
percentage of class group representation in the Agency’s workforce. There are two questions that this data
answers: 1) Which organizations have a better dispersion (diversity) of employees than others, and 2)
Which organizations are improving their diversity from one time period to the next. If the value of the
dispersion ratio is getting smaller, then there is more diversity; if the value of the dispersion ratio is
getting larger, then diversity 1s decreasing.

To rank order organizations by levels of overall representation, the variance to eliminate the class group’s
less-than-expected trigger is calculated. When these numbers are combined for all class groups, who
have targeted levels of representation, a score can be calculated and compared with the count of total
employees in the component workforce. These ratio scores can then be used for rank ordering. In the
EPA workforce, the following components were identified as those with the highest ratios (showing the
lowest amounts of diversity in the workforce) by rank order (for example, the OA has the least amount of
diversity and Seattle Region has the highest level of diversity). All of the components below a ratio of
10 were not included because that level is indicative of a normal variation.

Office of the Administrator (OA)

Office of International Activities (OIA)

Office of the Chief Financial Officer (OCFO)

Office of Administration and Resources Management (OARM)
Region | (Boston)

Region 2 (New York)

Region 4 (Atlanta)

Region 8 (Denver)

Region 9 (San Francisco)

Region 10 (Seattle)

Their overall variance scores were divided by total component workforce, which were then compared
over a 5-year period (00 to 05) with the following results:

Office of the Administrator:

Improved from .152 (72/475) to .139 (73/527)

Office of International Activities:

Decreased from .19 (16/84) to .203 (16/79)

Office of the Chief Financial Officer:
Decreased from .187 (66/353) to .204(66/323)

Office of Administration and Resources Management:
Decreased from .232 (179/770) to .247 (188/761)

Region |

Decreased from .139 (100/718) to .143 (96/673)
Region 2

Decreased from .157 (146/931) to .158 (142/899)
Region 4

Decreased from .103 (116/1125) to .127 (138/1090)
Region 8

Decreased from .140 (88/626) to .143 (86/601)
Region 9

Decreased from .149 (126/848) to .166(139/835)
Region 10

Decreased from .167 (104/622) to .201 (124/616)

_—
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Report Symbol VP715A1

U.S. Environmental Protection Agency

Total Workforce - Distribution by Race/Ethnicity and Sex
From September 30, 2000 To September 30, 2005

Total Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
: ; Native American
Hispanic or Black or X ; Two or More
Total Employees . ) Hawaiian or | Indian or R
. ; aces
Employment Tenure Latino White Af:gfii';n Asian  loger Pacific|  Alaska
Islander Native
Al i Male IF emale | Hale TFemale Male lFemale MaleJFemale Male |Female| Male Eemale Male Female MaleTFemale
TOTAL
. F#1 18770 9634 9236 396 478 7814 6696 776] 2633 430 451 Q Q 72 7 Q Q
09/30/2000 - Prier FY
N e %| 100] 5079| a921| 211| 265] 4161 298| 413] 1403| 266] 240] ooo| oool ozs| o41| 000 000
| 18481 9151 9330 434 5031 7313 6698 7961 2624 542 528 0 0 66 77 0 0
09/30/2005 - Current FY
rren % 100 49521 5048 235 272] 3957] 3029 431| 1420 2.93 2.36 0.00 0.00 036 042 0.00 0.00
CLF (2000) % 100 53.2 46 % 6.2 45 39.0 337 438 5.7 19 1.7 01 01 0.3 03 0.8 03
Difference #| 289 383 94 33 24] 498 2 21 -9 62 77 0 0 4 5 - 0
Ratio Change % A 27 127 0.24 017] 204 043 018 047 0.37 048 000] O] £02] O 0.00 0.00
Net Change %) A .54L 4.02 1.02 960 5011 £3%] 004 271 034) 1232] 17074 000 00Q] 833 0:00 0.00 0.00
PERMANENT
- # | 17732| 8866| 8366 372 444| 7235] 65396 731 2614 462 437 0 0 66 75 0 0
0973072000 - Prior FY -
° % 100 6000]| £0.00 219 250 4080 3043 412] 1418 261 248 0.00 0.00 037 0.42 000 0.00
#| 17665| 8599| 9066 422 482| 6826 5420 774] 2678 512 502 0 0 65 77 0 0
09/30/2005 - Current FY
fren % 100] 4868] 5132 2.39 273} 3864 3088 A38) 1458 2.80 238 0.00 0.00 037 0.44 0.00 0.00
Differencs # £7 287 200 60 38 409 24 43 64 50 72 Q Q -1 2 Q 0
Ratio Change % -1.32 132 029 023 216 025 0.26 041 029 042 0.00 0.00 0.00 002 0.00 000
Net Change %] 038] 301 226| 13.44 856| £65 0.44 588 255| 1082| 1648 0.00 000 -1.52 287 90.00 Q.00
TEMPORARY
. #1 1038 668 370 24 35 576 200 44 119 18 14 0 0 6 2 0 0
09/30/2000 - Prior FY
" % 100| 64.35| 35865 231 3.37) 5649] 1927 424 1146 1.73 135 0.00 0,00 058 019 0.00 0.00
# 816 562 264 12 21 487 178 22 46 30 19 0 0 1 0 0 0
5/30/2005 - FY
D9/30/2005 - Current %| 100| 6765 3236 14r| 267| c96s| 2181] 270| 564 aes| 223 000] 000] o012 000| 000| 000
Difference # 222 118 108 12 -14 -89 22 -22 73 2 5 0 0 5 2 Q 0
Ratio Change % 330] 330| 0g4) 0380 419 254 15641 6382 185 098] 0.00 000| 048] 019 0.00 0.00
Net Change Y| -2139] -17.37] -28.65| -60.00| -40.00| -1546] -11.00] -50.00] -61.34| 6667| 3671 0.00 0.00] -83.33]|-100.00 0.00 0.00
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Repart Symbol: VP715A1

U.S. Environmental Protection Agency

Total Workforce - Distribution by Race/Ethnicity and Sex
From September 30, 2000 To September 30,2005

Total Workforce

RACE/ETHNICITY (Naon - Hispanic ar Latino)
: ; Native American
Hispanic or Black or " . Two or More
Employment Tenure Total Employees Latino White AAfri(:.‘zm Asian &ig?ggl?ﬁl Irm;asr;(gr Races
merican Islander Native
All udale ‘Lemale Male LFemale MaleJFemale Male [Femaleﬂlale fFemale Male ]Female Male LFemaIe MaleiFemale
NON-APPROPRIATED
Briar FY # 0 0] 0 7 0 0 0 ) 0 i 0 70 Q0 0 0 0 0 0 0 Q
%[ 000] 000] 000 000 000] 000] 000] 000] 000 000] 000] 000| 000 000] 000! 000| .00
Current FY # 0 o] ] 0 0 0‘ 07 7077 0 0 0 0 0 0 0 0 0 0
Yl 0007 000] 000 000] 000] 000] 000] 000] 000  000] 000] 000] 000] 0.00] 0007 000 0.00
Difference # Q g 0 0 Q Q Q Q 0 0 0 Q 0 0 0 0 Q
Ratio Change % o00l 000] oool o000l ooo] wool ooop oool o0l ool o000l ool ooo| o000l oovol 0w
[Net Change %| o000] 000l ooof ooo| oo0ol ooo] o000l o000l 000 000 oo0ol oo0o] o000l 000] o000l o000 oeo
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Report Symbol VP715B1

U.S. Environmental Protection Agency

Total Workforce - Distribution by Disability (OPM Form 2566 Self-ldentification Codes)

From September 30, 2000 To September 30, 2005

Total Workforce

E,g‘nf’u'r“g’"e"‘ Total by Disahility Status Detail for Targeted Disabilities
ToTaL| (03 [01) (05-94] [Targeted| {16, 17) | (23, 25] |28, 32-38]] [64-68] | [71-78] (82} [90] [91] [92)
No Not Disability | Disability [Deafness|Blindness{ Missing Partial Total |[Convulsive| Mental |MentalDistortion of
Disatility {Identified Limbs |Paralysis|Paralysis| Disorder |Retardation| liiness |Limb/Spine
TOTAL
080000 | EL18770 | 17592 247 931 163 22 21 10 35 12 27 13 17 6
% | 100 | 9372 1.32 496 0.87 0.12 0.1 0.05 0.19 0.06 0.14 0.07 0.09 0.03
. # (18481 | 17386 210 905 195 28 2B 11 10 11 29 13 30 5
U9R072005 15 00 | 9a.97 114 490 1.06 015 a.15 0.06 0.22 0.06 0.16 0.07 016 0.03
Difference [ # | 289 | -228 -37 -26 32 3 7 1 5 -1 2 0 13 -1
Ratio Change | ¥ 0.25 -0.18 -006 019 0.03 0.04 0.01 0.03 0.00 002 0.00 0.07 0.00
Met Change [9%| -154 | -128 | -14.98 | 279 19.63 27.27 3333 10.00 14.29 -8.33 7.41 0.00 76.47 | -16.67
Federal High | o 227
PERMANENT
_ _ # 17732 ] 16613 230 889 160 2 20 10 35 1 27 13 16 6
UIR0R2000 165 T 9369 | 130 | 5o 090 | 012 | on 006 020 | 006 015 007 | 009 | o003
Gor0nons | 117665 | 18585 202 878 193 28 28 10 40 11 29 13 29 5
%| 100 | 9389 1.14 497 1.09 0.16 0.16 0.06 0.23 0.06 0.16 0.07 0.16 0.03
Difference #1 -67 -28 28 11 33 5 8 0 5 0 2 D 13 -1
Ratio Change | 9% 0.20 018 -0.04 019 0.04 005 0.00 0.03 0.00 0.01 0.00 0.07 0.00
Met Charge | % | -038 | -017 1217 -1.24 2063 27.27 40 00 000 14.29 000 7 41 0.00 81.25 -16.67
TEMPORARY
_ #] 1038 379 17 42 3 0 1 Q 0 1 0 0 1 i
H9/A02000 1500 | 94 39 164 405 0.29 0.00 0.10 0.00 0.00 0.10 0.00 000 0.10 0.00
i _ #| B16 781 8 27 2 0 0 1 0 0 0 0 1 0
UAD72005 o [ 95 7 093 331 0.25 D00 0.00 0.12 0.00 0.00 0.00 0.00 0.12 0.00
Difference # | 222 -198 9 -15 -1 0 -1 1 0 -1 0 a D 0
Ratio Change | % 139 -0 66 -0.74 -0 04 000 010 0.12 0.00 -0.10 0.00 000 002 000
Net Change [% {2139 2022 | 5294 | 3571 | -33.33 nos [-100.00 0.00 0.00 |-10000 0.00 000 0.00 000
NON-APPROPRIATED
nornp000 2O 0 0 Q 0 ] 0 0 0 0 0 0 0 0
i % | 0.00 00a 000 0.00 000 0.00 0.00 000 0.00 000 0.00 0.00 0.00 0.00
. _ #] 0O 0 0 0 0 a 0 0 0 0 0 D 0 0
09302008 = 1550 T 5o 000 | 000 | ooo | ooo | 000 0.0 oo | oon 000 000 000 000
Difference EXE 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change | ¢ 0.00 0.00 0.00 0.00 0.00 000 0.00 000 0.00 0.00 000 0.00 0.00
Net Change [%[ oo0 [ 0.00 000 0.00 000 0.00 0.00 000 0.00 | 0.0 0.00 0.00 0.00 000
Page 1 of 1
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Report Symbol VP715A2

U.S. Environmental Protection Agency

Total Workforce by Component - Distribution by Race/Ethnicity and Sex
As of September 30, 2004

Full/PartTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
. . Native American
Component Total Employees Hlsf:t?,:z or White ?;;:?:azr Asian Hawaiian or Indian or ng{g(r:ehgore
American Other Pacific Ala§ka
Islander Native

Al Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |[Female| Male |Female

TOTAL #| 17649| 8642 9007 414 462 6910 5411 756 2563 496 501 Q ] 66 30 0 0

% 100 4897 6103 2.35 262 3915 3066 428 1447 2.31 2.84 0.00 0.00 0.37 0.45 0.00 0.00

CLF (20 00) % 100 532 468 62 45 390 337 438 57 19 1.7 01 0.1 03 03 03 0.8

. # 520 208 312 4 8 172 146 26 145 6 1 0 0 0 2 0 0
Administratar S

Yo 100| 4000( 6000 077 1541 3308 2808 500| 27388 115 212 0.00 0.00 0.00 0.38 0.00 0.00

Assistart Administrator for Enforcement | # 918 473 445 33 24 334 267 38 140 16 22 0 0 2 2 0 0

& Compliance Assurance % 100 5153 4847 359 261 41.83] 2800 4141 15256 1.74 2.40 0.00 0.00 0.22 0.22 0.00 0.00

office of Genaral Counsel # 204 a7 107 2 2 84 64 5 33 3 8 0 0 0 0 0 o]

% 100| 47565| 5245 098 03| 4118 3137 245 1618 2.94 3.92 0.00 0.00 0.00 0.00 0.00 0.00

Office of Inspector General # 365 193 172 5 4 146 96 27 59 14 13 0 0 2 0 0 0

% 100 6288 4712 137 110| 39.73| 2630 7401 1616 3.84 356 0.00 0.00 0.55 0.00 0.00 0.00

Assistant Administratar for International | # 77 28 49 [ 4 18 29 3 12 1 4 0 0 1 0 0 0

Activities % 100 3636| 6364 8.49 519 2338| 3756 3901 15668 1.30 519 0.00 0.00 1.30 0.00 0.00 000

) # 334 124 210 2 5 91 99 24 97 7 9 0 0 o] 0 0 0

Ofice of the Criet Financial Cfficer %|  100] 3713 6287| 060 150 2725 2964 7.19] 2904] 210] 269 000] 000] 000 000] 000 000

Office of Enviranmertal nform ation # 378 176 202 10 7 134 103 22 80 9 12 0 0 1 0 0 0

% 100! 4656| 5344 265 185 35451 2725 5821 2116 238 317 0.00 0.00 0,26 0.00 0.00 0.00

Assistant Administrator for Administration | # 736 287 449 20 12 190 181 89 245 7 8 0 0 1 3 0 0

& Resources Management % 100 3899 6101 272 1863| 2582 2459 938 3329 0.95 1.09 0.00 0.00 014 o4 0.00 000

Assistant Administrator for Water # 630 283 347 3 7 238 222 21 93 18 20 o] 0 0 ) 0 0

% 100 4492 65508 0.95 141 37.78] 3524 333] 1476 286 317 0.00 0.00 0.00 079 0.00 0.00

Assistarit Administrator for Sobd Waste &| # 604 276 328 16 7 218 208 26 103 16 9 0 0 2 1 0 0

Emergency Response % 100 4670 5430 248 116 3609 3444 414 17.05 265 1.49 0.00 0.00 033 017 Q.00 0.00

Assistant Administrator for Air & # 1280 701 579 25 19 599 398 42 129 32 29 0 0 3 4 0 0

Radiation % 100 5477 4523 1.95 148 4680 3109 3.28) 1008 250 227 0.00 0.00 023 0.3 0.00 0.00

Asaistant Administrator far Prevention, # 1338 634 701 16 23 476 383 74 266 63 34 0 0 5 5 0 0

Pestoides & Toxic Substances % 100| 47.49] 5251 1.20 172] 3566| 2889 5541 1918 472 255 0.00 000 0.37 037 0.00 0.00
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Report Symbol VP718A2

U.S. Environmental Protection Agency

Total Workforce by Component - Distribution by Racel/Ethnicity and Sex
As of September 30, 2004

Full/PartTime Permanent Warkforce

RACE/ETHNICITY (Non - Hispanic or Latino)
ot Empayaos |Mpame o[ ptanor [, o AR o hore
Campaonent Latino White Afnc_an Asian Other Pacific] Alaska Races
American Istander Native

Al Male [Female| Male |Femiale| Male (Female| Male |Female| Male (Female| Male |Female| Male [Female{ Male (Female
Assistart Administrator for Research & | #| 1843] 1065] 778] 24| 18] 931] 591] 65 125] 45| 32 0 o] 10| 12 0 0
Developmert %  100| 57.79] 4221| 130 098] 6052] 32.07| 298| 678 244] 174] 000] 000 064 085 000] 000
Ragion 1 Baston #eos| ase| oas| 14| 16| o[ wes| 17] 0| 2| 15 0 0 0 2 0 0
%| 100| 49.78| 5022 201] 230 4187 4115 245 432] 346 216 000| 000 000 029 000] 000
egion 2 New York #| sn| sor| aa| eo|  e7| ors[ ar0] ao] 7o ae] w0 0 0 3 0 0
%| 100] 6506 4495] ©61] 045 4116 2280 315| 8&58| 423 380 000| 000] 000 033 000 000
. . . #| o933] 443 90| 14| 31| 373 07| 41| 134| 15| 18 0 0 0 0 0 0
Region 3 Philadelphia %| 100| 4748 6252| 160] 32| 39.98] 32.90| 439 1436] 161] 193] 000 000] 000] 000] 000] 000
A #| 1058] &:| 27| o5 13| 39| o67| 6| 238 s 6 0 0 5 3 o 0
Region 4 Atlanta % 00| 5019 49.81] 236 1.23| 3762 2524] 03| 2260 170| 067| 0600| 000] 047] 028 000 000
Region 5 Chicago #| 1269] 24| eas| 22| s4] 498 14| eo| oe8] 41| ss| o 0 3 4 0 0
%] fo0] 4947| 5083] 173| 268| 3924 2474 473] 2033| 323] 276 000 000| 024] 032 0.00] 000
, #| sso| 431| a4s| 43| 47| 08| 27| 39| 18] 31| 19 0 o 10 8 o 0

Region € Dallas s — - - -
%]  100] 4898 61.02] 4.89] 534] 3500] 2693 443| 1688 362 246 - 000] 000 114| 091]| 000] 000
Region 7 Kansas Ciy #] sas] o] oe6] o| 14| 2et| eos| 1s[ so[ o] s o o 3 5| o 0
%]  100| 4791] 6209] 164] 265] 4026] 3734 273] 1075] 132] 055] 000] 000| 146 091] 0.00] 000
, #| e23] so4| 19| 27| 33| 251 238 14| 31 g 12 0 0 4 4 0 0
Reglon § Denver %|  100] 4880] B120] 433 530| 4029] 3820 226] 498] 128] 209] 000] 000] 064] 064] 000] 000
_ , #| 65| osed| 4s1| 24| 34| 287| 282 19| 52| 49| 107 0 0 5 8 0 0
Region 9 San Francisco %| 100] 4439 6661| 277 393 3318| 3260] 220| 601] 666| 1237] 000 000] 068] 069 000] 000
_ #| 632 264 368 o] 13| 204] oss 6| 17] 21| a9 0 0 N EE 0 0
Region 10 Seattle %| 100| a177| 6823| 142 206] 3544] 4567 095 269 332] 647| 000 000] 063 174] 000 000

Q - : . k
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Report Symbol. VP715A2

U.S. Environmental Protection Agency

Total Workforce by Component - Distribution by Race/Ethnicity and Sex
Full/PantTime Permanent Workfarce

As of Septemher 30, 2000

RACE/ETHNICITY (Non - Hispanic or Latino)
. . Mative American
Component Total Employees Hlslf):t?r:ﬁ or White BAl]?}:::a‘:‘r Asian Hawaiian or Indian or Twag'r:‘:d;ore
American Other Pacific] Alaska
Islander Native
All Male |Female| Male |Female| Male [Female| KMale |[Female| Male |Female| Male |Female| Male [Female| Male |Female
TOTAL #117732| ss66| 86| 372 444 7235 5396 731| 2614] 462|437 0 0 66 75 0 0
% 100] s000] s000] 210] 2s50] 4d0s0| 2043] 412 1418] 261 - 246 o0o00| o000l 037 042 000 000
CLF (2000) %{ 100| s532] 488 62| 45 390| 337 48] s7[ 19 17] 04 04 03] 03] o8] o3
: #4750 178 299 6 6| 142 185 19| 127 ) 9 0 0 0 2 0 0
Administrator %[ 100| 3706| 6295] 126 126] 2989 3263 400] 2674] 189 129 000 000 000] 042] 000| 000
Assistant Administratar for Policy, # 26 16 9 1 0 12 5 3 4 0 0 0 0 0 0 0 0
Planning & Evaluation (No longer in use) |%|  100| 6400| 36000 400| 000 4800 2000[ 1200] 16.00| 000] 000] 000] 000] 000] 000] 000] 000
Assistart Administrator for Enforcemert | #] 887|448 439 19 19 381 273 32| 129 15 16 0 0 1 2 0 0
& Compliance Assurance %|  100] s051| 4949] 214 214] 4295| 3078] 361 1464] 163 180 o000 o000] 011] 023 000 000
Ofice of General Counsel #1 1 96 96 2 2 79 65 7 34 7 5 0 0 1 0 0 0
%[ 10o0| 5000 50.00] 1.04] 104 4115] 2865 365 1771| 366] 260 o000] oo0o] o0s2] 000] 000f 000
Ofice of Inspecior Generd #| 385 177] 178 3 2] 138 108 3 60 6 10 0 0 1 0 0 0
%|  100] 4988] 5014] o0s5] ose| 2831] 2986 73] 1690] 169 282] ooo] oo00] 028] oo0] oco0] o000
Assistant Administrator for International | # 84 33 51 6 4 24 20 2 13 1 ] 3 0 0 0 1 0 0
Activities %[ 100| 3929] 6071 714l azel 2857 2571 23s] 1548] 119 357] o000l o000 oo0ol 1] o000l o000
o #1 s3] 18] 208 5 4 $9 93 21 99 3 9 ) 0 0 0 0 0
Ofice of the Chief Financial Officer %! 100] 3653| 6347] 185 124] 2766| 2579] 660| 3065| 093] 279] 000] 000| 000] 000] 000] 000
Sfice of Ensirormertal Inarmation #|  3e2| 168|198 7 71 132 105 20 76 7 6 0 0 0 2 0 0
%]  100] 4536] s5414] 193] 193] 3648) 2001] s5s2| 2099 193] 168] 000] coo] 000 o0ss] o000] o000
sssistant Administratar for Administration| & 770 207]  473| 19| 2| 1ss| 210 72| oa 6 2 0 0 1 2 0 0
& Resources Management %|  1o0] 3867] 6143] 247] 156] 2584 2727] 935 3130] 078] 104] 000] ooo] o13[ o26] oo00o] o000
‘ o ‘ #| es0| 37| 33 4 9 272 203 19 97 2 23 0 0 1 1 0 0
Assistant Administrator for Water %] 100] 4877| 5123 062| 138] 4185 3123 292 1492| 323 364] 000] 000 015 015] 000| 000
Assistart Administrator for Solid Waste &|#|  s17] 290|327 16 4 237 204 19| 110 15 8 0 0 3 ] 0 0
Emergency Response ol 100| 4700] s300] 259 oses| 3s41| 3306] 308| 17.83| 243] 130] o000l o000] o4s] o018] o00] 000
Assistant Administrator for Air & #| 1299 72 587 24 17 619 413 38 129 29 22 0 0 2 [ 0 0
Radiation %’ 10| s481] 4618 188] 13| 4765 3179] 293] es3l 223] 188l oo06] oco] o1s] o04asl o000l ooo
Page 1 of 2
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Report Symbol VP715A2

U.S. Environmental Protection Agency

Total Workforce by Component - Distribution by Race/Ethnicity and Sex
Full/PanTime Permanent Workfarce

As of September 30, 2000

RACE/ETHNICITY (Non - Hispanic or Latino)
. : Native American
Component Total Employees | "'SPanic of White Back or Acian |Hawaiian or | Indian or Two or More
American Other Pacific)  Alaska
Islander Native

Al Male |Female| Male |[Female| Male |Female| Male |Female| Hale [Female| Male [Female| Male |Female| Hale (Female
Assistant Administrator for Preventian, #| 1269 642 627 12 15 501 342 67 236 56 31 0 0 6 4 0 0
Pesteides & Toxic Substances % 100| 5069 4941] 095 118| 3948| 2695 528 1852| 441| 244] 000] 000] 047 032] 000] 000
Assistant Admiristrator for Research & | #| 1870 1120] 750 21| 20| os4| s7s|  s8| 23] 48| 22 0 o] 13 9 0 0
Development %| 100] 5989] 4011| 112] 107 5262 3075] 299| 668| 246| 123] 000 000 070| 048 000 000
Region 1 Bodton #] 7| as7| oe1|  n|  te| sos| 2es[ 6] 28] 21| 15 0 0 1 4 0 0
% 100| 4972 5028| 153| 223] 4290 4160] 223] 390] 292] 209 000 000| 014] 086] 000] 000
Region 2 New York #] os1| ss2] o] b9[ sa| 00| 20s] 31| 79| 42| o8 0 0 0 3 0 0
%| 100| 5714 4286 6234] 902| 42.96] 2202| 333| 849 451] 301] 000] 000 000] 032] 000] 000
Region 3 Philadelhia # oas] ass] aor] ro] as[ ses| ses[ o7| e[ o[ 2o 0 0 1 0 0
%| 100| 4826] 5174] 126] 263] 4173| 3214] 3.90] 1486 126 211] 000] 000] 011] 000] 000 000
oo 4 Allants #] 115] eeo] 56| o8] 14 436] 300 sa] 2m0] 17 8 0 0 4 4 0 0
d %] 100| 5058| 4942 249| 124] 3876| 2667| 747| 2044] 151 071] 000] 000] 036] 036] 000] 000
Region 5 Chicago #] 1om1| es2| e3s] o[ 37| sod| o207] o[ omt| 44| 29 0 0 > 5 0 0
%|  100| 4972] s028| 173 291| 3985| 2337 472 2132| 346] 228 000] 000| 016] 039 000 000
Regon 6 Dalls #] ea] ant| asa| 4] so| aas] 24| as] ts2|  es] 17 of o 8 sl o 0
%| 100 4933| s067| 431] ss2| 3613] 2729] a25| 1477] 324] 1390] o0o0o] ooo| oss| oss| o00] 000
Region 7 Kansas Ciy #| sro| 283 287 g| 13 23] 208] 13| e s] 2 o 0 6 5 0 0
%| 100] 4965| 5035| 140| 208| 4263| 3596 316| 1088 140| 035| 000] 000| 105] 038 000 000
cecion £ 0 #| ez6] s03] 323 20| 38| 286| 2a1] 15| 29 s 10 0 0 6 5 0 0
glon & Benver %| 100] 4840] 5160 319 607 4089] 3850] 240] 463 096] 160] 000] 000] 086 080] 000 000
Region 9 San Franisco #| e[ so7| ast| 16[ 0| 3to] 272] 20[ 49 46| o7 0 0 5| 3 of o
%|  100] 4682] 5318 189 354] 3656 3208| 236 578| 642] 1144] 000] 000| 069] 038 000] 000
#| 62| 288 26 s|  14] o252 260 e 18] 18] a8 0 0 4 g 0 0
Region 10 Seatle %[ 1o0| 4598| 5402| 129 225 4051| 4180 096 267| 267 611] 000| 000| 064] 129] 0.00| 000

o R . .
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Total Workforce by Component - Distribution by Disability (OPM Form 266 Self-ldentification Codes)

Repont Symbol VP716B2

U.S. Environmental Protection Agency

As of September 30, 2004

Full/ParnTime Permanent Workforce

Total by Disability Status Detail for Targeted Disabilities
Component TOTAL [05] 1] [96-9_4] Targe_tgd {16,17) | [23,25] | [28, 32-38]| [64-68) | [71-78] 82} {90] #1) [92]
No Nat Disability | Disability | Deafness |Blindness | Missing Partial Total | Convulsive| Mental Mental | Distortion of
Disability | Identified Limbs Paralysis | Paralysis | Disorder |Retardation| liness | Limb/Spine

Total Work Force #117649 | 16555 196 898 194 27 29 10 43 12 31 13 24 5

%[ 100 93.80 1.11 5.08 1.10 0.15 0.16 0.06 0.24 0.07 0.18 007 0.14 0.03
Federal High % 2.27

Administrator #1 520 480 4 36 7 2 0 1 0 0 2 1 1 0
%| 100 92.31 0.77 b6.92 1.35 0.38 0.00 0.18 0.00 0.00 0.38 0.19 0.19 0.00

Eriorcom ot & Cornane  |#| 918 | 875 7 36 3 0 0 0 1 0 1 0 0 1

rcemert & Compliance

Acsyance %| 100 9532 0.76 3.92 0.33 0.00 0.00 0.00 0.11 0.00 0.11 0.00 0.00 0.01

Ofice of General Coungsel #1204 193 2 E 0 0 0 0 0 0 g 0 0 0
%| 100 94 61 0.98 4.41 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

Ofice of Inspector General #| 365 332 g 24 5 a 8] 1 3 a 1 0 a 0
Y%| 100 90.96 2.47 6.58 1.37 0.00 0.00 0.27 0.82 0.00 0.27 000 0.00 0.00

Assistart Administrator for #| 77 73 0 4 1 0 0 a 0 0 0 0 0 1
Irternational Activities %| 100 94.81 0.00 5,19 130 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0 Q0 0.01

Ofice of the Chief Financial Officer #] 334 10 4 2 & g 0 ! 2 g L g 2 g
%| 100 92 .81 1.20 5,99 1.80 0.00 0.00 0.30 0.k0 0.00 0.30 0.00 0.60 0.00

(fice of Environmertal information 378 348 2 28 6 2 2 0 0 0 0 ! ! 0
%| 100 92.06 0.53 7 41 1.59 0.53 0.53 0.00 0.00 0.00 0.00 026 026 0.00

A’*;:;q‘i;‘aﬁ‘;‘:'g' fod ‘D“L'"ngs 7% | 679 9 43 8 0 D 0 1 D 2 5 D D
- Y| 100 92 26 1.22 b.52 109 (.00 0.00 0.00 0.14 0.00 0.27 0.68 0.00 000

Assistart Adimimstrator for Water 630 594 3 EE; 2 2 ! ! 0 0 3 o 2 0
%| 100 94 .29 0 48 5 24 1.43 0.32 0.16 0.16 000 0.00 0.48 000 0.32 0.00

Assistant Administrator for Sold | # | 604 566 4 34 8 1 2 1 1 1 2 0 0 0
Waste & Emergency Response (%) 100 93 71 0.6b 5.63 132 017 0.33 0.17 0.17 017 0.33 0.00 0.00 0.00

Assistant Admiristrator for Air & | #] 1280 | 1201 19 60 12 0 2 0 5} 2 0 2 0 0
Radiation S| 100 93 83 148 4.69 0.94 0.00 0.16 0.00 0.47 0.16 0.00 0.16 0.00 00

Pr'e:/:ar|n0n I PeSﬁCld:j TE" T‘E;ic 1335 1248 17 /0 15 4 ! 0 b ! ! L ! g
o hetanio Y%| 100 93.48 127 524 112 030 0.07 0 00 045 007 007 0.07 0.07 000

Assistant Administrator far #| 1843 1734 35 74 12 1 1 1 4 0 3 1 1 o]
Research & Developmert %! 100 94.08 1.90 402 0.65 0.05 0.05 0.056 0.22 0.00 016 0.05 005 0.00
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Total Workforce by Component - Distribution by Disability (OPM Form 256 Self-ldentification Codes)

Report Symbol: VP71562

U.S. Environmental Protection Agency

As of September 30, 2004

Full/PartTime Permanent Workforce

Total by Disability Status

Detail for Targeted Disabilities

Component ToTaL| 09 1) [06-94) [ Targeted | [16,17] | [23,26] | (28, 32-38]] [64-68] | [71-78] |  [52) [90] 1] 2]
No Not Disabiity ) Disabifty | Deafness | Bindness | s sing Partial Totgh | Convulsive |  Mental Mertal | Distortion of
Disability| ldentfied Limhs | Paralysis | Paralysis | Disorder |Retardaion| liness | Limbk/Spine
Region 1 Soston #] 695 | 662 10 3 3 a 1 0 0 | o 2 ] 0 0_
%] 100 | 9525 | 144 | 331 043 | 000 | 014 | 000 | 0.00 | 000 | 029 | 000 | 0.00 | 000
. #] 921 | 674 1 46 12 g 4 0 1 0 & 0 1 R
Region 2 New York %] 100 | 9490 | 011 | 499 130 | 065 | 043 | 000 | 011 | 000 | 000 | 000 | 011 | OO0
Regen 3 Phiadeliya #] 933 | @96 | & | 41 8 B 1 0 1 0 1 0 4 0
%| 100 | 9496 | 064 439 | 086 | 041 | 041 | 000 | 044 | 000 | 019 000 | 043 | 000
— #] 1059 | 994 5 55 14 1 2 1 4 1 3 0 ] 1
Region 4 Aliarta %] 100 | 9395 | 085 | 520 | 132 | 009 | 049 | 009 | 038 | 003 | 028 | 000 | 008 | 001
._ #] 1289 | 1191 11 57 25 0 5 1 5 3 E_ | 1 3 2
Region © Chicago %] 100 | 93.85 | 087 £28 | 197 | 000 | 039 | 005 | 033 | 024 | 033 008 | 024 | 001
couon ¢ et #] 80 | 802 | 13 | €5 g 1 2 0 2 ] 2 0 1 0
a %) 100 | 9114 | 148 | 7.39 102 | 011 | 023 | 000 | 023 | 011 | 023 | ooo | 011 | 000
Region 7 Kansas Gy #| 649 | 508 | 7 34 G | s | a ) 4 | 2 1 1 o | o
%| 100 | 9253 | 1.8 | 619 | 237 | 091. ] 000 | 000 | 073 | 036 | 018 | 018 | 0.00 | oo0
Ragion # Demver 4] 623 | 572 8 13 B 0 1 | o 0 il 0 | 5 | 0
%] 100 | 9981 | 128 | 690 128 | o0 | 016 | 016 | 000 | 000 | 046 | 000 | 080 |- om0
, , #] 865 | 828 5 29 B | | z 1 1 0 0 0 1 0
Regon 9 San Frantiseo ™o 9572 | 092 | 336 | 065 | 042 | 023 | 012 | 042 | 000 | ooo | oo0 | 042 | 000
_ %] 632 | B05 B 19 4 0 p) B 1 1 0 0 i) D
| Regon 105eatle %| 100 | 9573 | 127 | a0l | as3 | 000 | 032 | om0 | 016 | 016 | 000 | 000 | 000 | 000
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Report Symbol VP715A3-1

U.S. Environmental Protection Agency

Occupational Categories - Distribution by Race/Ethnicity and Sex
As of September 30, 2004

Full/PartTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
Hispanic or Black or Nat.i've Amt.arican Two or More
Occupational Category Total Employees Lpatiﬂo White AAfric_zm Asian &a‘;’:’g?;ﬂrc Irxr:;z;’r:(:r Races
merican Islander Native
NJMaIe;LFemale Male |Female | Male |Female| Male ]Female Male?emale Male ]Female Male JLenrale Male ]Female
1. Officials and Managers

- Executive/Senior Level (Grades | #] 1346] 835 511 41 14 722|407 46 63 22 18 0 0 4 4 0 0]
15 and Above) % 100] 6204| 37.98] 305] 104] s364] 3024] 42| 508] 163] 124] 000] o000l o030 030] o000] 000
#] 0 657] 337|220 14 9| 282 164 22 37 17 9 0 0 2 1 0 )

- Mid-Level (Crades 13 - 14) %| 100 6050 3950 251 162| 5063 2944] 395 6s4] 05| tez| o0o0o] 000 o036 o1z 000l 000
- First-Level (Grades 12 and # 5 2 3 0 0 2 2 0 1 0 0 0 0 0 0 0 0
Below) %| 100] 40.00| 6000 000| 000 4000 4000] 000| 2000 000 ©00] 000] 000] 000 000] 000] 000
- Other Offcials and Managers #] 3018 9] 212 53 #3652 1062] 151 907 30 65 0 0 3 o 0
%| 100| 2986| 7044] 176 292| 2160] 3486 500 3005 099 215/ 000] 000] 020] 048] 000] 000

Officials and Managers - #| d9o8| 2086] 2860 108| 111| 1es3| 1625] 219 1013 89 92 0 0 12 19 0 0
TOTAL %) 100 4194] 68.08] 219] 295 3368] 3090] 445] 2056] 140] 1870 o0o00] 000 024] 039 000] 000
2. Professionals #111017] 6115 4902 279l  262| 4917| 3345] 40| s90] 408! 381 0 0 51 54 0 0
%| 100] 5651 4449] 253] 229 4463 3036] 418] s08| 370| 328] 000] 000 046 049 000| 000

3. Technicians #1 247 13| 11s 2 10| 109 53 14 38 5 8 0 0 1 2 0 0
%) 100] 53.04| 4696] o081] 405| 4413 2343) 67| 1538] 202] 3240 000] 000] 040] ot 000] 000

1. Sales Workers # 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
%| 100/ 000/10000] 000] 000] 000]10000] 000| oc00o| o000/ 060[ 000] 000[ 000 0600] 000 000

5. Administrative Support #1 1190 18] 1075 13 $3 63| 342 40| 604 8 36 0 0 1 5 0 0
Workers %| 100 9s6| 9034| 109| 739 445 2874 23236| s076| o067 303 o000l ool oo0s] o42{ ooo| o00
N # 3 8 0 0 0 5 0 3 0 0 0 0 0 0 0 0 0
6. Craft Workers %|  100] 10000] 000] o000| 000 6250] o000 3760] o000] 000] 000 000 000] 000] 000] 000] 000
. # 1 1 0 ) 0 1 0 0 0 0 0 0 0 0 0 0 0

7. Operatives % 100] 10000] o000] o000 000[10000] 000 000] o000] 000 000] 000| 0o00| 000| 000 000 000
# 2 2 0 0 0 0 0 2 0 0 0 0 0 0 0 0 0

8. Laborers and Helpers 5] 1o00| 10000] o0o| o0o] ooo] ooo] o00]10000] 0.00] 000| 000] 000 o000 000 000 000 000
9. Service Workers #{ 257 204 53 12 1| 167 40 18 3 3 4 0 0 1 0 o 0
%|  100] 79.38| 2062] 467] 039] ed498| 1586 700] 311 233] 188 000] 000 039] ooo| 000] 000
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Report Symbal. VP715A3-1

U.S. Environmental Protection Agency

Occupational Categories - Distribution by RacelEthnicity and Sex
As of September 30, 2004

Full/PartTime Permanent Workforce

RACE/ETHHICITY {(Non - Hisp

anic or Latino

; : Native American
) Hispanic or Black or . : Two or More
Gccupational Category Total Employees Latino White AAfrigan Asian gt?l‘g:“;:::ﬁ.:c Irxillaasnkgr Races
merican Islander Native

All TmﬂFemale MaﬂFemale Mal(ﬁFemale Male Female Hale Female Male ]Female Male JFemale MaleJFemale

1. Officials and Managers
- Executive/Seniar Level (Grades |#| 1346] 836 511 41 141 722 407 48 63 22 18 0 0 4 4 0 0
15 and Above) %) 100] 6204] 3798 308 1.04] s364] 3024 42| 505 163] 134] o00] o000l o030 o030 o000l o000
- # 557 337 220 14 9 282 164 22 37 17 9 0 0 2 1 0 0
- Mid-Level (Grades 13- 1) o0 ol 3es0] 251 12| 6063] 2944] 395] 6ed| 205 162 000 00| 036 o1s| 000 00
- Furst-Level (Grades 12 and # 5 2 3 0 0 2 2 0 1 0 0 0 0 0 0 0 0
Below) %) 100] 4000 6000)- 0:00] 0:00] 40.00{ 4000 0001 2000f 000! 000l 000] o000l 000 000 000 000
| Other Officials and Managers # 3018 892 2126 537 88| 65? 717052 1517 907 30 65 0 0 ] 6 14 0 0
% 100 2956] 7044) 176] 292) 2160] 3486| 600 2006] 093]|. 216~ 000] 000 020) 048] 0.00{. 000
Total Work Force #| 17643] 8642|9007 414 462 769719 5411 756 2563 4967 5017 0‘ i 0 66 0 0 0
Y 100 48.97| 61.03] 235 262] 39451 30661 428 1447 281 284 000] 000 037 045 0.00{ 000
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Report Symbol: VP715A3-1

U.S. Environmental Protection Agency

Occupational Categories - Distribution by Race/Ethnicity and Sex
As of September 30, 2000

Full/PantTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Lating)

Toto Emplayees | SPanIE o Glack o e | AT g or o
Occupational Category Latino White Afnc'an Asian Other Pacificl  Alaska Races
American N
Islander Native
Al l Male IFemaIe Male lFemale Male IFemale Hale ]Female Male lFemaIe Male F’emale Hale lFemaIe Male IFemale
1. Officials and Managers
- Executive/Senior Level (Grades [#] 1266 839 417 26 7] 749 342 46 53 17 14 0 0 2 1 0 0
15 and Above) %| 100| 86.80] 3320 199 056 5963 2723] 366 422| 135 141] 000] 000| 046] 008 006 000
#|  s7rl are| eos| 18] 1] sl 1] 16| 29| s 3 0 0 0 0 0 0
- Mid-Level (Crades 13 - 14) % 100| 6a47| 3563 312| 191 6681] 2704] 277] s03] 277] 188] o000] o000] o0o0o] ooo] ooo] ovoo
- First-Level (Grades 12 and # 1 0 1 0 0 Y 0 0 1 0 0 0 Q 0 0 0 0
Below) % 100] 000{10000] 000 000 000 000 000[10000] 000/ 000 000] 000 000] 000] 000 000
Other Officials and Mar #| 2036|  s7s| 2088] 47| 7s| es4] 109s] 141 sms] 30| s 0 0 6| 15 0 0
- Other Officials and Managers 1o 4= 1™ 00| 7010] 160| 266| 2228 37.40] 480] 27.79] 102] 174] 000] 000] 020 051] 000 000
Officials and Managers - #1 arrt| 2000 2631 so] 96| 17260 1596] 203] w99 63| 74 0 0 s| 16 0 0
TOTAL %| 100| 4321] 6619] 189] 20| 3618| 3345] 425] 1384] 132] 155] ooo] oo oa7] o034] o0o00] o000
) #| 10880 6295| 4s504| 262 230 s155| 3200 440 04| 385] 312 0 ol s 4 0 0
2. Professionals p
%] 100] s781| a219] 241 2a1] 4734] 2038] 404 73s| 354] 287 000] o000 o4s] o044 o00] oo00
3. Technici # ssa| | e o 13| 147| 88| t5] 7 4 7 0 0 2 > 0 0
- lechnicians %|  100| 4859 6141] 113] 367] 4153 2486 424 2034] 113] 198| 000] 000| 066 056] 000] 000
4. Sales Work # 1 0 ] 0 0 0 1 0 0 0 0 0 0 0 0 0 0
- >ajes Workers %l 100] o000 10000] 000 o000] o0o0o]10000] o00| o0o| o000] o0o| o0oo] o000] o0oo| oo0o| ooo| ooo
5. Administrative Support #| 1484|  123] 1341 71 103 57| 4 50| 127 71 0 0 > 8 0 0
Workers %| 100] sa0] 9160] 048] 7oa| as9| 3149] 342| 4966 o4s] 287] o000] o000] 014] o085 o000l o000
R # 8 8 0 0 0 5 0 3 0 0 0 0 0 0 0 0 0
6. Craft W
raft Workers %] 100 10000] 0.00] o000l o000 e250] o000l 37s0] o000l oo00] o00o] oo0o] ooo] oeo0o] ool o00o] ooo
) # 3 3 0 0 0 1 0 2 0 0 0 0 0 0 0 0 0
7. Operatives
%| 100[10000] o000] o0o] oo0o| 33330 000] es67] ooo] oo0] o000l ooof o000l oool o000l ooo| o000
# 2 2 0 0 0 0 0 2 0 0 0 0 0 0 0 0 0
8. Laborers and Helpers
% 100/ 100.00] 000] o000 o000l 000] o000/10000] ool o000] o600l o000l o000l ocool oo0o] ool o000
. #) 240 17| 7 3 2| 144]  s0| 18] 12 3 > 0 0 1 1 0 0
9. Service Workers 2
%] 100] 720s] 27e2| 375] o0s3| s000] 2083| 647] 500 128] os3] ooo] ooo| o42| o42] ooo| oco
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U.S. Environmental Protection Agency
Occupational Categories - Distribution by Race/Ethnicity and Sex

Repont Symbol: VP715A3-1 As of September 30, 2000 FullfPanTime Permanent Workforce
RACE/ETHNICITY (Non - Hispanic or Latino)
Hispanic or Black or Nat_i.ve Amgrican Two or More
Occupational Category Total Employees Latino White AAfric.an Asian &?}:‘?gznc%:: lrxilglsr:(:r Races
merican Istander Native

All [ Male ]Female Male iFemaIe Male iFemale Male [Female | Hale ermale Hale [Female | Male [Female| iale —[Female

1. Officials and Managers
- Executive/Senior Level (Grades #1266 839 417 26 7 749 342 46 53 17 14 0 _ 0 2 1 0 0
15 and Above) %) 100 s630] 33200 199] ose| s963] 2723| 3e6] 422 135] 111] ooo]l oo0o] o018l o008 o00o] o
. - # 577 372 206 13 1 322 156 16 29 16 9 0 0 0 0 0 0
- Mid-Level (Grades 13- 14) %] 100 e4a7| s553] 312] 1e1] s521] o704 277| 03] 277 186 ooo] 000 o000 o000 o600l o000
- First-Level (Grades 12 and # 1 0 1 0 0 o ¢ 0 1 0 of o 0 0 0 0 0
Below) Y% 100! 0.00] 10000] 000| o000 0:00 000 oo0ft0000] o006 ool oool oool oo0o] o000 ool oo
| Other Officials and Managers #) 2938 ] 3781 2068 ] 47 73 664 1Q9$ 141 _ 316 ] 30 7 Sj 0 0 3 16 0 0
% 100] 2980) 7040] 1.60] 266| 2228] 3740 430)-27.78] 1.02] t74{ 000] 000/ 020 0851 000] 000
Total Work Force # 17732 3866 8866 ?72 444 ?2357 5336 73j 2514 462 437 _ 0 ) 707 667 ] 75 0 70‘
% 100] 5000) 60001 210 250) 4030) 3043 412] 1418) 261} 246] 000] 000] 037] 042) 000} 000
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Report Symbal VP715B83-1

U.S. Environmental Protection Agency

Occupational Categories - Distribution by Disability

As of September 30, 2004

Full’/PartTime Permanent Workforce

Total by Disability Status Detail for Targeted Disabilities
Occupational Category | TOTAL| [08] 1] [06-94] | Targeted | [16,17] | [23,25] | [28, 32-38]( [64-68] | [11-78] (82] (90] 1] [92)
No Not Disability | Disability | Deatness | Blindness | Missing Partial Total | Conwuisive]  Mental Mental | Distortion of
Disability | Identfied Umbs | Paralysis | Paralysis | Disorder |Retardation| liness | Umb/Spine
1. Officials and Managers
- Executive/Senior Level # | 1346 1286 13 47 4 0 1 0 2 1 0 0 0 0
(Grades 15 and Above) % | 100 95.54 0.97 3.49 0.30 0.00 0.07 0.00 0.15 0.07 0.00 0.00 0.00 0.00
- Mid-Level (Grades 13 - | # | 557 539 2 16 2 0 0 0 1 0 1 0 0 0
14) % | 100 96.77 036 2.87 0.36 0.00 0.00 0.00 0.18 0.00 0.18 0.00 0.00 0.00
- First-Level (Grades 12 | # 5 5 0 0 0 Q0 0 0 0 0 0 0 0 0
and Below) % | 100 100.00 | 0.00 000 0.00 0.00 0.00 0.00 0.00 0.00 000 0.00 0.00 0.00
. Other Officials and #| 3018 2820 36 162 33 3 4 1 6 4 7 1 4 3
Managers % | 100 93 44 1.19 5.37 109 010 0.13 0.03 020 0.13 0.23 003 0.13 0.10
Officials and Managers - | # | 4926 4650 51 225 39 3 5 1 9 5 8 1 4 3
TOTAL % | 100 94 40 104 4.57 079 0.06 0.10 0.02 018 010 0.16 0.02 0.08 0.06
2. Professionals # | 11017 | 10382 125 510 94 17 13 7 23 7 17 1] 8 2
% | 100 94.24 1.13 4.63 0.85 0.15 0.12 0.08 02 0.06 015 000 0.07 0.02
1. Technicians # | 247 217 5 25 7 2 1 0 1 0 0 0 3 0
% | 100 g7 85 2.02 1012 283 0.81 0.40 0.00 0.40 0.00 0.00 0.00 121 0.00
1. Sales Workers # 1 1 0 0 0 0 0 0 0 0 0 0 0 0
% | 100 10000 | 000 0.00 000 0.00 0.00 000 0.00 0.00 000 0.00 000 0.00
5. Administrative #| 1190 1045 13 132 54 5 10 2 10 0 6 12 9 0
Support Workers % | 100 87.82 109 11.09 4.54 0.42 0.84 0.17 0.84 0.00 050 1.01 0.76 0.00
6. Crafl Workers # 8 7 1 0 0 0 0 0 0 0 0 0 0 0
% | 100 87 50 12 50 000 000 000 0.00 0.00 000 000 000 0.00 0.00 000
7. Operatives # 1 1 0 0 0 ] 0 0 0 0 0 0 0 0
% { 100 10000 | 000 000 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 000 0.00
8. Laborers and Helpers # 2 2 D_ 0 0 0 0 d d 0 0 0 0 U
% | 100 10000 { OO0 000 000 0.00 000 0.00 goo 000 000 000 0.00 0.00
9. Service Workers # | 257 250 1 _ 3 0 0 0 0 0 0 0 0 0 0
% | 100 97.28 033 2.33 0.00 000 gaoo 0.00 000 0.00 0.00 0.00 000 0.00
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Table A4
Participation Rates for General Schedule (GS) Grades
In this Trend Analysis, a comparison is readily made by comparing the representation levels for the two
time periods at the various grade levels. For all class groups, the glass ceiling remained essentially the

same as it was five years ago. With only marginal increases or decreases overall. A more comprehensive
analysis of the Contributing Factors will be necessary to determine conditions causing the glass ceilings.
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Table AS
Participation Rates for Wage Grades

There are too few employees assigned to Blue-Collar positions for a reasonable comparison.
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Table A6
Participation Rates for Major Occupations

This analysis attempts to identify the degree to which class groups are dispersed within Major Mission
Critical Occupations (MMCOs). During the triggering stage, each MMCO’s class group representation is
compared with the overall percentage of class group representation in the Relevant Civilian Labor Force
(RCLF) for each occupation. There are two questions that this data answers: 1) Which MMCO Mission
Critical Occupation has a better dispersion (diversity) of employees than others, and 2) Which MMCOs
are improving their diversity from one time period to the next. If the value of the dispersion ratio is
getting smaller, then there is more diversity; if the value of the dispersion ratio is getting larger, then
diversity is decreasing.

To rank order Major Mission Critical Occupations by levels of overall representation, the variance needed
to eliminate the class group’s less-than- expected trigger is calculated. When these numbers are
combined for all class groups that have targeted levels of representation, a score can be calculated and
compared with the count of total employees in the component workforce. These ratio scores can then be
used for rank ordering. In the EPA workforce, the following Major Occupations were identified:

Environmental Protection Specialist
General Administrative
Management Analysis

Biologist

Environmental Engineering
Attorney

General Physical Science

The overall variance scores divided by total component workforce were then compared over a 5-year
period with the following results:

Environmental Protection Specialist:

Decreased from .345 (959/2778) to .375 (1063/2836)
General Administrative:

Decreased from .178 (158/888) to .222 (196/883)
Management Analysis:

Decreased from .317 (450/1419) to .323 (501/1552)
Biologist:

Improved from .115 (84/729) to .069 (59/849)
Environmental Engineering:

Decreased from .101 (209/2065) to .134 (259/1933)
Attorney:

Decreased from .206 (213/1036) to .223 (234/1049)
General Physical Science:

Improved from .191 (387/2028) to .186 (410/2207)
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Report Symbol VP715A6

U.S. Environmental Protection Agency

Participation Rates for Major Occupations - Distribution by Race/Ethnicity and Sex
As of September 30, 2004

Full/PartTime Permanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)

. . Native American
Job Title / Series Agency Rate | Total Employees |Mispamcor) | Blackor | | Hawaiian or| Indianor |"Vpor 10"
Occupational CLF American Other Pacific Ala§ka
Islander Native
Al Male |Female| Male |Female| Male |Female| Male [Female| Male |[Female| Male Female| Male |Female| Male [Female
026 - Environmental Protection | #] 2871] 1172] 1699 40 74| 965| 1162} 101] 365 47 30 0 0 19 28 0 0
Specialist %[ 100.00| 4082 6918 1391 258 3361| 4013 382| 1271] 184| 279{ 000 000| 066] 098] 000] 000
National CLF 2000 % 768| 241 18] o9l o] 206l 17| 11| 22 10| oo] oo o8] 03] 03] o2
101 - General Administative #| 86| 269 607 13 23| 208 313 37| 267 11 11 0 0 2 3 0 0
%|10000| 3071| 6929 148| 263| 2362 3573 422| 2934] 126| 126 000| 000] 023 034| 000{ 000
National CLF 2000 % 434 66| 47] 63| 302 397| 49| 79| 270 25 o1 ot1| o4 08| 03] 04
343 - Management Analysis #| 1527| d64| 1063 2% 34| 373 676 521 420 11 29 0 0 2 5 0 0
%[ 10000 3039| 6961 170| 223| 2443| 3766| 341| 2750] o072 10| o000l o000| 013] 033 000 000
National CLF 2000|%, 614 386 20| 18] s&28| 3141 260 34| 38 20 o0o0f 00| 03] 03] o0s8] 03
401 - Brologist # 821 463 358 15 19  do7| 280 28 37 11 16 0 0 2 7 0 0
%] 10000| 5639| 4361| 183| 231| 4957| 3410| 41| 4851 134] 183 000| o000 024 085 000 000
National CLF 2000|% s69| 441| 19| 21| 473| 380 12| 18| 43| 45 00| oo 08| 03| 04| 03
819 - Environmental Engineering #| 1945| 1362 583 9% 44| 1037| 389 82 73| 142 73 0 0 5 4 0 0
%| 10000 70.03| 2997| 494 228| 6332 2000 422 375 730| 375 000 000| 026 021] 000| 000
National CLF 2000( % 778l 222l 220 o9 es4| 178 30| 12| 80| 20] 01 00| 06| 01 05| 0.1
#| 1084|837l 827 28 28| 457 39% 28 63 21 36 0 0 3 3 0 0
905 - Attorney o
%[ 10000 5047| 4963 263 263| d295| 37417 263 592] 197 329 000 oo0o| 028 o028 000 000
Natianal CLF 2000 % 713 287 20| 12| 6621 29| 21 19 14 12| 00| oo 03] 02| 03| 02
1301 - General Physical Science #1 o193 1361|832 56 48| 1170} 631 66 95 57 61 0 0 12 7 0 0
ulto000| e206| z7odl 285 218| s33s| 2877l sov| 433 280l 233 oool oool 0s5{ o32| o000] og0
National CLF 2000] % 656 24| 220 17 44| 2290 17( 14| 155 80| oo oo 02 o1 05| 03
#| 11207 se28| se69|  274| 20| 4615| 3738|  394| 1310 00| 294 0 0 45 57 0 0
Total %l 10000] 4982 5018| 243| 239| 4085| 3309| 349] 1160] 266 280| o000 ooco| odo|l os0! o000| 000
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Report Symbol: VF715A6

U.S. Environmental Protection Agency

Participation Rates for Major Occupations - Distribution by Race/Ethnicity and Sex
As of September 30, 2000

Ful/ParTime Parmanent Workforce

RACE/ETHNICITY (Non - Hispanic or Latino)
. . Native American
Job Title / Series Agency Rate Total Employees Hlslf':(?,:ﬁ or White ?L‘lfar;::aﬂr Asian Hawaiian or | Indian or TwoRao::el'ulore
Occupational CLF American Other Pacific Ala§ka
Islander Native
Al Male |Female| Male [Female| Male |Female| Male |Female| Male |[Female| Male |Female| Male |Female| Male |Female
028 - Environmental Protection | #] 2778 1191] 1587 43| | 989] 1101 97| 33 431 67 0 0 191 23 0 0
Specialist %[ 10000| 4287} 6713] 155| 234| 3560[ 3983 349] 1192] 1s8| 241) o000 o0o| o8| o8] ooo] oww
National CLF 2000] % 768 241 1.3; 09| 90| 208 17| 1] 22/ 10| oo o0] o8] 03] 03] 02
301 - Goneral Administative #1 sss| 284|604 16| 23 28| 30| 35| 233 8l 15 0 0 1 3 0 0
%[ 10000| 31.98| es02| 180 259| 2645( 2716| 394] 2624 088| 169 000| 000 011| 034| 000 0.00
National CLF 2000|% 34| s68] 47| 53 302{ ser| 49| 78| 27| 28] o01] 01| o4 06| 03| 04
343 - Management Analysis #| 1a19| ax7| 92| 17 28| 57| 68 47| 33| 13 19 0 0 3 4 0 0
° %[ 10000] 3030| 6920 120 1.97] 2516] 4003] 331{ 2668| 092 134] 000[ 000 021] 028] 000| 000
Mational CLF 2000{% 614] 338] 201 sl s2s| A 28] 34| 35] -20] oo] ool 03] 03] o5] 03
401 - Brologist #| roo| as1] 278 U 8| 400] 230 28] o 9 11 0 0 3 5 0 0
%i{10000| 6187| 3813 151] 110 5487| 3165| 384 320 123] 151 o000l o000l odt| 0es| o000l 000
National CLF 2000]% 559 440 19| 21| 473 3s0f 12| 18] 43| 48] 00| oo] 08| 03] 04| 03
819 - Environmental Engineering #| ooss| 1478 s87| 99 48l 1150 393 7] 5| 147 67 0 0 5 4 0 0
%[ 10000| 7157 2843 479| 232| 5569| 1903 373| 363| 712| 324 o000| oo00| o024 019| ovo| 000
National CLF 2000 % 78| 222] 22| 09| esd| 178 3ol 12 s0] 20; 01| 0| o8| o1] 05| 01
905 - Attomey # 1036] 641 495 24 26| 483| av6 29 61 21 29 0 0 4 4 0 0
%|10000| 6222] 47.78| 232 261| 4469| 3620) 280| 539 203 230] o000| 000] 039) 039 000 o000
Natianal CLF 2000{ % 73] 27l 200 2] es2f 2sl 240 18] 14] 12] ool ool oal o2 63| o2
13071 - General Physical Science #] 2028| 1319|709 43 37| ms2]| 47| 63 77 61 42 0 0 10 6 0 0
%[ 10000] 65.04( 3496| 212] 12| £680| 2697 11| 3s0| 281 207 ooo| oo0o| o4e| o030] o000 000
National CLF 2000[% 85.6] 344) 22] 17| as4| 229[ 17] 14| 1850 g0l o0[ o0 o2 o1] 05| oz
Total #| 10043| s701| s2d2| 253|  236| 4737| 3544| 376| 1164 290 250 0 0 45 49 0 0
%| 10000 5210] 4790| 231 215] 4329| 3239| 344| 1064| 266| 228 oco0o| o000 o041] o045| oo00] ovo0
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U.S. Environmental Protection Agency

Participation Rates for Major Occupations - Distribution by Disability

Report Symbol. VP715B6L

As of September 30, 2004

Full/PartTime Permanent Waorkfarce

Total by Disability Status

Detail for Targeted Disabilities

Job Tile FBeries roral @51 | D1 | 0684 [Toreted| 16, 7] 23, 251 26, 32361 G458 | @81 B2 | Bo | @1 | BY
gency Rate ] Mot |Disability |Disability Deatess| Blindness| Missing | Partial | Total | Conwulsive| Mental |Mental | Distortion of
Disability |ldentfie d Limbs |Paralysis|Paralysis| Disorder |Retardaton| lliness Umkﬁpinej
028 - Enviranmental | #| 2871| 2704 24 143 35 3 5 1 9 2 8 0 2 2
Pratection Specialist [%| 1001 9418 084] 498 1221 o2 017 003 031 0.07 028 0.00| 007 0.07
301 - General #1 876 §28 9 29 5 1 2 0 1 0 0 0 0 1
Administative %{ 100 94521 103[ 445 0571 0.1t 023 000! 011 0.00 0.00 0.00( 0.00 0.1
343 - Managemert | #| 1627 1428 20 79 21 2 3 1 5 4 4 0 2 0
Analysis %| 100] 9352] 1.3 5171 t38] 013 020 007{ 033] 026 026 0001 013 0.00
401 - Biologst ;‘# 821 72 13 38 3 0 1 0 0 0 1 0 1 0
¥l 1000 9403 168] 438 037 000 012 000 000 000 012 o0l 012 000
819 - Environmental | # | 19456] 1861 14 70 v 1 0 0 1 1 1 0 3 0
Engineering %l 100] e568] o72{ 360{ 02| 008 0.00 000 005] 005 Q.06 Q00 016 0.00
905 - Attorney #1 1084 1008 11 45 7 1 0 0 2 3 0 0 1 0
%l 1001 9474 103 423 068 0.09 0.00 0.00 019 0.28 0.00 0.00] Q08 0.00
1301 - General #| 2193] 2094 29 70 7 2 0 1 2 0 2 0 0 0
Physical Science %i 100] 9549 132 319 0.32 Q38 (.00 0.05 0.08 (.00 0.03 0.00] 000 0.00
Total # (11297 10695 120 482 b:3 13 1 3 20 10 16 0 9 3
L %) 00| S4867) 108] 427] 075 012 010 003} 018] 009 014 0.00] 003 0.03
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Table A7

Applications and Hires for Major Occupations

A trend analysis has not been conducted because this data is not available.
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Table A8
New Hires by Type of Appointment

A detailed trend analysis 1s not conducted this year although comparison tables are included. In future
years, this data will be combined with applicant flow data to identify trends and barriers.
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U.S. Environmental Protection Agency
New Hires by Type of Appoirdment - Distribution by Race/Ethnicity and Sex
Frov September 30, 2000 To Septewmber 30, 2005

Togal YWaskionge

Total Employees

Hispaaic of

RACE/ETHNICITY (Non - Hispanic ur L atlny)

Black of

Natve
Havwail oty 07

Amaerican
Badian o

Twa of More

Ty, inteme Latine Whi rican sfan : Races
Type of Appointmen Vhite Aﬂ{gﬁzgﬂ Aston o Darifil  Alaska
1" Islander Natiye |
[ Al | e [Femyle| Mole [Femmate| Mgle [Femate| Male [Fomsle| Male [Feugle | Wele [Femole] blale [Femsle| Male [Femabs
| F-3 TS S B A B X jIEN o) 11V tuae LEYS Ast) [ tet 0 i 14 23 i I
Permanant . e P Mo St o o vyt P I e (e Ramarey > pgy S
o ) ol 1o 48] SERP] 2%e) 30h) 24a) MED| S4A) 10V] 335 4451 C00] ein| 0i% O8] G0 00
Tor . ® K 134 1 il [y I s Ry B L UL e u B
ey I Y e SR ] R ) ) T T e B R
. MRSl i sl wat) om) el o) ol m] om] i
TOTAL : s it B e ~— .
o _ Tl 10| 47 3E] £O44)  2EF sl xagl  xal 42 ool weal oirl 0Bl o] oo
ﬁf,ﬂ,? 12N ko) [RE1 TR as B < O P 48 27 1% P 7 i3] 1 R fiae [ i




“6L1

Report Symbol VP715B8

U.S. Environmental Protection Agency

New Hires by Type of Appointment - Distribution by Disability (OPM Form 266 Self-ldentification Codes)
From September 30, 2000 To September 30,2005

Total Warkforce

Total by Disability Status

Detail for Targeted Disabilities

]

Type of Appointment TOTAL| [0%] 1) | [06-34) | Targeted | [16,17) | [23,25] | [28, 32-38)) [64-68] | [11-78] 8] [90] [91] 192)
Mo Nat Disability | Disability | Deatness | Bindness | Missing Partial Total |Convulsive | Mental | Mertal | Distortion of
Disability | identified Limbs | Paralysis | Paralysis | Disorder |Retardation| llness | Limb/Spine
Permanent # | 2684 2533 24 127 15 0 J 3 2 0 4 0 5 0
% | 100 94 37 0.89 4.73 0.56 0.00 0.00 0.11 0.07 0.00 0.15 0.00 0.22 0.00
Temporary # | 4231 4014 33 184 58 9 17 2 11 3 2 1 13 0
% | 100 94.87 0.78 4.35 137 021 0.40 0.05 0.26 0.07 0.05 0.02 0.31 0.00
Total # | B915 6547 57 31 79 9 17 5 13 3 B / 19 0
% | 100 94.68 0.82 4.50 1.14 0.13 0.25 0.07 0.19 0.04 0.09 0.10 0.27 0.00
(Prior Year % | 100 96.35 0.16 3.49 039 0.08 0.08 0.00 0.00 0.00 0.00 000 0.23 0.00
Page 1 of 1



Table A9

Selections for Internal Competitive
Promotions for Major Occupations

A trend analysis has not been conducted because this data is not available.
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Table A10
Non-Competitive Promotions — Time in Grade

A trend analysis has not been conducted because this data is not available.
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Repoart Symbol: VP715A10

U.S. Environmental Protection Agency

Non-Competitive Promotions - Time in Grade - Distribution by Race/Ethnicity and Sex
As of September 30, 2004

Full/PartTime Permanent Warkforce

- 81

RACE/ETHNICITY (Non - Hispanic ar Latina) ]
. . ] Native American
Total Employees H's{’:t;:g or Whit li;fa_ck or Asi Hawaiian or | Indian or Tw%g‘r:ehlore
" amenos a1 l0ther Pacific| Alaska
merican Islander Native
All Male |Female| Male [Female| Male |Female | Male TFemaIe Hale |Female | Male |Female| Male |Female| Maie [Female
Total Employees Eligible for 1922 3021 1120 53 79 580 €53 113 290 45 87 0 11 3 0 Q
Career Ladder Promotions 100] 4173 6827 276 411 3018 3424 688 1509 234 483 000f 000] 0577 031 000 000
Time in grade in excess of minimum 666) 336|330 19 14]  269] 196 43 97 a 20 0 Q 4 3 9 qQ
227 108 119 3 6 86 65 16 42 3 6 0 0 2 0 0 0
1 -12 months T —~ - - - - - -
100] 4763) 52.42) 132) 264] 37.44] 2863) 661) 1860) 132) 284] 000 000) 088 0007 000) 000
13 .24 months 136 67 69 8 4 49 43 9 18 1 3 0 0 0 1 0 0
eem 100] 4926] 5074] 538 294] 3803 3162 662] 1324] o074] 221] 000 000] 0000 074] 000] 000
303 161 142 8 4 126 $8 19 37 7 11 0 0 2 2 0 0
25 + months - - - y " - -~ —
100| 6314 46.86) 264 132 4126 2904] 627| 1221 231| 363 000 000 0866 066/ 000 000
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U.S. Environmental Protection Agency
Non-Competitive Promotions - Time in Grade - Distribution by Race/Ethnicity and Sex

Repor Symbal. VP715A10 As of September 30, 2000 Full/PartTime Parmanent Workforce
RACE/ETHNICITY (Han - Hispanic or Latine)
. . [ [ Native American
Total Employees H'slf’:t?;:g or Whit EX?F" or Asi Hawaiian or | Indianor Tw%g;:;me
fte A ncian an  Iother Pacific, Alaska
merican Istander Native
All | Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Male |Female| Hale |Female

Total Employees Eligible for #] 1736  642) 1084 45 77] 438 637 94 3% 54 81 0 0 11 18 0 0

Career Ladder Promotions % 100 3698] 63.02] 260] 4a4] 2623] 093] s41] zes] 11| 4e7] 000 o000] 063] 104] o00] 000
Time in grade in excess of minimum | #| 696| 259| 337 16 18] 187 154 34] 136 17 23 0 0 5 3 0 0
# 199 69y 130 5 10 46 55 1 56 7 7 0 0 1 3 0 0
1-12 months v
%| 100| 3467| 6533| 251| 503| 2261| 2764 653| 2764 382] 321 000/ 000] 050] 181 000 000
# 87 26 €1 3 4 1€ 24 3 29 4 3 0 0 0 1 Y 0

13 .24 months

%[ 100] 2989] 7011 345 460 1839] 2759 345| 3333 460] 345 000] 000f 000 145 000] 0.00

€81

# 310|184 146 $ 4 126 75 20 62 3 13 0 0 4 2 0 0

25 + months

%| 100 5290 4710] 258 129] 4065 2419| 645] 1677 1394] a19] ooo| 000] 129 085 000 0.00
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Report Symbol. VP715B10

U.S. Environmental Protection Agency

Non-Competitive Promotions - Time in Grade - Distribution by by Disability
Full/PantTime Permanent Workforce

As of September 30, 2004

Total by Disability Status

Detail for Targeted Disabilities

TOTAL {os] o1} [06-94] | Targeted | {16,17) ] [23,26] | [28,32-38)| [64-68) | [71-78] {82} {84) 1) {32)
i) Not | Oisallity | Disability | Deafress | Bindness | Missing Partial Total | Convulsive| Mertal | Mental | Distortion of
Disabifity | identified Lmbs | Paralysis | Paralysis | Disorder |Retardaion) Miness | Limb/Spine
Total Employees Eligible for | #] 1922 1781 22 119 36 B B8 1 7 3 3 1 5 0
Career Ladder Promations {3 100 Q266 | 114 6.19 1.87 0.42 0.42 0.05 0.36 0.16 0.16 0.05 0.26 0.00
Time in grade in excess of minimam | #| 566 604 13 49 14 2 3 1 2 2 3 1 0 0
1. 12 months #) 227 201 7 13 8 7 27 7 3 7 0 7 1 1 | 0 0 0
% 100 89.55 308 837 382 0.88 132 | 000 0.44 0.44 0.44 0.00 0.00 0.00
13. 24 months #| 136 127 7 1 8 0 0 7 0 7 0 0 D{ 0 0 0 0
%| 100 93.38 0.74 5.88 0.00 0.00 0.00 000 0.00 0.00 0.00 0.00 0.00 0.00
e onthe #1303 276 5 22 6 U, a _ 1 ’ 1 il 1 2 1 0 0
%| 100 91.09 1.65 7.26 1.98 0.00 0.00 033 | 033 033 0.56 033 0.00 0.00
Page 1 aof 1
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Report Symbol- VP715810

U.S. Environmental Protection Agency

Non-Competitive Promotions - Time in Grade - Distribution by by Disability
As of September 30, 2000

Full/PartTime Permanent Workforce

Total by Disability Status Detail for Targeted Disabhilities
TOTAL| [05] p1] | [©6-94) | Targeted | [16,17] | [23,25] |8, 32-38]] (64-68) | [71-78] [32] [90] 1] [92)
No Not Disability | Disability | Deafness | Biindness | Missing Partial Total | Conwvulsive| Mental | Mental |Distortion of
Disshility | ldentfied Umbs | Paralysis | Paralysis | Oisorder {Retardation] liness | LimbiSpine
Total Employees Eligible for |#| 1736 1595 17 124 3 7 3 2 5 1 4 1 7 1
Career Ladder Promotions |3,| 100 91.88 0.98 714 179 0.40 0.17 012 0.29 0.06 0.23 0.06 0.40 0.06
Time in grade in excess of minimum # 596 540 10 48 17 3 1 1 3 1 3 1 4 0
1. 12 months #| 199 179 4 16 7 1 0 1 0 1 2 ] 0 2 0
%) 100 89.95 2.0 8.04 382 050 0.00 0.50 0.00 0.50 1.01 0.00 1.01 0.00
# a7 78 1 g 4 0 1 0 1 0 1 1 0 0
13- 24 months %| 100 89 66 1.15 9.20 4.60 0.60 115 0.00 1.15 0.00 1.15 1.15 0.00 0.00
#| 310 283 5 22 6 2 0 0 2 0 0 0 2 D
25+ months 5
%| 100 91.29 1.61 7.10 1.94 0.65 0.00 0.00 0.65 | 0.00 0.00 0.00 0.65 0.00
FPage 1 of 1




Table Al11
Internal Selections for Senior Level Positions

A trend analysis has not been conducted because this data is not available.
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Table A12
Participation in Career Development

A trend analysis has not been conducted because this data is not available.
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Table A13
Employee Recognition and Awards

A trend analysis has not been conducted because this data is not available.
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Repont Symbal MP716A13

U.S. Environmental Protection Agency
Employee Recognition and Awards - Distribution by Ra¢e/Ethnicity and Sex
From Septembher 30, 2800 To September 30, 7003

FullfPanTeme Pormansnl Workfarce

RACE/ETHNICITY Non - Hispanic or L atine)

IR
Racognition or Award Total Emplayees Hispanic or Black or Haizg;i Di ﬁ;’rﬁ;:g? Two o5 More
Program - ¥ Awasds Latina White African Asian » 1ot Races
Given - Total Cash American Other Pacific Aiafka
] ) ) lslandey Nafive

, , Al | Maie | Femats | ware [remue | wae | Femae | Mate | romaie | wate [Femae | Mae [Femate| ate [Fenaie| maie [Femase
Time.Off Awards - 1.8 Hours
Toval Tume- Oy &l wmam] aac]  woas| a5 A 6 ol 5 0 I
Aonds 13 Hows %] teow] aral ezl ] iwm 5 £78]  xl iee] owe] om| ox ae] om
Total Hops PR 200N £45247 VL4 W, R 100 b3 s DOV 0 ] 57 it il
Avgiage Hours S 57 £5] syl o4 Y sq syt g6l ool el 51| syl oof o
Time-Of Awaids -3¢ Hours
Tors Tine-ONf # 1570 [EER] ol w57 AT L aud ARY P 44 [d O a7 3 0 9
Besods Over 3 Hours |2 1 0ds 41 o £3 9% 144 Pt 344 1 t 5o S19) 0Ol 00N} QXG] DB bhéDy B
Total Hows TYTEVD WITLZ| D3RSy £odnl M) Yt SEATY A7 ¢ Ry i " > § ok 0 0
Aprags Hous .y el el 4l Ry A AL 2 o] 06 0ol 26| 1] o0 oo
Cash Awards - VLD -390
Totdl Cach Awarge | # SRR I E) R O ai] 1i4d) N EIEN SR TETS B A 0 I 0 0
3600 snd Uinder % § s 44 44 £ 44 <47 3404 fe el Low sl ome] o] adx] ceal ooenl oo
Totad Arpeagnt VNdRARR | AEAL] Tat 1A 4447141 SRSy N dragnt] ST af S| FTATY[edind 0 )

Lk o1 Arnoiind L3333 g 2272 L0 RLIENS 418 7 o0l 15aef (5] 2X2el a0 a
Cash Awards Ui+ -
Tot ach B e K 0 RN il o 18T MM R EREE o N W i
PO i Orer % toim] S0 St et 47 w0 I¥ (K ciel oo ooml i oml ey 0o
Tt Brosund RSN e avaras el ymngar [taian | meseaa [irrwsn[1aaim 0 alrora7 [ieem n N
it aiye Brogant Veon] 1403 123101 Vasal N0z 1mes] 1ors] oed) nmi] wefed| voss]  eol  oelneanezl oo oo
F‘_J‘ggj‘lty Step Increases (UNIs)
. e # Tk 107 g 74 4 TS ), ¥ W 7 [T ) y
Tt st % 1oy 3 4 73 Sa 27 | g R K] 244l ooo]  won] ots] odt] oeon) o
CjocarEr] wren | woenn] o 2A0n] 40scte] Ao D o] s7we?| s o] dl
EEC TG B A J B TAVY S 4744 FIRG S B ) IS ) an aal e a0 g {10y ]




Table A14
Separations by Type of Separation

A trend analysis has not been conducted; however, comparison charts are provided
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Repod Symbol VP715A14

U.S. Environmental Protection Agency
Separations by Type of Separation - Distribution by Race/Ethnicity and Sex
From September 30, 2000 To Septermber 30, 2005

FultFan Tune Permanent Worklpice

RACE/CTHNICITY (Non - Hispaanic or Lating)
‘ Totol Employess Hispanic of Black of Hﬁ;ﬂ‘gi o m?gf:"‘ Tma or tote
Type of Separations Latino White Alrican Aslan o o cifid  Alasks aces
American tslander Native

Al | Male [Femsle| bate [Female| Male [Female| Male [Femabe| Male {Femate | Usle [Femate| Male [femste| Mate [femate
#] Acws| o] s T4 104 fanol 1242 1?3 ¥ 87 102 ] 1) ke b ] [

Vo luniary = YT T Fee S o e > ; ; = « 5
o 100 4312 3Des (IS 24T SO53) X239l $25) 1) 212 243) 00D BlD] 051 054 Q| 0D
involumary ¥ tid 62 2 M 5 42 i 16 2 e 7 o Q 0 @ I N
%l 1ol a5 Sy TA ndwl T o1 3a] x| nwd| isal 4w S2x| cuef wop| owgl Q@ G| 00D
#1 aziol ez W2 7% td Tee] 13 134 537 P 163 [0 Q@ = oo o ¥
Total Separations Sl 1oy 4322 S0l teol 61) w4 sl gdal 2o varTel 28] o) el odal el ose] oon
] #1 OIS sEal e a0} 4R} fsTng SATH| TT4] v 81t S 0 i 68 77 @ 0
Total Watidorca G| 100| 4: 48] B132] 293] Z73| jaeA] 2068] 438] 53] 29| ogi| o] o] 07| 04| oo oo
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U.S. Environmental Protection Agency, Full/Part Time Permanent Workforce, As of 09/30/2000

VP001y Glass Ceiling Analysis White Collar Graded Pay Plans and Executives

Hispanic or Black or H s /\n’u_‘.':ncan Two or More
9 . . . awallan or - i 2 3
pal White African Asian i B Indian or i
Latino Pt 1er Pacitic Alaska Races
ole als A 4
Islander Native

Al Male Female Male Female Male Ffemde Male Female Male Ffemale Maie Female Male Female Male Female

Total Employees

Sen'!or Execut?ve Serv?ce 273 -ﬂ-]-]-ﬂl-l-l-lm-!-lmm
T 8 7 O 8 SR T T R R Y I3 O N Y R
SSGH 14 N N T 7 T 7 N Y R Y Y
GO 1 57 TN T T 7 P T T R Y Y ) Y Y
Gsﬁ??;” 273 7 N A Y T A N Y Y Y
a1 8 R N B S 5 T A A N A B N Y B Y
e 8 7 T N T T T 73 Y Y T M R T N Y
G T A 3 A Y Y Y S Y Y
eS0T 3 N N N N T A N Y Y S N Y
G 06 1 P A A 7 A 7 A N S S S Y N Y
as0s 8 Y T N Y A A A S N Y B Y B
ST ) N N T S T A B A Y A S A N Y
o0 3 T N Y S Y Y Y Y S S Y
osw 8 S I S Y N Y N S S Y A T A Y S R R
os 01 S BN A NN B Y Y S N N Y Y A R A Y
iitg‘: ;ﬂ 1170:4.3 8717 8823 369 441 7104 | 535 T21 2512 457
Total % | 100.00 | 4970 | 50.30 | 2.10 [ 2.51 | 40.50 | 3055 {4.11 {14.32 {2.61 {249 |0.00 |0.00 /038 [0.43]0.00/(0.00

*Note: There 1s no data for Native Hawaiian or Other Pacific Islander or Two or More Races.
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Attachment A

EPA Organization Chart
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Administrator
Deputy Administrator
Assistant Administrator Assistant Adminstrator

Assistant Administrator
for Alr and Radiation

Home Page | Org. Chart

for Administration and
Resources Management

Home Page | Org. Chant

for Enforcement and
Compliance Assurance

Home Page | Org. Chart

Office of Inspector
General

Home Page | Org. Chart |

Office of the Chief
Financial Officer
Home Page | Org. Chart

Office of General
Counsel

Home Page | Org. Chart.

Home Page | Org. Chart

Home Page | Org. Chart

Assistant Administrator Assistant Administrator Ass‘is‘kant'Ad minstyavtor
far Intemational Affairs for Environmental for Prevention, Pesticides,
Infarmation and Toxic Substances

L Homs Page | Org. Chart

Assistant Adminstrator
for Research and
Development

Home Page | Qrg, Chart

Assistant Administrator
for Sclid Waste and
Emergency Response
Home Page | Org. Chart

Assistant Administrator
for Water
Home Page | Org. Chart

Reglen 1 Region 2 Region 3 Region 4 Region 5
Boston New York Philadelphia Allanta Chicago
Home Page Home Page Home Page Home Page Home Page
Org. Char Org. Chart Org. Chart Org. Chart Org. Chart
- |
Region 6 Region 7 Region 8 Region 9 Region 10
Dallas Kansas City Denver San Francisco Seattle
Home Page Home Page Home Page Home Page Home Page
Qrg, Chart Org. Chart Org. Chart Org. Chart Org. Chart
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Attachment B

EEOC 462 Report on EEO Complaints
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ANNUAL FEDERAL EQUAL EMPLOYMENT OPPORTUNITY

STATISTICAL REPORT OF DISCRIMINATION COMPLAINTS
(REPORTING PERIOD BEGINS OCTOBER 1ST AND ENDS SEPTEMBER 30 TH)

FROM: ENVIRONMENTAL PROTECTION AGENCY

TO: EOUAL EMPLOYMENT OPPORTUNITY COMMISION

REPORTING PERIOD:

10/0172004 - 09730/2003

PART I PRE-COMPLAINT COUNSELING (CONTINUED)

PART 11 AGENCY RESOURCES. TRAINING. REPORTING 1INE

{. NON-ADR SETTLEMENTS COUNSELINGS | INDIVIIR ALS A AGENCY RESQURCES NIMBER PERCENT
TOTAL 2 2 I WORK FORCE
: a TOTAL WORK FORCE {} 0 00
[PART T FORMAL COMPLAINT ACTIVITIES
b. PERMANENT EMPLOYTES il [IREIS]
128 A COMPLATNTS (N HAND AT THE BEGINNING 2. COUNSELOR 11 TUERLE]
OF TIE REPORTING PERIOD @ FU11-TIME - 1707
b. PART- D
§7 b COMPLAINTS FILED ! TIME (4 0,00
¢ COLLATERAL DUTY 34 N2 U3
2 , ‘ R 2.
€ REMANDS 3 INVESTIGATOR 0 THO 06
197 a FULL-TIME 0 0
D FOTAL COMPLAINTS (sum of Liaes A1 B-HC) -
o8 b. PART-TIME 1} ) (1)
o
E. COMPLAINTS OV LINE D THAT WERE NOT CONSOILDATED c. COLLATERAL DUTY Q) (0 (0
4. COUNSELOR/MNVESTIGATORS 14} 00
F. COMPLAINTS IN LINE E CLOSE) URING KEPORT PERION
a FITLL-TIME OO 00
29
G COMPLAINTS INLINE §3 THAT WERE (UNSOTIDATED h. PART-TIME 0O 0 ()
131 COMPLAINTS (N LINE G CLOBEI DURING REPORT PERIOD ¢ COLLATURAL DUTY 2 0o
B. STAFF TRAINING
20 | COMPLAINTS ON [LaMD AT TIE END OF TIE COINSELORS | INVENTIGATORS | COUNYINAVESTIG
REPOR TIKG PERIOD (hine 12 - ¢sum al hne, b - HYy ACENTY GNTRACT | AGENCY [ CONTRACT  EAGERCY | ONRACT
sq L ME® NTATE- T T 7 0 0 0 1 0
- I 3 OO, N
JINDIVIDIALS FIL NG COMPLAINTS N STAFT RECENTHG REGLIRED X ) . 0 ) 0
14 22 OR MORT HOLRS - u 4 )
K NUMBER OF JOINT PROCESSING UNITS FROM b STAPF RECEIVING § OR MORE
CONSOL [DATION OF COMPIAINTS HOURS, UTRHAL LY CIVE 1) G 0 U u 9] 0
FYXPFRIENCHD ST
o STAFK HECEIVING 1O 2 0 [i] 1] 1 0
FRADNING Al ALL .
P ENPLRIFNCTTOSTATE-T 0T AL 4 U 4] 4 3 0
u TI'AFI’ —RECU\’T,\.‘G REQUIRFTY o 0 0 0 Iy) 0
R OR MORE HOURE
b STAFP RECETVING 32 OR
MORE HOURS, GPVFRALLY 0 g 0 0 0 ]
OGIVEN TONEY, ¥
- 34 0 [t 3 k! n
TRALING A ALL
C. REPORTING 1.INE
1. DOES THE EEO DIRFCTOR RFPORT VES )
TO THE AGENCY HEAD? \

2. TF NO. W10 DOES Tk LEO DIREC FOR REPORT TO?
PERSON
TITLE

3 WHO IS RESPONSIBLL FOR IE DAY-TO-DAY QPERATION OF IHE & FOPROGRAN

IN VORTR DEPAR TRIFNT AGE NCYORGANTZATION
PERSON:

TIFLE:

4 WHO DUES THAT PERSON REPORT TO”
PERSON:

TITLE
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PART IV. RASTS ANDISSUTS ATLEGRD IN COMPLAINTS FLED
BASES OF ALLEGED DISCRIMINATION
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PART V. SUMMARY OF CLOSURES BY STATUTE

A. STATUTE (IF A SINGLE COMPLAINT HAS MULTIPLE STATUTES RECORD EACE ON THE APPROFRIATE LENE)

9T L TITLEVH

39 2 AGEDISCRIMINATION IN EMPLOYMENT ACT (ADEA)
3 3 REHABILITATION ACT

| 0 ) EOUAL PAY ACT (EPA}

R TOTAI BRY STATIHTES
169 THIS NUMBER WILL BE LARGER THAN THE TOTAL NUMBER OF COMPLAINTS CLOSED
(Al+A2+A3AY)

PART VL.  SUMMARY OF CLOSURES BY CATEGORY

TOTA TOTAL AVFRAGH
NUMBER DAYS DAYS

A TOTAL NUMBER OF CLOSURES Hea-s 1O T3 40y o83 Y]

) WITHDRAW AL S o) | . 257 -3

(a) NON-ADR WITHDRAWALS ! 2oy 13773

(0) ADR WITHDRAWALS G 0 00

2. SETTI EMENTS = 1 4 ) 121 82

(a) KON-ADR SETTLRMENTS I 1640 42182

{b) ADR SETTLEMENTS il 0 (400

3. FINAL AGENCY DECISIONS T 91 63623 32113

R FINAL AGENCY DECISIONS ¥171/00 T AN ADMINISTRATIVT, JUDKGE DECTSION RS o 31990 31597

1. FINDING DISCRIMINATION 0 0 (3 141

2. FINDING NO DISCRIMINATION 30 23 (40 768 00

3 DISMISS AL OF COMPLAINTS 32 8,950 279 09

C FINAL AGENCY ACTIONS 7777 AN ADMINISTRATINVE UDGE 1 V) BECISION - ) 6| 115976

I AJDECISION TULLY IMPLEMENTTD el 29 363V | 115976

(2) FINDING DISCRIMINATION 0o 0 000

(b FINDING NO DISCRIMINATION 27 AT | LISy oY

(c) DISMISSAL OF COMPLAINTS 2 1.25% 629 01)

2. AJ DECISION NOT FULLY IMPLEMENTED BT 0 0 (000

(1) FINDING DISCRIMIN ATION e 0 1 000

L AGENCY APPEALED FINDING BUT NOT REMEDY 0 0 0 0)

i AGENCY APPEALED REMEDY BUT NOT FINDING ) 0 000

i, AGENCY APPEALED BOTH FINDING \WD REMEDY 0 0 (10

(b FINDING NO DISCRIMINATION 0 i uan

{¢) DISMISS.\L OF COMPLAINTS i i 0 ()
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ontinued}

PART VL. SUMMARY OF CLOSURES BY CATEGORY (C

199 -

TOTAL TOTAL AVERAGE
NUMBER DAYS DAYS
D FINAL AGENCY MERIT DECISIONS (FAD) ISSUED (L3 3¢ 13,102 436.73
1 COMPLAINANT REQUESTED IMMEDLATE FAD {la=1b) 1 2.118 192.55
2 AGENCY ISSUED FAD WITHIN 60 DAYS OF RECEIPT OF FAD REQUEST 2 -1 BELY
b, AGENCY ISSULD FAD MORE THLAN 60 DAYS BEYOND RECEIPT OF FAD REQUEST Y 2HIR 2364
2 COMPLAINANT DID NOT ELECT HEARING OR FAD (2a~2by 16 10,984 68650
a AGENCY 1SSUED FAD WITIIN 60 DAYS OF END OF 30-DAY ELECTION PERIOD 0 0 0.0
b AGINCY ISSUED FAD MORE THAN 60 DAYS BEYOND END OF 30-DAY ELECTION PERIOD 16 10,984 686.50
A HEARING REQUESTED: AJ REMANDED FOR FAD WTITHO T A} DECISION (3a 3b) 3 0 0.00
a4 AGENCY 1SSURD FAD WITHIN 606 DAY'S OF RECEIPT OF aJ REALAND FOR FAD ISSUANCE 3 0 U (W)
b AGENCY ISSLED FAD MORE THAN 60 DAYS AFTER RECEIPT OF AJ REMAND FOR FAD ISSUANCE 0 0 0.00
PART VIL. SUMMARY OF COMPLAINTS CLOSED WITH CORRECTIVE ACTION
DURING FORMAL COMPLAINT STAGE
NUMBER AMOUNT
A TOTAT COMPL AINTS T OSED WTTH CORRFCTIVE ACTION 11
R CTORITRES WTTH MONFTARY RENFETTS 3 % 287.500.00
1. BACK PAY/FRONT PAY t) $ 000
2. LUMP SUM PAYMENT 5 3 2R7.500 00
3. COMPENSATORY DAMAGES Y $ 0.00
C CLOSURES WITH ATTORNEY'S FEES AND COSTS 4 $ 77 00O 60
D. SUBTOTAL OF ALL MONETARY BENEFITS (B+C) 9 $ $359.500.00
E. CLOSURES WITH NON-MONETARY BENEFITS 3 )
NUMBER WITH NUMBER WITH NON-
F. TYPES OF CORRECTIVE ACTION MONETARY BENEFITS| MONETARY BENEFITS
1. HIRE 0 0
a_ RETROACTIVE 0 0
b NON-RETROACTIVE 0 [}
2 PROMOTION 0 i
a. RETROACTIVE 0 O
b. NON-RETROACTIVE 0
3. DISCIPLINARY ACTION i
a. RESCINDED 0
b MODIFIED 0 0
4. RETNSTATEMENT 0 0
5 REASSIGNNMENT Y 0
6 PERFORMANCE EVALITATION MODTFIED 0 1]
7 PERSONNEFEI. FITLE PUIRGFD OF ADVFRSF MATERIAL | 4
R ACCOMMONATION 0 N
O TRAINING TUITIONETC QO 0
1 LEAVE RESTORED i 0
J1. OTHER (PLEASE SPECIFY ON COMMENTS PAGE) 2 0 ]




PART VIII.  SUMMARY OF PENDING COMPLAINTS BY CATEGOR)Y

NUMBER NUMBER WERAGE | NUMBIR OF DAVS PENDING
PENDING OF DAY DAYS FOR OI DFST CAST
A. TOTAL COMPLAINTS PENDING (1+2+3+4 5
(SAME AS PART 1l Line Iy o0 024

1. COMPLAINTS PENDING WRITTEN NOTIFICATION 3! [t (.00 0

2 COMPLAINTS PENDING IN INVESTIGATION 19 2718 143 05 248

3 COMPLAINTS PENDING TN HEARINGS 29 18.742 640 28 1.204

4 COMPLAINTS PENDING A FINAL AGENCY DECISION 42 19,164 4562y 1.338

PART IX. SIUIMMARY OF INVESTIGATIONS COMPILETED

1Oy U 1OTAL DAYS WERAGE DAYS
A. INVESTIGATIONS COMPLETED DURING REPORTING PERIOD 53 12.075
1 INVESTIGATIONS COMPLETID) BY AGENCY PERSONNEL  (u+ b+ o) 0 n 0 00
a. INVESTIGATIONS COMPLETED IN 180 DAYS OR LESS ) 0 0
b. INVESTIGATIONS COMPLETED TN 181 - 360 DAYS v 0 00
1. TIMELY COMPLETED INVESTIGATIONS 0 f 000
2. UNTIMELY COMPLETED INVESTIGATIONS 0 o i
¢ INVESTIGATIONS COMPLETED IN 26) OR MORE DAYS 0 0 )
2. COST OF AGENCY INVESTIGATIONS $0 10
3 INVLSTIGATIONS COMPLETLD BY CONTRACTORS (atb+c 33 17075 227 83
a. INVESTIGATIONS COMPLETED IN 150 DAYS OR LESS 16 23R 127 3K
b. INVESTIGATIONS COMPLETED IN 181 - 360 DAYS 34 R 838 23994
1. TIMELY COMPLETED INVESTIGATIONS 2 490 245 00
2. UNTIMELY COMPLETED INVESTIGATIONS 32 % 348 260,88
¢. INVESTIGATIONS COMPLETED IN 361 OR MORE DAY'S 3 1 190 399 67
4 COST OF CONTRACTOR INVESTIGATIONS $186.833.00




PART X. SUMMARY OF ADR PROGRAM ACTIVITIES

INFORMAL PHASE (PRE-COMPLAINT)
: - ‘ COUNSELINGS | INDDVIDUALSN DAY S AVERAGE DAYS
A ADR PENDING FROM PREVIOUS REPORTING PERIOD 2 | )
B. ADR ACTIONS IN COMPLETED/ENDED COUNSELINGS
L. ADR OFFERED 105 83
2 REJECTFD BY COMPLAINANT 69 <8
3 REJECTED BY AGENCY 26 1R
4 TOTAL ACCEPTED INTO ADR {0 9
€. ADR RESOURCES USED IN COMPLETED'ENDED COUNSELINGS (1+2+3+4+5) D] 8
1 INHOUSE i 0
2 ANOTHER FEDER AL AGENCY 1 1
3 PRIV ATE ORGANIZATIONS. ¢ g CONTRAUTORS. B AR ASSOCLATI )
INDIVIDU AL VOLUNTEERS OR COLLEGE/U NIVERSITY PERSONNEL) 0 0
A4 MULTIPLE RESDURCES USED (Please specifv) 0 i}
5. OTHER (Please spevily on commenls pagy) ] 7
D. ADR ATTEMPTS IN COMP1ETED/ENDED COUNSELINGS (142+3+ 516+ 7549} [ I DAYS AVERAGE DAYS
MEDLATION 8 7 403 3038
2. SETTLEMENT CONFERENCES 1 0 0 000 |
3. BARLY NEUTRAL EVALUATIONS 0 0 1] 000
4 FACTFINDING il B 0 000
3. FACILITATION ] 1 10 A0 00
& OMBUDSM W ) 0 0 000
7. PEER REVIEW ( 1] 0 0 )
3. MULTIPLE TECHNIOQUES USED 1 Ploase specafy) 0 0 0 000
9. OTHER {Pleaes specify ) ] f 0 000
E. STATUS OF CASES COUNSELINGS | INDIVIDUALS DAY'S AVERAGEDAYS
1. TOTALCLOSED (a - h « ¢ = d—e) 9 q 13 19 22
3. SETTLEMENTS WITH BENEFITS (Monatary and Nen-onetars) b s Q3 1130
b NO FORMAL COMPLAINT FILED 1} 0 0 0o
¢ NO RESOLUTION 3 1 313 [
d NO ADR ATTEMPT ] 2 17 13 80
¢ OTLER (Pleass spenfy 0 0 I )
2. OPEN INVENTORY - ADR PENDING 3 - 1341 113 07
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PART X1. SUMMARY OF ADR PROGRAM ACTIVITIES
FORMAL PHASE

1 OTHER (Please speaify om commams page)

COMPLAINTS | COMPLAINANTS DAYS WERAGE DAY S
A ADR PENDING FROM PREVIOUS RFPORTING PERTOD () o
B. ADR ACTIONS IN COMPLAINT CLOSURES
1. ADR OFFERED 34 1%
2. REJECTED BY COMPTAINANT 17 16
3. REJECTED BY AGENCY 1 |
4 TOTAI ACCEPTED INTO ADR 1 \

. ADR RESOURCES USED IN COMPLAINT CLOSURES (142+3+4+5) ] i
1. INHOUSE 0 0
2. ANOTHER FEDERAL AGENCY 0 0
3 PRIVATE ORGANIZ ATIONS. (c.r CONTRACTORS  BAK ASSCCTATIONS, i

INDIVIDUAL VOLUNTEERS OR COLLEGEUNTVERSITY PERSONNEL) : o
4. MULTTPLE RESOURCES USED (Pleass spoctfy) ) 0
5. OTHER (Please specily on comments pagee) ) }

. ADR ATTEATPTS IN COMPLAINT CLOSURES (142434 4+ 56+ 7+8~9+ 10} ] | 0" 000
| MEDIATION i | 0 1) ()
2 SETTLEMENT CONFERENCES 0 i 0 000
3 EARLY NEUTRAL EVALUATIONS 0 0 i 10N
4 FACTFINDING 0 1 0 0 00
5 FACILITATION 0 0 0 0 00
6 OMBUDSMAN 0 0 0 0.0
7. MINI-TRIALS 0 0 0 U o
§ PEFR REVIEW 0 0 0 i
9 MULUTIPLE TECHINIQUES USED (Pleasc speedy) 0 0 0 0o
10. OTHER (Please spectly on commens pape) 0 0 o TRET

. STATUS OF CASES COMPLAINTS | COMPUAINANTS DAY S W ERAGE DS
L. TOTALCLOSED(a ' b1 c -d ) 1 i u 0 (1

2 SETTLEMENTS WITH BENEFITS (Monctary and Nen-monctary) 0 0" 0" () (W)
b. WITHDRAW Al FROM EEO PROCESS 1 i 1) 00
¢ NO RESOLUTION il 0" 0 OO0
d NO ADR ATTEMPT 0 0 0 00
¢ OTHFR (Please spectih on comments paye) 0} (8] ) 0 00
2. OPEN INVENTORY - ADR PENDING i) 0 0 01
. BENEFTTS RECEIVED COMPLANGS L Conpravanys AMOUNT
1. MONETARY (INSERT TOT.AL) ) 013 000
2 COMPENSATORY DAMAGES 0 01 0 00
b BACK PAYTFRONT PAY 0 vl IRE)
. LLIMP SUM 0 uis 000
d. ATTORNEY'S FEES & COSTS 1] 013 0 (H)
o OTHER (Please specify on comments page) { 013 000
2. NON-MONETARY (INSERT TOTAL) 0 0
a NEW HIRES 0 o
b PROMOTIONS 0 b
¢, REINSTATEMENTS 0 0
d. ENPUNGEMENTS 0 v
« TRANSFFRS o h
£ REMOVALS RESCINDFD AND VOLUNTARY RESIGNATIONS i ]
2 REASONABLE ACCOMMODATIONS () 0
b TRANING 0 o
i APOT OG0y i} H
0 ()




PART XIL. SUMMARY OF ADR PROGRAM ACTIVITIES

TRAINING AND RESQURCES
‘ NUMBER TRAINED
A BASIC ADR ORTENTATION TRAINING 0 0
1. MANAGERS 0 0
2. EMPLOYEES 0 0
‘ NUBBER
B. EMPLOYEES THAT CAN PARTICIPATE IN ADR 0
o ‘ NUMBER
C. IN HOUSE STAFF RESOURCES AYATLABLE FOR ADR 0
1. FULL TIME 0
2 PART TIME 0
3. COLLATERAL DUTY 0
AMOUNT
D. ADR FUNDING SPENT 000

CERTIFICATION AND CONTACT INFORMATION
1 certify that the EF£) commlaint data contained on this report EEOC Form 462, Annual Federal Equal Emplovment Opporturaty Stibistical
Report of Dissamimation Complmiats, for the reporting perfod (c bber 1, 205 though Septezsher 30, 2006 are scourne and complate

TYPED NAME AND TITLE OF CERTIFVING OFFICIAL

SIGNATURE OF CERTIFYING OFFICTAL:

TYPED NAME AND TITLE OF PREPARER:

SIGNATURE OF PREPARER:

DATE: TELEPHONE NUMBER: E-hLAIL:

Thus report js due to the following address oo or hefiore October 315t

U8 Egual Emgloyment Opportenty Commssen
Offics o Federal Qperanons
Pederal Scior Programs
1801 L Stroer, NW
Washngton, DC 20567
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Delegation of Authority
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Temporary Delegation of Authority to Settle Administrative Equal Employment Opportunity (EEQ) Claims
and Complaints

1. AUTHORITY.

On behalf of the U.S. Environmental Protection Agency (EPA or Agency), to enter into settlement agreements
that resolve administrative claims and complaints brought against the Agency under various EEO authorities,
including the Equal Pay Act of 1963, as amended, 29 U.S.C. 206(d) et seq.; Title VII of the Civil Rights Act of
1964, as amended, 42 U.S.C. 2000e et seq.; the Age Discrimination in Employment Act of 1967, as amended,
29 U.S.C. 621 et seq.; the Rehabilitation Act of 1973, as amended, 29 U.S.C. 701 et seq.; Executive Orders
11478, 12106, 13145, and 13152; and the Equal Employment Opportunity Commission (EEOC) regulations at
29 C.F.R. Part 1614. This includes the authority to settle any and all of a complainant's pending administrative
EEO claims and complaints, and mixed case appeals filed by an appellant before the Merit Systems Protection
Board (MSPB).

2. TO WHOM DELEGATED.

a. The Chief of Staff, Assistant Administrators, Regional Administrators, General Counsel, Inspector General,
and Chief Financial Officer, for settlement agreements with complainants in their respective organizations
prior to the complainant requesting a hearing before the EEOC or MSPB.

b. The EPA Office of General Counsel (OGC), Office of Regional Counsel (ORC) or Office of Inspector
General (OIG) attorney designated by OGC, ORC, or OIG to represent the Agency after a complainant
requests a hearing before the EEOC or files a mixed case appeal before the MSPB.

3. REDELEGATION AUTHORITY.

a. The authority in paragraph 2a may be redelegated to management officials within the delegatees’ respective
organizations. This authority may not be redelegated lower than the Division Director level, or equivalent.

b. The authority in paragraph 2b may not be redelegated.

4. LIMITATIONS.

a. The settlement authority provided under this delegation may only be exercised with the concurrence of
the Director, Office of Civil Rights (OCR), on acceptable parameters for settlement. This concurrence must
be obtained as early as practical. If settlement negotiation results in settlement terms that deviate from the
parameters concurred upon by the Director, OCR, then the delegatee or re-delegatee must obtain
concurrence on the new terms or new parameters before entering into a settlement agreement. The Director,
OCR, at his or her discretion, may waive the concurrence requirement, in writing, at any time.

b. The settlement authority provided under paragraph 2a may only be exercised after legal review of a proposed
settlement agreement by OGC, ORC, or OIG Office of Counsel, as applicable

¢. The settlement authority provided under paragraph 2b may only be exercised with the concurrence of the
appropriate EPA management ofticial.

b2
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d. The designation of OIG attorneys to represent the Agency in the processing of employee complaints covered
by this delegation will be in accordance with the provisions of the Memorandum of Understanding Between the
General Counsel and the Inspector General of the United States Environmental Protection Agency, dated
September 8, 2004.

e. Subject to paragraph 4a, an OGC, ORC, or OIG attorney may engage in discussions and negotiations that may
lead to settlement of a claim or complaint by an official who has settlement authority under this delegation.

S. ADDITIONAL REFERENCES.

a. EPA Delegation 1-34, Litigation Representation

b. EPA Delegation 1-83, Final Decisions on Formal Complaints of Discrimination

c. 29 CFR. Part 1614
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Glossary

The following definitions apply to this Directive:
Applicant: A person who applies for employment.

Applicant Flow Data: Information reflecting characteristics of the pool of individuals applying for an
employment opportunity.

Appropriate Relevant Labor Force (ARLF): The EEOC and the Courts have determined that
agencies and other employers should make RLF comparisons based on either local or national data.
Local RLF should be used if applicants are solicited locally or the employer should be reasonably
expected to recruit locally. National RLF is used if positions are recruited nationally. In EPA,
vacancies are announced nationally; therefore, the NLF is used for all comparisons.

Barrier: An agency policy, principle, practice or condition that limits or tends to limit employment
opportunities for members of a particular gender, race or ethnic background or for an individual (or
individuals) based on disability status.

Civilian Labor Force (CLF): Persons 16 years of age and over, except those in the armed forces,
who are employed or are unemployed and seeking work.

Disability: For the purpose of statistics, recruitment, and targeted goals, the number of employees in
the workforce who have indicated having a disability on a Office of Personnel Management Standard
Form (SF) 256. For all other purposes, the definition contained in 29 C.F.R. § 1630.2 applies.

Employees: Members of the agency's permanent or temporary work force, whether full or part-time
and whether in competitive or excepted service positions.

Employment Decision: Any decision affecting the terms and conditions of an individual's
employment, including but not limited to hiring, promotion, demotion, disciplinary action and
termination.

EPA Components/Organizations: EPA components or organizations consist of program offices

(AA-ships), regional offices, and major laboratories. Major laboratories and Regions are provided
guidance and direction in the implementation of the EPA Affirmative Employment Program Plans.

Feeder Group or Pool: Occupational group(s) from which selections to a particular job are typically
made.

Fiscal Year: The period from October 1 of one year to September 30 of the following year.

Goal: Under the Rehabilitation Act, an identifiable objective set by an agency to address or eliminate
barriers to equal employment opportunity or to address the lingering effects of past discrimination.

Major Occupations: Agency occupations that are mission related and heavily populated. relative to
other occupations within the agency.



Major Laboratories: Any organization serviced by the Area Offices in Las Vegas, Cincinnati, and
Research Triangle Park.

Onsite Program Review: Visit by EEO representatives to an agency to evaluate the agency's
compliance with the terms of this Directive and/or to provide technical assistance.

Reasonable Accommodation: Generally, any modification or adjustment to the work environment, or
to the manner or circumstances under which work is customarily performed, that enables an individual
with a disability to perform the essential functions of a position or enjoy equal benefits and privileges
of employment as are enjoyed by similarly situated individuals without a disability. For a more
complete definition, see 29 C.F.R. § 1630.2(0). See also, EEOC Enforcement Guidance on Reasonable
Accommodation and Undue Hardship under the Americans with Disabilities Act, No. 915.002
(October 17, 2002).

Relevant Labor Force: The RLF is the labor force by occupation. It is used for making occupation
by occupation comparisons, as opposed to the general Civilian Labor Force, which represents the
ovdrall workforce by class group. The RLF 1s developed by the Bureau of the
Census. On the Website, Census provides by class group data for every occupational category used in
the census. The census also provides a cross-walk identifying which census category should be used
when comparing each Federal occupational series.

Section 501 Program: The affirmative program plan that each agency is required to maintain under
Section 501 of the Rehabilitation Act to provide individuals with disabilities adequate hiring,
placement, and advancement opportunities.

Section 717 Program: The affirmative program of equal employment opportunity that each agency 1s
required to maintain for all employees and applicants for employment under Section 717 of Title VIL

Selection Procedure: Any employment policy or practice that is used as a basis for an employment
decision.

Special Recruitment Program: A program designed to monitor recruitment of, and track applications
from, persons with targeted disabilities.

Staffing: The process of determining how a position is structured and how it will be filled. As an
example, when a full performance position is vacated, staffing options may exist. The position may be
advertised at the full performance level or advertised at a lower level so that a career ladder can permit
the incumbent to be promoted to the full performance level.

Targeted Disabilities: Disabilities that the Federal government, as a matter of policy, has identified
for special emphasis in affirmative action programs. They are: 1) deafness; 2) blindness; 3) missing
extremities; 4) partial paralysis; 5) complete paralysis; 6) convulsive disorders; 7) mental retardation;
8) mental illness; and 9) distortion of limb and/or spine.

Technical Assistance: Training, assistance or guidance provided by the EEO professionals in writing,
over the telephone or in person.

Trigger: A condition which may cause a barrier analysis to be conducted under EEOC MD-715. In
MD-715, EEOC requires agencies to prepare statistical tables representing various segments of
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employment data. The Triggers and Trends alert the agency to possible barriers that may exist to
equal employment opportunity.

Variance: The variance is calculated by applying the class group CLF percentage to the total number
of permanent employees assigned and rounding up to the next full number. When representation
scores are positive, it means that the Agency or component has more representation then the CLF
When the scores are negative, then the class group representation is less-than-expected. The variance
1s the difference between what is expected and what actually occurs.
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The Office of Civil Rights is a unique and diverse office with a small committed staff, which depends
on others to assist them in carrying out their work in the areas of complaints processing and
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responsible for affirmative employment programs at EPA. 1 thank them for their outstanding work in
the development of this Affirmative Employment Plan, with input from EEO Officer’s and Office of

General Counsel staff members.
ham

Karen D. Higginb
Director

211



