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ICE ANNUAL EEO PROGRAM STATUS REPORT, FISCAL YEAR 2019 

EXECUTIVE SUMMARY 

The ICE FY 2018 annual report again highlights the lack of progress in the program 

accountability sections of the requirement to create a “Model Workplace” with adequate staffing 

levels once again identified as an “un-met” measure of the annual assessment. The existing EEO 

and Anti-Harassment policies are dated as they were signed by the former Director, who 

departed the agency in November 2016. ICE missed statutory timelines in EEO formal 

complaint processing, benchmarks for training of managers and supervisors, and requirements to 

timely comply with EEOC orders. Despite efforts initiated in FY 2017, the Agency was 

unsuccessful in conducting adequate applicant flow data analysis, rendering it unable to 

effectively identify the drivers for stagnation or declines in hiring of under-represented groups, 

especially women in law enforcement positions. This inability to complete applicant flow 

analysis hinders ICE’s ability to determine the reasons for the poor results of the Agency’s major 

hiring initiative for FY 2018; the decision to submit a bona-fide occupational qualification 

(BFOQ) for a “female only” hiring authority from OPM. Using this authority, ICE conducted 

two targeted recruitment drives in FY 2018 which it hoped would greatly enhance the ranks of 

female law enforcement personnel within the agency. This lack of success in hiring is 

exacerbated by the fact that in FY 2018, women voluntarily separated from the agency at higher 

rates than their overall representation in the workforce for the 5th year in a row. 

ICE did show progress in some areas. EEO informal complaint processing timelines met or 

exceeded EEOC timeliness guidelines. Female representation in mission critical leadership 

positions has slightly increased, with women representing 11% of HSI senior leadership 

positions (up from 10% in FY 2017) and 55% of OPLA leadership positions (up from 54%) 

however, women represented 14 ½ % of ERO leadership positions in FY 2018, down from 15 ½ 

% in FY 2017. While overall hiring was down for the Agency in FY 2018, the percentage of 

women who were hired remained at just over 30% of all hiring.  Another positive note is that 

ICE greatly improved its disability representation, with overall representation for persons with 

targeted disabilities reaching .98% of the overall ICE workforce, and that same group comprising 

2.65% of the non-law enforcement portion of the ICE workforce. Both employees and managers 

remained receptive to the various training courses provided by ODCR during the year, with 99% 

of employees participating in anti-harassment training; and 98% of employees completing 

required “No Fear Act” training. Finally, ICE did well in the employees’ perception of inclusion 

within the Agency as measured by the FEVS/ inclusion index (fairness, openness, cooperative 

workforce, supportive leaders and empowered employees), with the Agency receiving some of 

its highest scores ever and outpacing the overall DHS scores in all five measurement areas. ICE 

also continued the maturation of its special emphasis programs, with the field special emphasis 

program managers increasing their role in the well-regarded organizational climate assessment 

process. ICE completed three (3) organizational climate assessments in FY 2018. ICE’s 

Executive Diversity and Inclusion Council challenged its members to meet with SEPMs and 

promote the Agency’s diversity management goals during their recurring visits with ICE Field 

Offices, greatly enhancing the marketing and promotion of the D&I program. ICE played a key 

role in the DHS wide study of anti-harassment programs across all DHS Components and the 

Agency has proactively taken steps to enhance the effectiveness of its own anti-harassment 

program based on the findings and recommendations of the DHS study. 
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For these reasons and many others, the Agency remains committed to its goals, and is 

determined to improve the results of our efforts to embrace diversity and inclusion. ICE will 

maintain our focus on increasing transparency and consistency in our business process. We will 

increase accountability to each other by building and sustaining collaborative relationships 

across ICE’s Directorates and Program Offices. We will remain focused on our efforts to: 

 

• Address the under-representation of women in ICE’s mission critical occupations; 

• Develop strategies that increase opportunities for persons with targeted disabilities; 

• Address the lack of diversity among the agency’s SES ranks, specifically for minorities 

and women; 

• Dramatically improve the timely processing of investigations at all stages of the EEO 

process, and; 

• Continue providing timely, tailored training and education of all ICE Managers and 

Supervisors and promote their understanding of the importance of equal opportunity, 

diversity and inclusion. 
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For the period covering October 1, 2017, to September 30, 2018 
 

 
 

 
PART A 
Department 
or Agency 
Identifying 
Information 

1. Agency Department of Homeland Security 

1.a. 2nd level reporting component U.S. Immigration and Customs Enforcement 

1.b. 3rd level reporting component 
 

1.c. 4th level reporting component 
 

2. Address 500 12th Street SW 

3. City, State, Zip Code Washington, DC 20536-5010 

4. CPDF Code 5. FIPS Code HSBB 7012 

 
PART B 
Total 
Employment 

1. Enter total number of permanent full-time and part-time employees 19,896 

2. Enter total number of temporary employees 52 

3. Enter total number employees paid from non-appropriated funds 0 

4. TOTAL EMPLOYMENT [add lines B 1 through 3] 19,948 

 
 
 
 
 
 
 

PART C 
Agency 
Official 
Responsible 
For Oversight 
of EEO 
Program 

 

 
1. Head of Agency Official Title 

Matthew T. Abence 
Acting Deputy Director and Senior Official Performing the 

Duties of the Director, 

U.S. Immigration and Customs Enforcement 

2. Agency Head Designee Staci Barrera 
Executive Associate Director, M&A 

3. Principal EEO Director/Official 
Title/series/grade 

Scott F. Lanum 
Assistant Director, ODCR 

4. Title VII Affirmative EEO Program 
Official 

Stacie D. Jones 
Chief Diversity Officer, ODCR 

5. Section 501 Affirmative Action 
Program Official 

Stacie D. Jones 
Chief Diversity Officer, ODCR 

6. Complaint Processing Program 
Manager 

Randy Poynter 
Chief, Complaints & Resolution Division, ODCR 

7. Other Responsible Staff N/A 
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PART D 
Subordinate 
Components 

 
 

Subordinate Component and Location (City/State) 

 
 

CPDF and FIPS Codes 

 
N/A 

  

EEO FORMS and Documents Included With This Report 

Executive Summary [FORM 715-01 PART E], that 
includes: 

 
x 

Optional Annual Self-Assessment Checklist Against 
Essential Elements (Form 715-01 Part G] 

 
x 

 

Brief paragraph describing the agency's mission 
and mission-related functions 

 

x 
EEO Plan To Attain the Essential Elements of a Model 

EEO Program (Form 715-01 Part H] for each 
programmatic essential 

 

x 

Summary of results of agency's annual self- 
assessment against MD 715 "Essential 
Elements" 

 

x 

 
EEO Plan To Eliminate Identified Barrier (Form 715-01 

Part I) for each identified barrier 

 

x 

 

Summary of Analysis of Work Force Profiles 
including net change analysis and comparison 
to RCLF 

 

 
x 

Special Program Plan for the Recruitment, Hiring, and 
Advancement of Individuals With Targeted 
Disabilities for agencies with 1,000 or more 
employees (Form 715-01 Part J) 

 

 
x 

Summary of EEO Plan objectives planned to 
eliminate identified barriers or correct 
program deficiencies 

 

x 

 

Copy of Workforce Data Tables as necessary to support 
Executive Summary and/or EEO Plans 

 

x 

 

Summary of EEO Plan action items implemented 
or accomplished 

 

 
x 

Copy of data from 462 Report as necessary to support 
action items related to Complaint Processing Program 
deficiencies, ADR effectiveness, or other compliance 
issues. 

 

 
x 

Statement of Establishment of Continuing Equal 
Employment Opportunity Programs (Form 715-01 
Part F) 

 

x 
Copy of Facility Accessibility Survey results as necessary 

to support EEO Action Plan for building renovation 
projects 

 

Copies of relevant EEO Policy Statement(s) and/or 
excerpts from revisions made to EEO Policy 
Statements 

 

x 

 

Organizational Chart 

 

x 
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Essential Element A: Demonstrated Commitment From agency Leadership 

This element requires the agency head to communicate a commitment to equal employment opportunity and a discrimination-free workplace. 

 

 

Compliance 

Indicator 

 

A.1 – The agency issues an effective, up-to-date EEO 

policy statement. 

Measure Met? 
 

 
Comments 

Old 

(Yes/No/NA) 
Part G 

Question 

Measures   

 

 

 

 

A.1.a 

 
 

Does the agency annually issue a signed and dated EEO 

policy statement on agency letterhead that clearly 

communicates the agency’s commitment to EEO for all 

employees and applicants? If “yes”, please provide the 

annual issuance date in the comments column. [See MD 

715, II(A)] 

 

 

 

 

No 

Since the departure of the agency head 

on January 20, 2017, ICE has had 

several individuals acting in the 

position. The Office of Diversity and 

Civil Rights (ODCR) will issue a new 

policy upon confirmation of the new 

ICE Director. See H-1 for planned 

activities towards completion of 

objective. 

 

 

 

 

A.1.a.2 

 

 

 

 
A.1.b 

 

Does the EEO policy statement address all protected 

bases (age, color, disability, sex (including pregnancy, 

sexual orientation and gender identity), genetic 

information, national origin, race, religion, and 

reprisal) contained in the laws EEOC enforces? [See 29 

C.F.R. § 1614.101(a)] 

 

 

 

 
Yes 

  

 

 

 
New 

A.2.a 
Does the agency disseminate the following policies and 

procedures to all employees: 

   

 

 
 

A.2.a.1 

 

 
 

Anti-Harassment policy? [See MD-715, II(A)] 

 

 
 

Yes 

 
ICE is currently following its Anti 

Harassment Policy, dated July 6, 2010 a 

new policy/directive is being revised to 

comply with DHS's policy. 

 

 
 

New 

A.2.a.2 
Reasonable accommodation procedures? [See 29 

C.F.R. §1614.203(d)(3)] 
Yes 

 
New 

 
A.2.b 

Does the agency prominently post the following 

information throughout the workplace and on its 

public website: 
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A.2.b.1 

The business contact information for its EEO 

Counselors, EEO Officers, Special Emphasis Program 

Managers, and EEO Director? [See 29 C.F.R. § 

1614.102(b)(7)] 

 

 
No 

A.2.b1, A2.b.2, and A.2.b3 are 

combined to form H-2, all planned 

activities toward completion of the 

objective are represented in H-2. 

 

 
New 

 

 
A.2.b.2 

 
Written materials concerning the EEO program, laws, 

policy statements, and the operation of the EEO 

complaint process? [See 29 C.F.R. § 1614.102(b)(5)] 

 

 
No 

  

 
A.2.c 

 

A.2.b.3 

Reasonable accommodation procedures? [See 29 

C.F.R. § 1614.203(d)(3)(i)] If so, please provide the 

internet address in the comments column. 

 

No 

  

A.3.c 

 

A.2.c 
Does the agency inform its employees about the 

following topics: 

   

 

 

A.2.c.1 

 
EEO complaint process? [See 29 C.F.R. §§ 

1614.102(a)(12) and 1614.102(b)(5)] If “yes”, please 

provide how often. 

 

 

Yes 

 

EEO complaint process is disseminated 

during the bi-weekly new employee 

orientation and during new managers 

and supervisors training. 

 

 

A.2.a 

 

A.2.c.2 

 
ADR process? [See MD-110, Ch. 3(II)(C)] If “yes”, 

please provide how often. 

 

Yes 

Policies are disseminated during the bi- 

weekly New Employee Orientation, and 

information is on the ODCR intranet 

page. 

 

New 

 

 
A.2.c.3 

 
Reasonable accommodation program? [See 29 C.F.R. § 

1614.203(d)(7)(ii)(C)] If “yes”, please provide how 

often. 

 

 
Yes 

Policies are disseminated during the bi- 

weekly New Employee Orientation, and 

information is on the ODCR intranet 

page. 

 

 
New 

 

 

 
A.2.c.4 

 
 

Anti-Harassment program? [See EEOC “Enforcement 

Guidance on Vicarious Employer Liability for 

Unlawful Harassment by Supervisors” (1999), § V.C.1] 

If “yes”, please provide how often. 

 

 

 
Yes 

 

 
The agency provided mandated Anti- 

Harassment training to all employees 

this year. 

 

 

 
New 
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A.2.c.5 

 

 
Behaviors that are inappropriate in the workplace and 

could result in disciplinary action? [See 5 C.F.R. § 

2635.101(b)] If “yes”, please provide how often. 

 

 

 
Yes 

 
The topic was covered in the Anti- 

Harassment training that was provided 

to all employees this year. Discussions 

will occur to determine the appropriate 

frequency for this training. 

 

 

 
A.3.b 

 

 

 
A.3.a 

 

Does the agency provide recognition to employees, 

supervisors, managers, and units demonstrating 

superior accomplishment in equal employment 

opportunity? [See 29 C.F.R. § 1614.102(a) (9)] If 

“yes”, provide one or two examples in the comments 

section. 

 

 

 
Yes 

 
ICE Director's Outstanding 

Achievement in Diversity Management 

and Core Value Awards. See 

https://insight.ice.dhs.gov/director/awar 

ds/Pages/index.aspx 

 

 

 
New 

 

 

A.3.b 

 
Does the agency utilize the Federal Employee 

Viewpoint Survey (FEVS) or other climate assessment 

tools to monitor the perception of EEO principles 

within the workforce? [See 5 C.F.R. Part 250] 

 

 

Yes 

 

FEVS and Climate Assessment tools are 

utilized to identify data and information 

related to the diversity index. 

 

 

New 

 
B.1.a 

Is the agency head the immediate supervisor of the 

person (“EEO Director”) who has day-to-day  control 

over the EEO office? [See 29 C.F.R.  §1614.102(b)(4)] 

 
Yes 

  
B.1.a 

 

 

 

B.1.a.1 

 

If the EEO Director does not report to the agency head, 

does the EEO Director report to the same agency head 

designee as the mission-related programmatic offices?  

If “yes,” please provide the title of the agency head 

designee in the comments. 

 

 

 

NA 

  

 

 

New 

 

 
B.1.a.2 

 

Does the agency’s organizational chart clearly define 

the reporting structure for the EEO office? [See 29 

C.F.R. §1614.102(b)(4)] 

 

 
Yes 

 
The Office of Diversity and Civil Rights 

is in the Office of the Director. 

 

 
B.1.d 
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B.1.b 

Does the EEO Director have a regular and effective 

means of advising the agency head and other senior 

management officials of the effectiveness, efficiency 

and legal compliance of the agency’s EEO program? 

[See 29 C.F.R. §1614.102(c) (1); MD-715 Instructions, 

Sec. I] 

 

 

 

Yes 

 

 
 

Monthly Update Meetings 

 

 

 

B.2.a 

 

 

 

 

 
B.1.c 

 
During this reporting period, did the EEO Director 

present to the head of the agency, and other senior 

management officials, the "State of  the agency" 

briefing covering the six essential elements of the model 

EEO program and the status of the barrier analysis 

process? [See MD-715 Instructions, Sec. I)] If “yes”, 

please provide the date of the briefing in the comments 

column. 

 

 

 

 

 
Yes 

 

 

 

 

 
28-Sep-19 

 

 

 

 

 
B.2.b 

 

 
B.1.d 

Does the EEO Director regularly participate in senior- 

level staff meetings concerning personnel, budget, 

technology, and other workforce issues? [See MD-715, 

II(B)] 

 

 
Yes 

  

 
New 

 

 

 

B.2.a 

Is the EEO Director responsible for the 

implementation of a continuing affirmative 

employment program to promote EEO and to identify 

and eliminate discriminatory policies, procedures, and 

practices? [See MD-110, Ch. 1(III)(A); 29 C.F.R. 

§1614.102(c)] 

 

 

 

Yes 

  

 

 

B.3.a 

 
B.2.b 

Is the EEO Director responsible for overseeing the 

completion of EEO counseling [See 29 C.F.R. 

§1614.102(c)(4)] 

 
Yes 

  
New 

 

 

B.2.c 

 
Is the EEO Director responsible for overseeing the fair 

and thorough investigation of EEO complaints? [See 29 

C.F.R. §1614.102(c)(5)] [This question may not be 

applicable for certain subordinate level components.] 

 

 

Yes 

  

 

New 
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B.2.d 

 
 

Is the EEO Director responsible for overseeing the 

timely issuing final agency  decisions (FADs)? [See 29 

C.F.R. §1614.102(c)(5)] [This question may not be 

applicable for certain subordinate level  components.] 

 

 

 
NA 

 

The DHS Office for Civil Rights and 

Civil Liberties is responsible for 

issuance of merit decisions for all DHS 

sub-components. Therefore, timeframes 

for issuance of FADs are not under the 

control of ICE. 

 

 

 
New 

 
B.2.e 

Is the EEO Director responsible for ensuring 

compliance with EEOC orders? [See 29 C.F.R. §§ 

1614.102(e); 1614.502] 

 
Yes 

  
F.3.b 

 

 
B.2.f 

Is the EEO Director responsible for periodically 

evaluating the entire EEO program and providing 

recommendations for improvement to the agency 

head? [See 29 C.F.R. §1614.102(c)(2)] 

 

 
Yes 

  

 
New 

 

 
B.2.g 

If the agency has subordinate level components, does 

the EEO Director provide effective guidance and 

coordination for the components? [See 29 C.F.R. §§ 

1614.102(c)(2) and (c)(3)] 

 

 
N/A 

  

 
New 

 

 

 

B.3.a 

 
Do EEO program officials participate in agency 

meetings regarding workforce changes that might 

impact EEO issues, including strategic planning, 

recruitment strategies, vacancy projections, succession 

planning, and selections for training/career 

development opportunities? [See MD-715, II(B)] 

 

 

 

Yes 

  

 

 

B.2.c & B.2.d 

 

 

 

 

B.3.b 

 

 

 
Does the agency’s current strategic plan reference EEO 

/ diversity and inclusion principles? [See MD-715, 

II(B)] If “yes”, please identify the EEO principles in 

the strategic plan in the comments column. 

 

 

 

 

Yes 

 
GOAL 3 - Operate an Efficient, 

Effective Agency; Objective A: Improve 

Employee Engagement; Objective B: 

Build and Retain a Stellar Workforce 

and Management Team. The narrative 

of both objectives speak directly to the 

ODCR mission. 

 

 

 

 

New 
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B.4.a 

 
 

Pursuant to 29 C.F.R. §1614.102(a)(1), has the agency 

allocated sufficient funding and qualified staffing to 

successfully implement the EEO program, for the 

following areas: 

  
 

ODCR requested increased funding 

and staffing resources since 2017 and 

continues to make the same request 

each fiscal year. 

 

B.4.a.1 
To conduct a self-assessment of the agency for possible 

program deficiencies? [See MD-715, II(D)] 
Yes 

 
B.3.b 

 

B.4.a.2 

 
To enable the agency to conduct a thorough barrier 

analysis of its workforce? [See MD-715, II(B)] 

 

Yes 

  

B.4.a 

 

 

 
B.4.a.3 

 
To timely, thoroughly, and fairly process EEO 

complaints, including EEO counseling, investigations, 

final agency decisions (FADs), and legal sufficiency 

reviews? [See 29 C.F.R. § 1614.102(c)(5) & 1614.105(b) 

– (f); MD-110, Ch. 1(IV)(D) & 5(IV); MD-715, II(E)] 

 

 

 
No 

 

B.4.a.3 and B.4.a.11 are combined to 

form H-4, all planned activities toward 

completion of the objective are 

represented in H-4. 

 

 

 
E.5.b 

 

 

 

 
B.4.a.4 

 
To provide all supervisors and employees with training 

on the EEO program, including but not limited to 

retaliation, harassment, religious accommodations, 

disability accommodations, the EEO  complaint 

process, and ADR? [See MD-715, II(B) and III(C)] If 

not, please identify the type(s) of training with 

insufficient funding in the comments column. 

 

 

 

 
Yes 

  

 

 

 
B.4.f & B.4.g 

 

 
B.4.a.5 

To conduct thorough, accurate, and effective field 

audits of the EEO programs in components and the 

field offices, if applicable? [See 29 C.F.R. 

§1614.102(c)(2)] 

 

 
Yes 

  

 
E.1.c 

 
B.4.a.6 

To publish and distribute EEO materials (e.g. 

harassment policies, EEO posters, reasonable 

accommodations procedures)? [See MD-715, II(B)] 

 
Yes 

  
B.4.c 



PART U.S. IMMIGRATION AND CUSTOMS ENFORCEMENT (ICE) 

ANNUAL EEO PROGRAM STATUS REPORT FY 2018 

G AGENCY SELF-ASSESSMENT CHECKLIST MEASURING ESSENTIAL ELEMENTS 

 

 

 
 

 

B.4.a.7 

To maintain accurate data collection and tracking 

systems for the following types of data: complaint 

tracking, workforce demographics, and applicant flow 

data? [See MD-715, II (E)]. If not, please identify the 

systems with insufficient funding in the comments 

section. 

 

 

Yes 

  

 

New 

 

 

 
B.4.a.8 

To effectively administer its Special Emphasis 

Programs (such as, Federal Women’s Program, 

Hispanic Employment Program, and People with 

Disabilities Program Manager)? [See 5 U.S.C. § 7201; 

38 U.S.C. § 4214; 5 C.F.R. § 720.204; 5 C.F.R. § 

213.3102(t) and (u); 5 C.F.R. § 315.709] 

 

 

 
Yes 

  

 
B.3.c, B.3.c.1, 

B.3.c.2, & 

B.3.c.3 

 

 

B.4.a.9 

To effectively manage its Anti-Harassment program? 

[See MD-715 Instructions, Sec. I); “EEOC 

Enforcement Guidance on Vicarious Employer 

Liability for Unlawful Harassment by Supervisors” 

(1999), § V.C.1] 

 

 

Yes 

  

 

New 

 
B.4.a.10 

 

To effectively manage its reasonable accommodation 

program? [See 29 C.F.R. § 1614.203(d)(4)(ii)] 

 
Yes 

  
B.4.d 

 

 
B.4.a.11 

 

To ensure timely and complete compliance with EEOC 

orders? [See MD-715, II(E)] 

 

 
No 

B.4.a.3 and B.4.a.11 are combined to 

form H-4, all planned activities toward 

completion of the objectives are 

represented in H-4. 

 

 
New 

 
B.4.b 

Does the EEO office have a budget that is separate 

from other offices within the agency? [See 29 C.F.R. § 

1614.102(a)(1)] 

 
Yes 

  
New 

 
B.4.c 

Are the duties and responsibilities of EEO officials 

clearly defined? [See MD-110, Ch. 1(III)(A), 2(III), & 

6(III)] 

 
Yes 

  
B.1.b 

 

 

B.4.d 

 

Does the agency ensure that all new counselors and 

investigators, including contractors and collateral duty 

employees, receive the required 32 hours of training, 

pursuant to Ch. 2(II)(A) of MD-110? 

 

 

Yes 

  

 

E.2.d 
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B.4.e 

Does the agency ensure that all experienced counselors 

and investigators, including contractors and collateral 

duty employees, receive the required 8 hours of annual 

refresher training, pursuant to Ch. 2(II)(C) of MD- 

110? 

 

 
 

Yes 

  

 
 

E.2.e 

 
 

B.5.a 

Pursuant to 29 C.F.R. § 1614.102(a)(5), have all 

managers and supervisors received training on their 

responsibilities under the following areas under the 

agency EEO program: 

   

B.5.a.1 EEO Complaint Process? [See MD-715(II)(B)] Yes 
 

New 

 

B.5.a.2 
Reasonable Accommodation Procedures? [See 29 

C.F.R. § 1614.102(d)(3)] 

 

Yes 
  

A.3.d 

B.5.a.3 Anti-Harassment Policy? [See MD-715(II)(B)] Yes 
 

New 

 

 

B.5.a.4 

Supervisory, managerial, communication, and 

interpersonal skills in order to supervise most 

effectively in a workplace with diverse employees and 

avoid disputes arising from ineffective 

communications? [See MD-715, II(B)] 

 

 

Yes 

  

 

New 

 
 

B.5.a.5 

ADR, with emphasis on the federal government’s 

interest in encouraging mutual resolution of disputes 

and the benefits associated with utilizing ADR? [See 

MD-715(II)(E)] 

 
 

Yes 

  
 

E.4.b 

 

B.6.a 

Are senior managers involved in the implementation of 

Special Emphasis Programs? [See MD-715 

Instructions, Sec. I] 

 

Yes 

  

New 

B.6.b 
Do senior managers participate in the barrier analysis 

process? [See MD-715 Instructions, Sec. I] 
Yes 

 
D.1.a 

 
 

B.6.c 

When barriers are identified, do senior managers assist 

in developing agency EEO action plans (Part I, Part J, 

or the Executive Summary)? [See MD-715 Instructions, 

Sec. I] 

 
 

Yes 

  
 

D.1.b 
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B.6.d 

Do senior managers successfully implement EEO  

Action Plans and incorporate the EEO Action Plan 

Objectives into agency strategic plans? [See 29 C.F.R. § 

1614.102(a)(5)] 

 

 
Yes 

  

 
D.1.c 

 

 

 

 
 

C.1.a 

 

 

Does the agency regularly assess its component and 

field offices for possible EEO program deficiencies? 

[See 29 C.F.R. §1614.102(c)(2)] If “yes”, please provide 

the schedule for conducting audits in the comments 

section. 

 

 

 

 
 

Yes 

 

Annually, the ICE Office of Diversity 

and Civil Rights establishes agreements 

with 1-4 field offices, depending upon 

staffing resources, to conduct an 

Organizational Climate Assessment 

(OCA), which includes a review of EEO 

program deficiencies. 

 

 

 

 
 

New 

 

 

 

C.1.b 

 

Does the agency regularly assess its component and 

field offices on their efforts to remove barriers from 

the workplace? [See 29 C.F.R. §1614.102(c)(2)] If 

“yes”, please provide the schedule for conducting 

audits in the comments section. 

 

 

 

Yes 

 

 
The Office of Diversity and Civil Rights 

notifies field offices of any EEO and/or 

workforce related barriers resulting 

from the climate assessment. 

 

 

 

New 

 

 

 
C.1.c 

 

 
Do the component and field offices make reasonable 

efforts to comply with the recommendations of the field 

audit? [See MD-715, II(C)] 

 

 

 
Yes 

 

Per the agreement between ODCR and 

the field office under review, the field 

offices are responsible for making an 

effort to improve in the areas identified 

by the OCA. 

 

 

 
New 

 

 

 

C.2.a 

Has the agency established comprehensive Anti- 

Harassment policy and procedures that comply with 

EEOC’s enforcement guidance? [See MD-715, II(C); 

“Enforcement Guidance on Vicarious Employer 

Liability for Unlawful Harassment by Supervisors 

(Enforcement Guidance)”, EEOC No. 915.002, § V.C.1 

(June 18, 1999)] 

 

 

 

No 

 

 
C.2.a and C.2.a.1 are combined to form 

H-5, all planned activities toward 

completion of the objectives are 

represented in H-5. 

 

 

 

New 
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C.2.a.1 

 
Does the Anti-Harassment policy require corrective 

action to prevent or eliminate conduct before it rises to 

the level of unlawful harassment? [See “EEOC 

Enforcement Guidance on Vicarious Employer 

Liability for Unlawful Harassment by Supervisors” 

(1999), § V.C.1] 

 

 

 
 

No 

 

 
C.2.a and C.2.a.1 are combined to form 

H-5, all planned activities toward 

completion of the objectives are 

represented in H-5. 

 

 

 
 

New 

 

 

C.2.a.2 

 

Has the agency established a firewall between the Anti- 

Harassment Coordinator and the EEO Director? [See 

EEOC Report, “Model EEO Program Must Have an 

Effective Anti-Harassment Program” (2006)] 

 

 

Yes 

  

 

New 

 

 

 

C.2.a.3 

 

Does the agency have a separate procedure (outside the 

EEO complaint process) to address harassment 

allegations? [See “Enforcement Guidance on Vicarious 

Employer Liability for Unlawful Harassment by 

Supervisors (Enforcement Guidance)”, EEOC No. 

915.002, § V.C.1 (June 18, 1999)] 

 

 

 

Yes 

  

 

 

New 

 

 
C.2.a.4 

Does the agency ensure that the EEO office informs the 

Anti-Harassment program of all EEO counseling 

activity alleging harassment? [See Enforcement 

Guidance, V.C.] 

 

 
Yes 

  

 
New 

 

 

 

 

 
 

C.2.a.5 

 

Does the agency conduct a prompt inquiry (beginning 

within 10 days of notification) of all harassment 

allegations, including those initially raised in the EEO 

complaint process? [See Complainant v. Dep’t of 

Veterans Affairs , EEOC Appeal No. 0120123232 (May 

21, 2015); Complainant v. Dep’t of Defense (Defense 

Commissary Agency) , EEOC Appeal No. 0120130331 

(May 29, 2015)] If “no”, please provide the percentage 

of timely-processed inquiries in the comments column. 

 

 

 

 

 
 

No 

 

 

 

 
 

All planned activities toward 

completion of the objective are 

represented in H-6. 

 

 

 

 

 
 

New 



PART U.S. IMMIGRATION AND CUSTOMS ENFORCEMENT (ICE) 

ANNUAL EEO PROGRAM STATUS REPORT FY 2018 

G AGENCY SELF-ASSESSMENT CHECKLIST MEASURING ESSENTIAL ELEMENTS 

 

 

 
 

 
C.2.a.6 

 
Do the agency’s training materials on its Anti- 

Harassment policy include examples of disability-based 

harassment? [See 29 C.F.R. §1614.203(d)(2)] 

 

 
No 

 
All planned activities toward 

completion of the objective are 

represented in H-7. 

 

 
New 

 

 
C.2.b 

Has the agency established disability reasonable 

accommodation procedures that comply with EEOC’s 

regulations and guidance? [See 29 C.F.R. 

§1614.203(d)(3)] 

 

 
Yes 

  

 
New 

 

 

C.2.b.1 

Is there a designated agency official or other 

mechanism in place to coordinate or assist with 

processing requests for disability accommodations 

throughout the agency? [See 29 C.F.R. 

§1614.203(d)(3)(D)] 

 

 

Yes 

  

 

E.1.d 

 
C.2.b.2 

Has the agency established a firewall between the 

Reasonable Accommodation Program Manager and 

the EEO Director? [See MD-110, Ch. 1(IV)(A)] 

 
Yes 

  
New 

 

 
C.2.b.3 

Does the agency ensure that job applicants can request 

and receive reasonable accommodations during the 

application and placement processes? [See 29 C.F.R. 

§1614.203(d)(1)(ii)(B)] 

 

 
Yes 

  

 
New 

 

 

 
C.2.b.4 

 
Do the reasonable accommodation procedures clearly 

state that the agency should process the request within  

a maximum amount of time (e.g., 20 business days), as 

established by the agency in its affirmative action plan? 

[See 29 C.F.R. §1614.203(d)(3)(i)(M)] 

 

 

 
Yes 

  

 

 
New 

 

 

 

 

 
C.2.b.5 

 

 
 

Does the agency process all accommodation requests 

within the time frame set forth in its reasonable 

accommodation procedures? [See MD-715, II(C)] If 

“no”, please provide the percentage of timely-processed 

requests in the comments column. 

 

 

 

 

 
No 

 
In FY 2018, 20% of reasonable 

accommodation (RA), requests were 

processed within 15 business days, 

which fell short of the goal of 

processing 90% of RA requests within 

the time frame set forth in the agency 

standard operating procedures for 

reasonable accommodations. See H 8. 

 

 

 

 

 
E.1.e 
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C.2.c 

 

Has the agency established procedures for processing 

requests for personal assistance services that comply 

with EEOC’s regulations, enforcement guidance, and 

other applicable executive orders, guidance, and 

standards? [See 29 C.F.R. §1614.203(d)(6)] 

 

 

 

No 

 

 
C.2.c and C.2.c.1 are combined to form 

H-9, all planned activities toward 

completion of the objectives are 

represented in H-9. 

 

 

 

New 

 

 
 

C.2.c.1 

Does the agency post its procedures for processing 

requests for Personal Assistance Services on its public 

website? [See 29 C.F.R. § 1614.203(d)(5)(v)] If “yes”, 

please provide the internet address in the comments 

column. 

 

 
 

No 

 
C.2.c and C.2.c.1 are combined to form 

H-9, all planned activities toward 

completion of the objectives are 

represented in H-9. 

 

 
 

New 

 

 

 
C.3.a 

 
Pursuant to 29 C.F.R. §1614.102(a) (5), do all managers 

and supervisors have an element in their performance 

appraisal that evaluates their commitment to agency 

EEO policies and principles and their participation in 

the EEO program? 

 

 

 
Yes 

Performance workplans for managers 

and supervisors are evaluated on 

various EEO and Diversity principles to 

include "Respects and values individual 

differences and diversity by treating 

everyone fairly and professionally". 

 

 

 
New 

 
C.3.b 

Does the agency require rating officials to evaluate the 

performance of managers and supervisors based on the 

following activities: 

   

 
C.3.b.1 

Resolve EEO problems/disagreements/conflicts, 

including the participation in ADR proceedings? [See 

MD-110, Ch. 3.I] 

 
Yes 

  
A.3.a.1 

 
C.3.b.2 

Ensure full cooperation of employees under his/her 

supervision with EEO officials, such as counselors and 

investigators? [See 29 C.F.R. §1614.102(b)(6)] 

 
Yes 

  
A.3.a.4 

 
C.3.b.3 

Ensure a workplace that is free from all forms of 

discrimination, including harassment and retaliation? 

[See MD-715, II(C)] 

 
Yes 

  
A.3.a.5 

 

C.3.b.4 

Ensure that subordinate supervisors have effective 

managerial, communication, and interpersonal skills to 

supervise in a workplace with diverse employees? [See 

MD-715 Instructions, Sec. I] 

 

Yes 

  

A.3.a.6 
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C.3.b.5 

Provide religious accommodations when such 

accommodations do not cause an undue hardship? [See 

29 C.F.R. §1614.102(a)(7)] 

 
Yes 

  
A.3.a.7 

 

C.3.b.6 

Provide disability accommodations when such 

accommodations do not cause an undue hardship? [ 

See 29 C.F.R. §1614.102(a)(8)] 

 

Yes 

  

A.3.a.8 

 
C.3.b.7 

 

Support the EEO program in identifying and removing 

barriers to equal opportunity. [See MD-715, II(C)] 

 
Yes 

  
New 

 

C.3.b.8 

Support the Anti-Harassment program in investigating 

and correcting harassing conduct. [See “Enforcement 

Guidance”, V.C.2] 

 

Yes 

  

A.3.a.2 

 

 
 

C.3.b.9 

Comply with settlement agreements and orders issued 

by the agency, EEOC, and EEO-related cases from the 

Merit Systems Protection Board, labor arbitrators, and 

the Federal Labor Relations Authority? [See MD-715, 

II(C)] 

 

 
 

Yes 

  

 
 

New 

 

 

C.3.c 

Does the EEO Director recommend to the agency head 

improvements or corrections, including remedial or 

disciplinary actions, for managers and supervisors who 

have failed in their EEO responsibilities? [See 29  

C.F.R. §1614.102(c)(2)] 

 

 

Yes 

ODCR suggests training, facilitated 

discussions, and works with the Office 

of Human Capital and Office of 

Professional Responsibility for 

disciplinary actions. 

 

 

New 

 

 

C.3.d 

 
When the EEO Director recommends remedial or 

disciplinary actions, are the recommendations 

regularly implemented by the agency? [See 29 C.F.R. 

§1614.102(c)(2)] 

 

 

N/A 

 
ODCR does not recommend, rather it 

works with the Office of Human 

Capital and Office of Professional 

Responsibility for disciplinary actions. 

 

 

New 

 

 

C.4.a 

Do the HR Director and the EEO Director meet 

regularly to assess whether personnel programs, 

policies, and procedures conform to EEOC laws, 

instructions, and management directives? [See 29 

C.F.R. §1614.102(a)(2)] 

 

 

NO 

 
All planned activities toward 

completion of the objective are 

represented in H-10. 

 

 

New 
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C.4.b 

Has the agency established timetables/schedules to 

review at regular intervals its merit promotion 

program, employee recognition awards program, 

employee development/training programs, and 

management/personnel policies, procedures, and 

practices for systemic barriers that may be impeding 

full participation in the program by all EEO groups? 

[See MD-715 Instructions, Sec. I] 

 

 

 

 
Yes 

  

 

 

C.2.a, C.2.b, & 

C.2.c 

 

 
C.4.c 

Does the EEO office have timely access to accurate and 

complete data (e.g., demographic data for workforce, 

applicants, training programs, etc.) required to prepare 

the MD-715 workforce data tables? [See 29 C.F.R. 

§1614.601(a)] 

 

 
Yes 

  

 
New 

 

C.4.d 

Does the HR office timely provide the EEO office with 

timely access to other data (e.g., exit interview data, 

climate assessment surveys, and grievance data), upon 

request? [See MD-715, II(C)] 

 

Yes 

  

New 

 

 
C.4.e 

 
 

Pursuant to Section II(C) of MD-715, does the EEO 

office collaborate with the HR office to: 

   

 
C.4.e.1 

Implement the Affirmative Action Plan for Individuals 

with Disabilities? [See 29 C.F.R. §1614.203(d); MD-715, 

II(C)] 

 
Yes 

  
New 

 

C.4.e.2 
Develop and/or conduct outreach and recruiting 

initiatives? [See MD-715, II(C)] 

 

Yes 

  

New 

 

C.4.e.3 
Develop and/or provide training for managers and 

employees? [See MD-715, II(C)] 

 

Yes 

  

New 

 
 

C.4.e.4 

 
Identify and remove barriers to equal opportunity in 

the workplace? [See MD-715, II(C)] 

 
 

Yes 

  
 

New 

 

C.4.e.5 
Assist in preparing the MD-715 report? [See MD-715, 

II(C)] 

 

Yes 
  

New 
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C.5.a 

 

Does the agency have a disciplinary policy and/or table 

of penalties that covers discriminatory conduct? 29 

C.F.R. § 1614.102(a)(6); See also Douglas v. Veterans 

Administration , 5 MSPR 280 (1981). 

 

 

 
Yes 

  

 

 
C.3.a. 

 

 

 

 

 
 

C.5.b 

 

 

 
When appropriate, does the agency discipline or 

sanction managers and employees for discriminatory 

conduct? [See 29 C.F.R. §1614.102(a)(6)] If “yes”, 

please state the number of disciplined/sanctioned 

individuals during this reporting period in the 

comments. 

 

 

 

 

 
 

Yes 

 

FY 18 2 Total Findings 

(FY 17: 2 and FY 18: 1) 

In FY 17, one supervisor received a 

letter of reprimand. The other 

supervisor retired before disciplinary 

actions occurred. The FY 18 finding is 

pending review for disciplinary action 

by management and Employee 

Relations. 

 

 

 

 

 
 

C.3.c 

 

C.5.c 

If the agency has a finding of discrimination (or settles 

cases in which a finding was likely), does the agency 

inform managers and supervisors about the 

discriminatory conduct? [See MD-715, II(C)] 

 

Yes 

Findings, yes in the annual managers 

and supervisors training. No for 

settlement agreement cases. 

 

New 

 

 

 

C.6.a 

Does the EEO office provide management/ supervisory 

officials with regular EEO updates on at least an 

annual basis, including EEO complaints, workforce 

demographics and data summaries, legal updates, 

barrier analysis plans, and special emphasis updates? 

[See MD-715 Instructions, Sec. I] If “yes”, please 

identify the frequency of the EEO updates in the 
comments column. 

 

 

 

Yes 

 

 

 
Annually during Managers and 

Supervisors training 

 

 

 

C.1.a 

 
C.6.b 

Are EEO officials readily available to answer 

managers’ and supervisors’ questions or concerns? 

[See MD-715 Instructions, Sec. I] 

 
Yes 

  
New 

 
D.1.a 

 

Does the agency have a process for identifying triggers 

in the workplace? [See MD-715 Instructions, Sec. I] 

 
Yes 

  
New 
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D.1.b 

 

Does the agency regularly use the following sources of 

information for trigger identification: workforce data; 

complaint/grievance data; exit surveys; employee 

climate surveys; focus groups; affinity groups; union; 

program evaluations; special emphasis programs; 

reasonable accommodation program; Anti-Harassment 

program; and/or external special interest groups? [See 

MD-715 Instructions, Sec. I] 

 

 

 

 

Yes 

  

 

 

 

New 

 

 
 

D.1.c 

Does the agency conduct exit interviews or surveys that 

include questions on how the agency could improve the 

recruitment, hiring, inclusion, retention and 

advancement of individuals with disabilities? [See 29 

C.F.R. 1614.203(d)(1)(iii)(C)] 

 

 
 

No 

 
D.1.c and E.4.b are combined to form H 

11, all planned activities toward 

completion of the objectives are 

represented in H-11. 

 

 
 

New 

 
D.2.a 

Does the agency have a process for analyzing the 

identified triggers to find possible barriers? [See MD- 

715, (II)(B)] 

 
Yes 

  
New 

 
 

D.2.b 

Does the agency regularly examine the impact of 

management/personnel policies, procedures, and 

practices by race, national origin, sex, and disability? 

[See 29 C.F.R. §1614.102(a)(3)] 

 
 

Yes 

  
 

B.2.c.2 

 

 

D.2.c 

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 realignments? [See 29 C.F.R. 

§1614.102(a)(3)] 

 

 

Yes 

  

 

B.2.c.1 

 

 

 

 

D.2.d 

Does the agency regularly review the following sources 

of information to find barriers: complaint/grievance 

data; exit surveys; employee climate surveys; focus 

groups; affinity groups; union; program evaluations; 

Anti-Harassment program; special emphasis 

programs; reasonable accommodation program; Anti- 

Harassment program; and/or external special interest 

groups? [See MD-715 Instructions, Sec. I] If “yes”, 

please identify the data sources in the comments 
column. 

 

 

 

 

Yes 

 

 

ODCR reviews the following: 

complaint/grievance data; employee 

climate surveys; focus groups; and 

evaluative data from the special 

emphasis programs. 

 

 

 

 

New 
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D.3.a. 

Does the agency effectively tailor action plans to 

address the identified barriers, in particular policies, 

procedures, or practices? [See 29 C.F.R. 

§1614.102(a)(3)] 

 
 

Yes 

  
 

New 

 

D.3.b 

If the agency identified one or more barriers during the 

reporting period, did the agency implement a plan in 

Part I, including meeting the target dates for the 

planned activities? [See MD-715, II(D)] 

 

Yes 

  

New 

 
D.3.c 

Does the agency periodically review the effectiveness of 

the plans? [See MD-715, II(D)] 

 
Yes 

The Agency reviews the effectiveness of 

the plans annually. 

 
New 

 

 
D.4.a 

 

Does the agency post its affirmative action plan on its 

public website? [See 29 C.F.R. 1614.203(d)(4)] Please 

provide the internet address in the comments. 

 

 
Yes 

 

 
https://www.ice.gov/leadership/dcr 

 

 
New 

 

 
D.4.b 

Does the agency take specific steps to ensure qualified 

people with disabilities are aware of and encouraged to 

apply for job vacancies? [See 29 C.F.R. 

1614.203(d)(1)(i)] 

 

 
Yes 

  

 
New 

 

 
D.4.c 

 
Does the agency ensure that disability-related questions 

from members of the public are answered promptly  

and correctly? [See 29 C.F.R. 1614.203(d)(1)(ii)(A)] 

 

 
Yes 

  

 
New 

 

 

D.4.d 

Has the agency taken specific steps that are reasonably 

designed to increase the number of persons with 

disabilities or targeted disabilities employed at the 

agency until it meets the goals? [See 29 C.F.R. 

1614.203(d)(7)(ii)] 

 

 

Yes 

  

 

New 

 

E.1.a 
Does the agency timely provide EEO counseling, 

pursuant to 29 C.F.R. §1614.105? 

 

Yes 

  

E.3.a.1 

 

 
E.1.b 

Does the agency provide written notification of rights 

and responsibilities in the EEO process during the 

initial counseling session, pursuant to 29 C.F.R. 

§1614.105(b)(1)? 

 

 
Yes 

  

 
E.3.a.2 

https://www.ice.gov/leadership/dcr
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E.1.c 

Does the agency issue acknowledgment letters 

immediately upon receipt of a formal complaint, 

pursuant to MD-110, Ch. 5(I)? 

 

Yes 

  

New 

 

 

 

E.1.d 

 

Does the agency issue acceptance letters/dismissal 

decisions within a reasonable time (e.g., 60 days) after 

receipt of the written EEO Counselor report, pursuant 

to MD-110, Ch. 5(I)? If so, please provide the average 

processing time in the comments. 

 

 

 

No 

 

 
During FY 18 the average processing 

time was 80 days. All planned activities 

toward completion of the objectives are 

represented in H-12. 

 

 

 

New 

 

 

 
E.1.e 

 
Does the agency ensure all employees fully cooperate 

with EEO counselors and EEO personnel in the EEO 

process, including granting routine access to personnel 

records related to an investigation, pursuant to 29 

C.F.R. §1614.102(b)(6)? 

 

 

 
Yes 

  

 

 
New 

 

 

 

 
E.1.f 

 

 

 
 

Does the agency timely complete investigations, 

pursuant to 29 C.F.R. §1614.108? 

 

 

 

 
NO 

 
 

120 of the 159 completed investigations 

in FY 18 (75%) were not timely 

completed.  E1f and E1.j are combined 

to form all planned activities toward 

completion of the objectives represented 

in H- 13. 

 

 

 

 
E.3.a.3 

 

 

 
E.1.g 

 

If the agency does not timely complete investigations, 

does the agency notify complainants of the date by 

which the investigation will be completed and of their 

right to request a hearing or file a lawsuit, pursuant to 

29 C.F.R. §1614.108(g)? 

 

 

 
Yes 

  

 

 
New 
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E.1.h 

 

 
 

When the complainant does not request a hearing, does 

the agency timely issue the final agency decision (FAD), 

pursuant to 29 C.F.R. §1614.110(b)? 

 

 

 
 

N/A 

 
The DHS Office for Civil Rights and 

Civil Liberties is responsible for 

issuance of merit decisions for all DHS 

sub-components. Therefore, timeframes 

for issuance of FADs are not under the 

control of ICE. 

 

 

 
 

E.3.a.4 

 

 

 

 

E.1.i 

 

 

 

Does the agency timely issue final actions following 

receipt of the hearing file and the administrative 

judge’s decision, pursuant to 29 C.F.R. §1614.110(a)? 

 

 

 

 

NA 

 

 

The DHS Office for Civil Rights and 

Civil Liberties is responsible for 

issuance of final actions for all DHS sub 

components. Therefore, timeframes for 

issuance of final actions are not under 

the control of ICE. 

 

 

 

 

E.3.a.7 

 

 

 
E.1.j 

 
If the agency uses contractors to implement any stage 

of the EEO complaint process, does the agency hold 

them accountable for poor work product and/or 

delays? [See MD-110, Ch. 5(V)(A)] If “yes”, please 

describe how in the comments column. 

 

 

 
No 

Complaints Division Chief and  

Contract Administrator meet with 

contractor to address deficiencies in 

contractual performance. The contract 

may be unilaterally terminated upon 30 

days advance notice. See H-14. 

 

 

 
E.2.c 

 

 

E.1.k 

If the agency uses employees to implement any stage of 

the EEO complaint process, does the agency hold them 

accountable for poor work product and/or delays 

during performance review? [See MD-110, Ch. 

5(V)(A)] 

 

 

Yes 

  

 

New 

 
 

E.1.l 

Does the agency submit complaint files and other 

documents in the proper format to EEOC through the 

Federal Sector EEO Portal (FedSEP)? [See 29 C.F.R. § 

1614.403(g)] 

 
 

Yes 

  
 

New 

 
E.2.a 

Has the agency established a clear separation between 

its EEO complaint program and its defensive function? 

[See MD-110, Ch. 1(IV)(D)] 

 
Yes 

  
New 
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E.2.b 

 

When seeking legal sufficiency reviews, does the EEO 

office have access to sufficient legal resources separate 

from the agency representative? [See MD-110, Ch. 

1(IV)(D)] If “yes,” please identify the source/location 

of the attorney who conducts the legal sufficiency 

review in the comments column. 

 

 

 

 
Yes 

 

ODCR has two embedded attorneys 

that review reports of investigation. 

They provide sound legal advice to 

various divisions within ODCR and do 

not represent the Agency in any other 

manner. 

 

 

 

 
E.6.a 

 

 
E.2.c 

 

If the EEO office relies on the agency’s defensive 

function to conduct the legal sufficiency review, is there 

a firewall between the reviewing attorney and the 

agency representative? [See MD-110, Ch. 1(IV)(D)] 

 

 
NA 

  

 
New 

 

 
E.2.d 

 

Does the agency ensure that its agency representative 

does not intrude upon EEO counseling, investigations, 

and final agency decisions? [See MD-110, Ch. 1(IV)(D)] 

 

 
Yes 

  

 
E.6.b 

 

 

E.2.e 

 
If applicable, are processing time frames incorporated 

for the legal counsel’s sufficiency review for timely 

processing of complaints? EEOC Report, Attaining a 

Model Agency Program: Efficiency (Dec. 1, 2004) 

 

 

Yes 

  

 

E.6.c 

 
 

E.3.a 

Has the agency established an ADR program for use 

during both the pre-complaint and formal complaint 

stages of the EEO process? [See 29 C.F.R. 

§1614.102(b)(2)] 

 
 

Yes 

  
 

E.4.a 

 
E.3.b 

Does the agency require managers and supervisors to 

participate in ADR once it has been offered? [See MD- 

715, II(A)(1)] 

 
Yes 

  
E.4.c 

 
E.3.c 

Does the agency encourage all employees to use ADR, 

where ADR is appropriate? [See MD-110, Ch. 

3(IV)(C)] 

 
Yes 

  
D.2.a 

 

 
E.3.d 

 
Does the agency ensure a management official with 

settlement authority is accessible during the dispute 

resolution process? [See MD-110, Ch. 3(III)(A)(9)] 

 

 
Yes 

  

 
New 
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E.3.e 

 

 

Does the agency prohibit the responsible management 

official named in the dispute from having settlement 

authority? [See MD-110, Ch. 3(I)] 

 

 

 

Yes 

Based on the guidelines contained in 

EEOC’s MD 110, Chapter 3, ICE 

established that settlement authority 

should not rest with responsible 

management officials or anyone directly 

involved in the case, but a separate 

manager would be designated with 
settlement authority. 

 

 

 

E.4.d 

 
E.3.f 

 

Does the agency annually evaluate the effectiveness of 

its ADR program? [See MD-110, Ch. 3(II)(D)] 

 
Yes 

  
New 

 
E.4.a 

 

Does the agency have systems in place to accurately 

collect, monitor, and analyze the following data: 

   

 

 
E.4.a.1 

Complaint activity, including the issues and  bases  of 

the complaints, the aggrieved individuals/complainants, 

and the involved management official? [See MD-715, 

II(E)] 

 

 
Yes 

  

 
E.5.a 

 

E.4.a.2 
The race, national origin, sex, and disability status of 

agency employees? [See 29 C.F.R. §1614.601(a)] 

 

Yes 
  

E.5.c 

E.4.a.3 Recruitment activities? [See MD-715, II(E)] Yes 
 

E.5.f 

 

 
E.4.a.4 

 
External and internal applicant flow data concerning 

the applicants’ race, national origin, sex, and disability 

status? [See MD-715, II(E)] 

 

 
Yes 

  

 
New 

 

E.4.a.5 
The processing of requests for reasonable 

accommodation? [29 C.F.R. § 1614.203(d)(4)] 

 

Yes 

  

New 

 

 

E.4.a.6 

 
The processing of complaints for the Anti-Harassment 

program? [See “EEOC Enforcement Guidance on 

Vicarious Employer Liability for Unlawful Harassment 

by Supervisors” (1999), § V.C.2] 

 

 

Yes 

  

 

New 
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E.4.b 

 

Does the agency have a system in place to re-survey the 

workforce on a regular basis? [MD-715 Instructions, 

Sec. I] 

 

 

No 

 

D.1.c and E.4.b are combined to form H 

11, all planned activities toward 

completion of the objectives are 

represented in H-11. 

 

 

New 

 

 
E.5.a 

 

Does the agency monitor trends in its EEO program to 

determine whether the agency is meeting its obligations 

under the statutes EEOC enforces? [See  MD-715, 

II(E)] If “yes”, provide an example in the comments. 

 

 
Yes 

 
 

ICE reviews its workforce data 

annually 

 

 
E.5.e 

 

 

E.5.b 

 

Does the agency review other agencies’ best practices 

and adopt them, where appropriate, to improve the 

effectiveness of its EEO program? [See MD-715, II(E)] 

If “yes”, provide an example in the comments. 

 

 

Yes 

 
ICE reviewed best practices across 

agencies, USDA, prior to implementing 

its Field-Special Emphasis Program. 

 

 

E.5.g 

 
E.5.c 

Does the agency compare its performance in the EEO 

process to other federal agencies of similar size? [See 

MD-715, II(E)] 

 
Yes 

  
E.3.a 

 

 
F.1.a 

Does the agency have a system of management controls 

to ensure that its officials timely comply with EEOC 

orders/directives and final agency actions? [See 29 

C.F.R. §1614.102(e); MD-715, II(F)] 

 

 
Yes 

  

 
F.1.a 

 

F.1.b 

Does the agency have a system of management controls 

to ensure the timely, accurate, and complete  

compliance with resolutions/settlement agreements? 

[See MD-715, II(F)] 

 

Yes 

  

E.3.a.6 

 
F.1.c 

Are there procedures in place to ensure the timely and 

predictable processing of ordered monetary relief? [See 

MD-715, II(F)] 

 
Yes 

  
F.2.a.1 

 

F.1.d 
Are procedures in place to process other forms of 

ordered relief promptly? [See MD-715, II(F)] 

 

Yes 
  

F.2.a.2 
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F.1.e 

When EEOC issues an order requiring compliance by 

the agency, does the agency hold its compliance 

officer(s) accountable for poor work product and/or 

delays during performance review? [See MD-110, Ch. 

9(IX)(H)] 

 

 

Yes 

  

 

F.3.a. 

 
F.2.a 

Does the agency timely respond and fully comply with 

EEOC orders? [See 29 C.F.R. §1614.502; MD-715, 

II(E)] 

 
Yes 

  
C.3.d 

 

 
F.2.a.1 

When a complainant requests a hearing, does the 

agency timely forward the investigative file to the 

appropriate EEOC hearing office? [See 29 C.F.R. 

§1614.108(g)] 

 

 
Yes 

  

 
E.3.a.5 

 

 
F.2.a.2 

When there is a finding of discrimination that is not the 

subject of an appeal by the agency, does the agency 

ensure timely compliance with the orders of relief? [See 

29 C.F.R. §1614.501] 

 

 
Yes 

  

 
E.3.a.7 

 
 

F.2.a.3 

 

When a complainant files an appeal, does the agency 

timely forward the investigative file to EEOC’s Office 

of Federal Operations? [See 29 C.F.R. §1614.403(e)] 

 
 

Yes 

  
 

New 

 
F.2.a.4 

Pursuant to 29 C.F.R. §1614.502, does the agency 

promptly provide EEOC with the required 

documentation for completing compliance? 

 
Yes 

  
F.3.d (1 to 9) 

 
F.3.a 

Does the agency timely submit to EEOC an accurate 

and complete No FEAR Act report? [See Public Law 

107-174 (May 15, 2002), §203(a)] 

 
Yes 

  
New 

 
F.3.b 

Does the agency timely post on its public webpage its 

quarterly No FEAR Act data? [See 29 C.F.R. 

§1614.703(d)] 

 
Yes 

  
New 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-1) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

A.1.a Essential Element A: Demonstrated Commitment from Agency 

Leadership 

 
Does the agency annually issue a signed and dated EEO policy 

statement on agency letterhead that clearly communicates the 

agency’s commitment to EEO for all employees and applicants? 

 
If “yes”, please provide the annual issuance date in the comment’s 

column. [See MD-715, II(A)] 

 
OBJECTIVE: 

ICE will issue an updated, signed, and dated EEO policy statement. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Assistant Director, Office of Policy 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

The Office of Diversity and Civil Rights (ODCR) will issue a new 

policy upon confirmation of the new ICE Director. 
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EEO PROGRAM 
 
 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

Submit draft EEO policy statement to ODCR leadership for review. November 16, 2018 

Submit draft EEO policy statement to the Office of Policy for review. April 5, 2019 

Submit draft EEO policy statement to the Office of the Director for 

review. 

September 30, 2019 

 

 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
 

An updated EEO policy statement was cleared internally and submitted to the Director’s office. ICE 

is awaiting the appointment and confirmation of a new Director. 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-2) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

A.1.a Essential Element A: Demonstrated Commitment from Agency 

Leadership 

Does the agency prominently post the following information 

throughout the workplace and on its public website? 

 
The business contact information for its EEO Counselors, EEO 

Officers, Special Emphasis Program Managers, and EEO Director? 

[See 29 C.F.R. § 1614.102(b)(7)] 

 
Written materials concerning the EEO program, laws, policy 

statements, and the operation of the EEO complaint process? [See 29 

C.F.R. § 1614.102(b)(5)] 

 
Reasonable accommodation procedures? [See 29 C.F.R. § 

1614.203(d)(3)(i)] If so, please provide the internet address in the 

comment’s column. 

 
OBJECTIVE: 

Prominently post contact information and written materials for EEO 

and Diversity and Inclusion programs. 

 
RESPONSIBLE 

OFFICIAL: 

Chief Diversity Officer 

Chief, Complaints and Resolution Division 

DATE OBJECTIVE 

INITIATED: 

April 2019 
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EEO PROGRAM 
 
 
 
 
 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 

 

 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

Conduct meeting with each Division to discuss website updates to 

include EEO program, Special Emphasis, and Reasonable 

Accommodations. 

June 28, 2019 

Submit updates to senior leadership for review August 9, 2019 

Post on external website. September 30, 2019 

 
 
 
 
 
 
 
 

 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
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EEO PROGRAM 
 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-3) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

B.2.d Essential Element B: Integration of EEO into the agency's 

Strategic Mission 

 
Is the EEO Director responsible for overseeing the timely issuing final 

agency decisions (FADs)? [See 29 C.F.R. §1614.102(c)(5)] 

 
OBJECTIVE: 

Timely issuance of final agency decisions. 

RESPONSIBLE 

OFFICIAL: 

DHS Civil Rights and Civil Liberties 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 

 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

TARGET DATE: 
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EEO PROGRAM 
 
 
 
 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
 

Although DHS has primary responsibility for issuing merit FADs, ICE-ODCR is committed to 

partnering with DHS to increase timeliness rates of the FADs issued. To that end, several meetings 

and discussions have taken place to discuss a path forward and review best practices across DHS. 
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EEO PROGRAM 
 
 
 
 
 
 

 

U.S. Immigration and Customs Enforcement (H-4) FY 2018 

 
STATEMENT of 

B.4.a.3: Essential Element B: Integration of EEO into the agency's 

strategic mission 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

Pursuant to 29 CFR §1614.102(a)(1), has the agency allocated 

sufficient funding and qualified staffing to successfully implement the 

EEO program, to timely, thoroughly, and fairly process EEO 

 complaints, including EEO counseling, investigations, final agency 

 decisions (FADs), and legal sufficiency reviews? [See 29 C.F.R. § 

 1614.102(c)(5) & 1614.105(b) – (f); MD-110, Ch. 1(IV)(D) & 5(IV); 

 MD-715, II(E)] 

 
B.4.a.11: Essential Element B: Integration of EEO into the agency's 

Strategic Mission Pursuant to 29 CFR §1614.102(a)(1), has the 

agency allocated sufficient funding and qualified staffing to 

successfully implement the EEO program. Ensure timely and 

complete compliance with EEOC orders 

 
OBJECTIVE: 

Timely and thoroughly process EEO complaints at all stages of the 

complaint process and comply with EEOC orders, with the 

appropriate funding and qualified staff. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Executive Associate Director for Management and Administration 

Acting Deputy Director ICE 

Acting Director ICE 

DATE OBJECTIVE 

INITIATED: 

February 2016 
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EEO PROGRAM 
 
 
 
 
 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 

 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

ODCR will re-submit documentation for staffing increase of 3 FTEs 

for EEO Complaint processing originally created in February 2016 

and approved in March 2017 (positions were approved but not 

funded). 

May 2019 

ODCR will advise ICE Senior Leadership of the impact of the 

continuing lack of adequate staffing during monthly update meetings. 

April 2019 

ODCR will continue to deploy new strategies to increase the use of ADR as 

a method to reduce formal complaint activity such as the use of the federal 

executive board shared neutrals program. 

September 2019 

ODCR will continue to examine potential reasons for increases in EEO pre- 

complaint filings and report them during monthly update meetings with 

senior staff and the 2019 ICE No Fear Act report and other annual reports. 

April 2019 and ongoing 
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EEO PROGRAM 

 
 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
 

Accomplishments: 
 

ICE continues to take strides to demonstrate meaningful progress towards eliminating deficiencies in 

the timeliness of processing EEO complaints. In FY 2018, an EEO specialist received investigative 

training and certification in conducting EEO investigations. As a result, this individual was able to 

conduct supplemental investigations. Additionally, ODCR has obtained an additional embedded 

attorney to conduct legal sufficiency reviews of investigative reports. These actions have resulted in 

an improved timeliness rate for completing investigations. 

Although ODCR is not responsible for issuing Final Agency Decisions (FADs), ICE made significant 

contributions by partnering with CRCL to close out a backlogged inventory of 158 FAD cases. 

ICE also made significant strides in positioning itself for future success in the timeliness of 

investigations through several new initiatives, including entering into a new Inter Agency 

Agreement (IAA) with the United States Postal Service (USPS), to partner with a well-resourced 

and experienced organization to facilitate timely investigations. 

 

ICE also now meets weekly with the current contract investigators to address investigations work 

and expanded other contract services to include counseling and administrative letter writing to 

provide additional bandwidth in the EEO complaints program. 

 

In terms of internal office functions, EEO case processing was also realigned to help address the 

heavy formal EEO investigations case load. ICE is working with the Office of Acquisition 

Management (OAQ) to address prior contractor deficiencies. Finally, ICE received additional 

funding for enhancements to the case management system. 
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EEO PROGRAM 
 
 
 
 

 

U.S. Immigration and Customs Enforcement (H-5) FY 2018 

 
C.2.a Essential Element C: Management and Program Accountability 

STATEMENT of  

MODEL PROGRAM Has the agency established comprehensive anti-harassment policy and 

ESSENTIAL ELEMENT procedures that comply with EEOC’s enforcement guidance? [See 

DEFICIENCY: MD-715, II(C); “Enforcement Guidance on Vicarious Employer 

 Liability for Unlawful Harassment by Supervisors (Enforcement 

 Guidance)”, EEOC No. 915.002, § V.C.1 (June 18, 1999)] 

 
C.2.a.1 Essential Element C: Management and Program 

Accountability 

 
Does the anti-harassment policy require corrective action to prevent or 

 eliminate conduct before it rises to the level of unlawful harassment? 

 [See “EEOC Enforcement Guidance on Vicarious Employer Liability 

 for Unlawful Harassment by Supervisors” (1999), § V.C.1] 

 
OBJECTIVE: 

Develop a comprehensive anti-harassment policy and procedures that 

complies with EEOC’s enforcement guidance. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Anti-Harassment Program Manager 

Assistant Director, Office of Policy 

 
DATE OBJECTIVE 

INITIATED: 

October 1, 2018 
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EEO PROGRAM 
 
 
 
 
 

 
PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

Revise current Directive to model DHS’s Anti-Harassment Directive 

and Standard Operating Procedure (SOP) once finalized and issued by 

the DHS Secretary. 

The dates below are all 

contingent upon DHS’s 

issuance of their final 

Directive. 

 
June 28, 2019 

Ensure information related to corrective action to prevent or eliminate 

conduct before it rises to the level of unlawful harassment is 

communicated in the ICE Anti-Harassment Directive statement and in 

associated training. 

July 28, 2019 

Submit updated Directive and procedures to Office of Policy for 

review. 

July 28, 2019 

Evaluate data and develop baseline analysis to ensure corrective 

action is consistent across directorates and protected categories. 

September 30, 2019 

 

 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
 

Accomplishments: 
 

A draft policy and SOP were routed through leadership within the agency. However, ICE was 

informed in late FY 2018 DHS will set forth an Anti-Harassment program model and policy that ICE 

will comply with. The new DHS-wide draft policy was issued on April 2, 2019 ICE will proceed in a 

manner that ensures compliance with DHS procedures once finalized. 
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EEO PROGRAM 
 
 
 
 
 
 
 

 

U.S. Immigration and Customs Enforcement (H-6) FY 2018 

STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

 
C.2.a.5 Essential Element C: Management and Program 

Accountability 
 

Does the agency conduct a prompt inquiry (beginning within 10 days 

of notification) of all harassment allegations, including those initially 

raised in the EEO complaint process? [See Complainant v. Dep’t of 

Veterans Affairs, EEOC Appeal No. 0120123232 (May 21, 2015); 

Complainant v. Dep’t of Defense (Defense Commissary Agency), 

EEOC Appeal No. 0120130331 (May 29, 2015)] If “no”, please 

provide the percentage of timely-processed inquiries in the comment’s 

column. 

OBJECTIVE: Anti-Harassment Program and Complaints Resolution Division will 

meet and discuss EEO counseling activity related to allegations of 

harassment and develop metric-based analytics to begin a multi-year 

trend analysis. 

RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Anti-Harassment Program Manager 

Chief, Complaints and Resolution Division 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 
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EEO PROGRAM 
 
 
 
 
 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

April 30, 2019 

 

 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 

 
TARGET DATE: 

Conduct meeting with Chief, Complaints and Resolution Division, 

and Anti-Harassment Program Manager on a quarterly basis, to plan 

and develop methods and metrics for identifying complaints which 

contain allegations of harassment. 

June 30, 2019 

Initiate routine meeting with Complaints and Resolution Division and 

other stakeholders as appropriate to discuss EEO and non-EEO cases 

that contain allegations of harassment. 

June 30, 2019 

Review and monitor tracking system and timeliness of processing. September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H- 7) FY 2018 

STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

C.2.a.6 Essential Element C: Management and Program 

Accountability 
 

Do the agency’s training materials on its anti-harassment policy 

include examples of disability-based harassment? [See 29 C.F.R. 

§1614.203(d)(2)] 

OBJECTIVE: Develop training materials that include examples of harassment based 

on disability for both Manager/Supervisors and non-supervisory 

employees. 

RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Anti-Harassment Program Manager 

Disability Program Manager 

DATE OBJECTIVE 

INITIATED: 

October 1 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 

 
TARGET DATE: 

The Anti-Harassment Program Manager will meet with the Disability 

Program Manager to discuss disability-based harassment scenarios 

and training slides/data. 

December 1, 2018 

Revise anti-harassment training to include disability-based harassment 

information and scenarios for Fiscal Year 2020. 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-8) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

C.2.b.5 Essential Element C: Management and Program 

Accountability 

Does the agency process all accommodation requests within the time 

frame set forth in its reasonable accommodation procedures? [See 

MD-715, II(C)] If “no”, please provide the percentage of timely- 

processed requests in the comment’s column. 

 
OBJECTIVE: 

Process reasonable accommodations requests within the timeframe set 

forth in ICE reasonable accommodation procedures. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Disability Program Manager 

 
DATE OBJECTIVE 

INITIATED: 

October 1, 2017 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

 
September 30, 2019 

 
PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 
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Conduct research and benchmarking with law enforcement entities 

and other Federal agencies to develop best practices and streamlining 

of strategies. 

August 30, 2018 

Provide updated plan to senior staff for consideration. September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-9) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

C.2.c Essential Element C: Management and Program Accountability 

 
Has the agency established procedures for processing requests for 

personal assistance services that comply with EEOC’s regulations, 

enforcement guidance, and other applicable executive orders, 

guidance, and standards? [See 29 C.F.R. §1614.203(d)(6)] 

 
C.2.c.1 Essential Element C: Management and Program 

Accountability 

 
OBJECTIVE: 

Establish PAS procedures that comply with EEOC’s regulations and 

enforcement guidance. 

RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Disability Program Manager 

DATE OBJECTIVE 

INITIATED: 

June 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 
 
 
 

 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

TARGET DATE: 

The Disability Program Manager will draft the PAS procedures. June 28, 2018 

Submit to the Chief Diversity Officer for review. June 28, 2018 

Submit to ODCR’s Attorney for review. September 2018 

Post PAS FAQ’s to ICE’s public website. Additionally, PAS FAQ’s 

are included in ICE-ODCR training for Managers and Supervisors. 

October 12, 2018 

Submit draft procedures to DHS Office for Civil Rights and Civil 

Liberties and relevant ICE program offices for review. 

August 31, 2019 

Submit final procedures to the EEOC for review and posting on the 

public website. 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-10) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

C.4.a Essential Element C: Management and Program Accountability 

 
Do the HR Director and the EEO Director meet regularly to assess 

whether personnel programs, policies, and procedures conform to 

EEOC laws, instructions, and management directives? [See 29 C.F.R. 

§1614.102(a)(2)] 

 
OBJECTIVE: 

Schedule and conduct regular meetings with Chief of Human Capital 

to assess whether programs, policies, and procedures conform to EEO 

regulations and directives. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Human Capital Officer 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

Reinstitute the monthly meetings with Human Capital office to 

discuss ICE’s progress of becoming a model workplace. 

April 17, 2019 

 

 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
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EEO PROGRAM 
 
 

 

U.S. Immigration and Customs Enforcement (H-11) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

D.1.c Essential Element D: Proactive Prevention 

 
Does the agency conduct exit interviews or surveys that include 

questions on how the agency could improve the recruitment, hiring, 

inclusion, retention and advancement of individuals with disabilities 

(IWDs)? [See 29 C.F.R. 1614.203(d)(1)(iii)(C)] 

 
E.4.b Essential Element E: Efficiency 

 
Does the agency have a system in place to re-survey the workforce on 

a regular basis? [MD-715 Instructions, Sec. I] 

 
OBJECTIVE: 

Obtain information that aids ICE in creating strategies and tools to 

institute ways for agency to improve the recruitment, hiring, inclusion, 

retention and advancement of disabilities. 

 
Additionally, the Office of Diversity and Civil Rights (ODCR) is 

launching an educational campaign to encourage ICE employees to 

validate and/or update their disability status in their MyEPP profiles. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief Diversity Officer 

Disability Program Manager 

Office of Human Capital National Recruitment and Retention Team 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

TARGET DATE: 

ODCR will request a copy of the exit interview for review to ensure 

that questions regarding recruitment, hiring, inclusion, retention and 

advancement of individuals with disabilities are included. 

December 1, 2018 

ODCR staff will draft information to be shared with all ICE 

employees which includes information regarding the re-survey, how 

the information is used, and the instructions for updating their 

information. 

October 15, 2018 

An ICE Broadcast message will be sent out to all employees, 

providing information regarding the resurvey, and the steps for 

updating their information. 

October 22, 2018 

An ICE Broadcast message will be sent out to all employees, 

providing information regarding the resurvey, and the steps for 

updating their information. 

Ongoing in 2019 

Schedule meeting with Office of Human Capital on a monthly basis to 

discuss possible tools to capture data on how agency can capture data 

related to individuals with disabilities. 

June 2019 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-12) FY 2018 

 
E.1.d Essential Element E: Efficiency 

STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

 
Does the agency issue acceptance letters/dismissal decisions within a 

reasonable time (e.g., 60 days) after receipt of the written EEO 

Counselor report, pursuant to MD-110, Ch. 5(I)? If so, please provide 

the average processing time in the comments. 

 
OBJECTIVE: 

ICE will issue acceptance letters/dismissal decisions within 60 days 

after receipt of the written EEO Counselor report. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief, Complaints and Resolutions Division 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

April 30, 2019 
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EEO PROGRAM 
 
 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

Assigning EEO Specialists cases that are in the accept/dismiss stage, 

initially so that they may become familiar with this aspect of 

complaint processing. Long term, the EEO Specialists are expected 

to assume this function, thereby removing the drafting of 

accept/dismiss letters from the contractor. 

March 11, 2019 

Provided an initial 32-hour training to the EEO Specialists on 

processing EEO cases from initial intake to issuance of the Report of 

Investigation (ROI) for adjudication. More training by EEOC and by 

other employment law groups will occur during FY 2019 and FY 

2020. 

March 8, 2019 

Provided an additional 6-hour training, to the EEO Specialists, for Report Of 

Investigation development. 

March 28, 2019 

EEO Specialists have developed and implemented a schedule to monitor 

various email boxes for intake of formal and informal complaints. 

On-going 

 
 

 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
 

ODCR heavily relied upon its EEO contractor to prepare acceptance letters and proposed dismissals. 

During FY 2019, ODCR will reduce the number of acceptance letters to its contractor for preparation. 

Moreover, during FY 2019, ODCR has begun drafting its own acceptance/dismissal letters for 

issuance. While DHS holds responsibility for issuing procedural dismissals, ICE ODCR will 

prioritize processing of proposed procedural dismissals to minimize the time those proposals are held 

at ODCR. This will allow DHS more time to process the dismissal request and should contribute to 

an overall reduction in acceptance and dismissal processing times. 
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EEO PROGRAM 
 
 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-13) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

E.1.f Essential Element E: Efficiency 

 
Does the agency timely complete investigations, pursuant to 29 C.F.R. 

§1614.108? 

 
OBJECTIVE: 

Timely completion of investigations. 

RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Executive Associate Director for Management and Administration 

Acting Deputy Director ICE 

Acting Director ICE 

DATE OBJECTIVE 

INITIATED: 

February 2016 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

September 30, 2019 
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EEO PROGRAM 
 
 
 
 

 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

TARGET DATE: 

ODCR will re-submit documentation for staffing increase of 3 FTE’s 

for EEO Complaint processing originally created in February 2016 

and approved in March 2017 (positions were approved but not 

funded). 

May 2019 

ODCR will advise ICE Senior Leadership of the impact of the 

continuing lack of adequate staffing during monthly update meetings. 

April 2019 

ODCR will continue to deploy new strategies to increase the use of 

ADR as a method to reduce formal complaint activity such as the use 

of the federal executive board shared neutrals program. 

September 2019 

ODCR will continue to examine potential reasons for increases in 

EEO Complaint fillings and report them during monthly update 

meetings with senior staff and the 2019 ICE No Fear Act report and 

other annual reports. 

April 2019 and ongoing 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
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EEO PROGRAM 
 
 
 
 
 

U.S. Immigration and Customs Enforcement (H-14) FY 2018 

 
STATEMENT of 

MODEL PROGRAM 

ESSENTIAL ELEMENT 

DEFICIENCY: 

E.1.j If the agency uses contractors to implement any stage of the 

EEO complaint process, does the agency hold them accountable for 

poor work product and/or delays? [See MD-110, Ch. 5(V)(A)] 

 
OBJECTIVE: 

ICE will implement measures to hold its contractors accountable for 

poor work products and delays. 

 
RESPONSIBLE 

OFFICIAL: 

Assistant Director, ODCR 

Chief, Complaints and Resolutions Division 

Contracting Officer Representative, ODCR 

DATE OBJECTIVE 

INITIATED: 

October 1, 2018 

TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

August 31, 2019 
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EEO PROGRAM 
 
 
 
 
 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE: 

Meet with investigative contractor on a recurring basis to monitor 

timeliness issues and discuss subpart quality work. 

October 1, 2018 

Log instances of poor work quality and untimeliness for contracting 

representatives to meet and discuss in the context of contractual 

deficiencies. 

March 30, 2019 

Review contractor’s quality, timeliness, and responsiveness to 

determine if ICE should exercise an option to extend the contract an 

additional year. 

August 31, 2019 

 
 
 
 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 
 

At the end of FY 2017, ICE obtained a new investigative contractor due to consistent deficiencies on 

the part of its prior contractor. Consequently, a large part of the work performed by the current 

contractor during the first half of FY 2018 consisted of finishing or redoing work of the prior 

contractor. To ensure the current contractor provides high quality work products in accord with 

expected deadline, an ODCR representative will meet weekly with contractor representatives to 

discuss quality and timeliness issues. These issues will be tracked and discussed not only as work 

issues to be addressed, but also in a holistic manner in terms of being overall deficiencies in 

contractual performance. ODCR will review the contractor’s performance in advance of the 

contract’s expiration date to determine whether or not ICE should continue the contract for an 

additional year under the present terms. 
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U.S. Immigration and Customs Enforcement (I-1) FY 2018 

 
STATEMENT OF CONDITION 

THAT WAS A TRIGGER FOR A 

POTENTIAL BARRIER 
 

Provide a brief narrative describing the 

condition at issue. How was the condition 

recognized as a potential barrier? 

 
A review of total workforce at higher grades revealed 

that the representation for minorities and women in SES 

positions, particularly White and Black women, are 

below their representation in the overall workforce. 

 
BARRIER ANALYSIS: 

 

Provide a description of steps taken and 

data analyzed to determine the cause of 

the condition. 

 
In previous reporting cycles through FY 2018, ICE has 

examined EEOC studies to develop proactive measures 

to address the low participation rates of women and 

minorities at higher grades in the Agency. ICE also 

conducted focus groups; examined policies, practices 

and procedures; and interviewed each Directorate to 

determine methods used for recruitment and to develop 

a feeder pool for SES candidates. ICE completed the 

following measures in an ongoing effort to address the 

lack of diversity within the SES positions: 
 

In FY 2013, ICE reviewed externally-produced barrier 

studies, to include a 2010 recommendation from FEW 

(Federally Employed Women) titled “Barriers to 

Women Working in the Federal Government,” the 

“Asian American and Pacific Islander Work Group 

Report” from EEOC, and the 2009 Merit Systems 

Protection Report (MSPB), examining the Federal-wide 

phenomena of a lack of diversity in the higher grades, 

“Fair and Equitable Treatment: Progress Made and 

Challenges Remaining.” These studies revealed that a 

lack of upper-grade training and development regarding 

job application preparation, and the underuse of 

mentoring programs may affect the rate of 

representation of these groups in the SES. 
 

In FY 2015, as directed by the EEOC’s Technical 

Assistance Visit, ICE continued its analysis by focusing 

on the participation rates of Hispanic males and Black 

women within SES positions. Because of the initial 

analysis, ICE determined that it was not an issue of 

“glass ceiling, or “blocked to pipeline,” but rather an 

issue of individuals electing not to apply for SES 
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positions. To determine why individuals in these groups 

were not applying for SES positions, ICE conducted a 

series of focus groups. 

 

The first focus group was conducted with Field Special 

Emphasis Program Managers (F-SEPM) and revealed 

challenges related to low numbers of women in the law 

enforcement workforce; perceptions in ICE’s workplace 

culture; visual disparities; and the current selection 

process. 

 

The next focus group was held at the Hispanic Agents 

Association (HAA) Training Conference with Hispanic 

employees. The most common concerns expressed were: 

the promotion process is not transparent; and promotions 

are based on favoritism, or the result of personal 

relationships rather than merit. 

 

In FY 2016, Women Executives at ICE (WE@ICE) met 

several times to gauge and formalize support for the 

establishment of the WE@ICE Chapter. WE@ICE is a 

women’s advocacy group created to identify issues 

concerning the hiring, promotion and retention of 

women. Through the establishment of WE@ICE 

Chapter additional information was gained regarding the 

professional experiences of women at ICE. Some of the 

specific interests and goals shared included: the need to 

foster more professional and leadership development 

opportunities, increased agreements related to promotion 

policies and practices, and increased membership of the 

WE@ICE. 

 

ICE examined from FY 2016 to FY 2017 the 

participation rates for minorities and women (White and 

Black) within its SES cadre of SES positions. The data 

revealed that while ICE had a 45% increase from FY 

2016 to 2017 (87 to 103) in its cohort of SES members, 

the representation of White and Black women remained 

low; this despite their relatively strong representation in 

the GS-14/15 feeder groups. The data also included 

individual who would have be eligible through 

conversions to SES, which would have been the result of 

competitive selection into, and successful completion of, 

a SES candidate development program. 
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In FY 2017, ICE began conducting a comprehensive 

review of its 2016 and 2017 SES vacancy 

announcements and selections criterion. The analysis 

identified that 66% of the SES positions within the 

Agency are found within its 1801 and 1811 occupational 

series. The second item identified, was that while there 

is a robust level of GS-14/15 White and Black women 

employees, feeder groups of potential SES candidates, 

most of those individuals were not employed in the 1801 

and 1811 occupational series. 

 

Yet through an in-depth review of the FY 2018 SES 

vacancy announcements, Table A1, Table A6, and the 

selection criteria used FY 2017 through FY 2018, it was 

identified that for ICE the selection process for SES 

candidates includes a resume review process which is 

supposed to be nonpartisan; and an interview panel 

which is also supposed to be diverse. The panels are 

structured according to internal guidelines, which are 

ICE’s specific guidance on interviewing and selecting a 

qualified candidate for the SES positions. The guidelines 

provide directions on identifying qualified candidates 

for interviews, determination of candidates for second 

interviews, and how to complete the selection process. 

 
STATEMENT OF IDENTIFIED 

BARRIER: 

 

Provide a succinct statement of the 

agency policy, procedure, or practice 

determined to be the barrier of the 

undesired condition. 

 
Currently 66% of ICE’s SES positions are within the 

1801 and 1811 occupational series, for which ICE’s 

women employees have participation rates in those 

series at approximately 13% and are employed at grades 

well below the GS 14/15 level. 

OBJECTIVE: 

 

State the alternative or revised agency 

policy, procedure, or practice to be 

implemented to correct the undesired 

condition. 

ICE will increase and enhance outreach, promotion, 

recruitment, and retention efforts of ICE women in high 

grades to participate in the various leadership programs 

throughout DHS and the federal government. 

 

ICE will continue to review and analyze ICE’s policies, 

procedures, and practices to identify any potential 

disparate impact on Black and White women attaining 

SES level positions. 
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RESPONSIBLE OFFICIALS: Assistant Director, ODCR 

Chief Diversity Officer 

Chief, Office of Human Capital 

DATE OBJECTIVE INITIATED: October 1, 2018 

TARGET DATE FOR 

COMPLETION OF OBJECTIVE: 

 
September 30, 2019 

PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

TARGET DATE 

(Must be specific) 

Through the re-engagement of ICE’s Barrier Analysis Work Group 

(BAWG), begin drafting a plan of action to conduct Agency-wide 

focus groups, which will be used to gather empirical data regarding the 

professional experiences of GS 14 and 15 women employees 

throughout ICE. The focus groups will include the initial convening of 

the cohort of women, as well as a series of one-on-one interviews and 

listening sessions throughout. 

 

 
July 15, 2019 

Commence regular meetings with key HR recruitment personnel, to 

discuss current and future outreach and training methods, which will 

improve ICE’s applicant pool of women qualified for SES. 

June 15, 2019 

Establish a working group that will include ODCR and HR recruitment 

staff, which will focus on the development of ICE’s diversity and 

inclusion strategies for use in the recruitment, hiring and retention of 

women in SES roles. 

June 15, 2019 
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Through the ODCR and HR recruitment working group established, 

work with ICE’s SES Candidate Development Program (CDP) 

Component Program Managers, to review the application process for 

CDP. Additionally, assess the process to ensure there are no barriers 

which may/would preclude eligible female candidates from 

successfully participating in the Department-wide review process for 

SES CDP selection. 

August 1, 2019 

The ODCR and HR recruitment working group will review ICE’s 

component processes for the review of CDP applications received from 

DHS. 

August 1, 2019 

Finalize the BAWGs plan for convening the focus groups and the 

protocol for the series of one-on-one interviews and listening sessions 

with GS 14 and 15 women throughout ICE. 

August 1, 2019 

Begin implementation of the plan for the focus groups, which will 

include the application of the one-on-one interviews and listening 

sessions with GS 14 and 15 women throughout ICE. 

August 10, 2019 

Conduct barrier analysis on the results from the focus group data and 

additional information derived from the one-on-one interviews and 

listening sessions with ICE’s GS 14 and 15 women. 

September 30, 2019 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE 

 

ICE is highly involved with the DHS Senior Executive Service Candidate Development Program 

(SES CDP). This program prepares high-performing GS-14/15 (or equivalent) individuals for 

positions in the Department’s Senior Executive Service through an intensive 12-18-month leadership 

development program. The program focuses on: 

• Developing the Executive Core Qualifications (ECQs) required by the Office of Personnel 

Management (OPM) for appointment to the SES; 

• Strengthening competencies necessary for effective leadership in executive positions within 

the Department; 

• Enhancing familiarity with Homeland Security at the executive level; and 
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• Broadening individuals’ understanding of the Department’s programs, mission and challenges 

through cross-department exposure and developmental activities. 

All qualified ICE candidates have an equal opportunity to apply to the DHS wide announcement and 

go through the DHS selection process. ICE receives a list of all eligible candidates from DHS, and 

through a nonpartisan selection process, determines who will be selected for the specific SES cohort. 
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U.S. Immigration and Customs Enforcement (I-2) FY 2018 

 
STATEMENT OF CONDITION 

THAT WAS A TRIGGER FOR A 

POTENTIAL BARRIER 

 

Provide a brief narrative describing 

the condition at issue. How was the 

condition recognized as a potential 

barrier? 

 
A review of the total workforce by Race/National Origin 

(RNO) and gender, in the 1801 and 1811 occupational series, 

reveals a 13.4% participation rate in the 1801 series and 

13.2% in the 1811 series for women in the ICE workforce; 

which is significantly below the CLF rate of 46.3% and 

23.6%. 

 
BARRIER ANALYSIS: 

 

Provide a description of the steps 

taken and data analyzed to 

determine the cause of the condition. 

 
Data collection and analysis included a review of Tables A1, 

A6 and A14, and revealed that overall women in the ICE 

workforce are under-represented and separate at a higher rate 

in comparison to the CLF. 

 

In FY 2014, ICE reviewed the results of several external 

studies conducted and commissioned by the EEOC and the 

Federally Employed Women (FEW) organization, which 

looked at common obstacles to employment faced by women 

in the Federal workforce. One of the observations made in 

those studies, related to attitudinal barriers and institutional 

barriers (like inflexible, non-family- friendly workplace 

policies and work schedules), something which may be 

affecting the level of participation rates in two of ICE’s 

mission critical occupations series, 1801 and 1811. 

 

In FY 2014, ICE also reviewed ethnicity, race, and sex- 

specific data found within the Federal Employee Viewpoint 

Survey (FEVS), as a means of determining whether women 

were disproportionately dissatisfied with ICE as an employer, 

as compared with the responses from other demographic 

groups. Through looking at the specific FEVS data and the 

use of other sources of empirical data collecting (i.e., exit 

surveys, informal exit interview, etc.), ICE was able to 

determine that inflexibility in work/life balance policies does 

impact the retention and job-satisfaction rates for women 

employees at ICE; a finding that was consistent with data and 

information found in other national studies. 

 

In FY 2016 ICE, through its Executive Diversity and 

Inclusion Advisory council (EDIAC), conducted an employee 

engagement event, which was held May 4-5, 2016. The 

event included 65 representatives (ICE Field Special 

Emphasis Managers (F-SEPMS) from across ICE’s 



8 

 

 

Directorates: HIS, ERO, OPR, OPLA and M&A. Over the 

course of the event eight (8) areas of employee engagement 

were explored, which relate to employee engagement within 

the Agency: 

• Cooperation within the workforce; 

• Employee empowerment; 

• Need for supportive supervisors; 

• Need for openness; 

• Need for fairness; 

• Low participation rates for women in mission critical 

occupations; 

• Low participation of women in SES; and 

• Low participation of employees with disabilities. 

 

Some of the challenges revealed regarding participation rates 

included: inconsistent direction and guidance regarding career 

paths; existing recruitment and retention strategies; lack of 

support and access to the Federal Law Enforcement Training 

Centers (FLETC) training opportunities; and branding as it 

pertained to the mission critical occupations with low 

participation rates of women and persons with disabilities. 

 

In FY 2017, ICE conducted women only focus groups with 

HSI and ERO Officers and Agents to again gather input and 

perspectives on their experiences at ICE, and to solicit 

ideas/suggestions on how to recruit and retain women to 

increase representation in law enforcement positions. 

 

During FY 2017, ICE received 32 informal and 90 formal 

EEO complaints initiated by women employees. [Note: This 

data may not accurately reflect the number of contact/cases 

filed by everyone, as individuals may have multiple contacts 

and or formal complaints. This information is provided from 

the EEO data repository (iComplaints) as of 1/11/2018.] 

 

Review of attrition rates for women at Basic Immigration 

Enforcement Training Program (BIETP), an ERO Academy 

course, showed that there were 24 women entered in a class of 

226, with 21 who completed training. Based on the data 

reviewed, there was not enough evidence to support that the 

fact that a barrier exists in the training of qualified women in 

the series of 1801 and 1811. However, there is still an 

indicator that the numbers of those participating in the 

training opportunities remain a challenge. 
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STATEMENT OF IDENTIFIED 

BARRIER: 

 

Provide a succinct statement of the 

agency policy, procedure, or 

practice that has been determined to 

be the barrier of the undesired 

condition. 

 
Within two of the ICE’s mission critical occupational series, 

1801 and 1811, the recruitment of women into the field 

continues to present a significant barrier within the Agency, 

as it pertains to the promotion of women employees. 

 
OBJECTIVE: 

 

State the alternative or revised 

agency policy, procedure, or 

practice to be implemented to 

correct the undesired condition. 

 
To ensure women are professionally successful within two of 

ICE’s mission critical occupational series, by successfully 

identifying potential barriers that exist within the recruitment, 

hiring, and retention of women into the job series 1801 and 

1811. 

 
RESPONSIBLE OFFICIALS: 

 
Chief Diversity Officer 

Chief, Office of Human Capital 

Chief, Office of Public Affairs 

 
DATE OBJECTIVE INITIATED: 

 
October 1, 2018 

 
TARGET DATE FOR 

COMPLETION OF 

OBJECTIVE: 

 
September 30, 2019 

 
PLANNED ACTIVITIES TOWARD COMPLETION OF 

OBJECTIVE: 

 
TARGET DATE 

(Must be specific) 

The Model Workplace Program Manager (MWPM), through the 

reestablishment of ICE’s Barrier Analysis Work Group (BAWG), will 

schedule regularly occurring meetings to discuss the identified barrier. 

Additionally, the MWPM will work through the BAWG to develop 

 
July 1, 2019 
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and begin drafting an action plan to conduct additional focus groups, 

which will have topics focused on the lack of women employees in 

ICE’s 1801 and 1811 professional series. 

 

The MWPM and the BAWG will finalize the focus group action plan 

to conduct information gathering sessions with women only groups in 

ICE’s 1801 and 1811 professional series. 

July 15, 2019 

The MWPM and the BAWG will draft implementation plan and 

marketing plan to conduct organizational climate assessment. 

 
July 20, 2019 

The MWPM and the BAWG will finalize implementation plan and 

marketing plan and timeline to conduct focus groups. 

 
July 30, 2019 

The MWPM and the BAWG initiate the focus groups sessions 

centered on women only groups in the 1801 and 1811 series, as 

identified in the detailed implementation plan. 

 
August 10, 2019 

The MWPM and the BAWG complete focus group sessions on 

women only groups in the 1801 and 1811 series and generates a 

consolidated report of findings. 

 
September 15, 2019 

The MWPM and the BAWG conducts barrier analysis on the focus 

group findings. 

 
September 30, 2019 

Continue collaboration with OHC to conduct recruitment and outreach 

activities targeting women, with the goal of reaching women targets 

of 30% for GS-1801 series and 30% for the GS-1811 series. 

September 30, 2019 

Continue to monitor applicant flow, onboarding, and separation data 

of all women and adjust in recruitment and retention where necessary. 

 
September 30, 2019 

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE: 

In FY 2018 one of the highlighted recruitment efforts included webinars that promoted women in law 

enforcement. The webinar participants ranged from mid-level employees to the senior executive 

level. Their efforts provided insight into a day in the life at ICE and the applicants gained additional 

insight into the skills required to succeed and progress to more leadership roles at ICE. 

 

ICE participated in the first ever DHS recruitment event outside the National Capital Region in 

Arlington, TX on June 25-26. ICE took a team approach to this event which included the involvement 

of personnel with the OHC National Recruitment Team to include their collateral duty recruiters 
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assigned within the Texas (Dallas, Houston, San Antonio) field offices of Homeland Security 

Investigations (HSI) and Enforcement Removal Operations (ERO) and Dallas Service Center. 

 

Participants also included Senior Leaders within HSI and ERO participating on panels, administrative 

staff from the Dallas field offices for HSI and ERO, members of the FLETC training academy for 

HSI and ERO, members of the Office of Public Affairs at ICE HQ and Dallas field office, ICE 

Community Relations Officers, and members from the Diversity Management Division. 

 

Over 3000 attended the Women in Law Enforcement (WIFLE) event which featured an ICE 

recruitment area with women law enforcement assigned. The FLETC booth provided applicants an 

opportunity to experience some of the ICE law enforcement fitness requirements. During the 

recruitment event DHS held numerous panels, featuring ICE women in law enforcement. ICE 

provided a shooting simulator, allowing applicants to experience weapons training and the 

requirements of ICE law enforcement personnel. 

 

In conjunction with the event, ICE opened a woman only Deportation and Criminal Investigator 

Direct Hire Vacancy Announcement nationwide and provided computers on site for applicants to 

apply to the announcement. 
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MD-715 – Part J 
Special Program Plan for the Recruitment, Hiring, Advancement, 

and Retention of Persons with Disabilities 

 
To capture agencies’ affirmative action plan for persons with disabilities (PWD) and 

persons with targeted disabilities (PWTD), EEOC regulations (29 C.F.R. § 1614.203(e)) 

and MD-715 require agencies to describe how their plan will improve the recruitment, 

hiring, advancement, and retention of applicants and employees with disabilities. All 

agencies, regardless of size, must complete this Part of the MD-715 report. 

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

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

a. Cluster GS-1 to GS-10 (PWD) Yes 0 No 

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

The ICE total workforce in FY 2018 consisted of 19,896, permanent employees of 
which 12,589 or 63% of the workforce were Law Enforcement Officers (LEO), and 
7,306 or 37% were non-Law Enforcement Officers (non-LEO). 

Analysis of the permanent workforce data contained in Table B-4 indicates that the 
percentage of PWD in the GS-11 to SES cluster was 10.13% in FY 2018, which falls 
below the benchmark. However, further analysis indicates that Law Enforcement 
Officers represent 30% of the ICE permanent workforce in the GS-11 to SES cluster, 
which includes a PWD representation of 2.2%. Non-Law Enforcement Officers 
represent 25% of the ICE permanent workforce in the GS-11 to SES cluster, which 
includes a PWD representation of 3%. 

Analysis of the permanent workforce data contained in Table B-4 indicates that the 
percentage of PWD in the GS-1 to GS-10 cluster was 24.64% in FY 2018, which 
indicates that ICE does not have a trigger in the GS-1 to GS-10 cluster. However, 
further analysis indicates that Law Enforcement Officers represented 27% of the ICE 
permanent workforce in the GS-1 to GS-10 cluster, which includes a PWD 
representation of 6%. Non-Law Enforcement Officers represent 25% of the ICE 
permanent workforce in the GS-1 to GS-10 cluster, which includes a PWD 
representation of 3%. 
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2. Using the goal of 2% as the benchmark, does your agency have a trigger 
involving PWTD by grade level cluster in the permanent workforce? If “yes”, 
describe the trigger(s) in the text box. 

a. Cluster GS-1 to GS-10 (PWTD) Yes 0 No 

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

The ICE total workforce in FY 2018 consisted of 19,896, permanent employees of 
which 12,589 or 63% of the workforce are Law Enforcement Officers (LEO), and 
7,306 or 37% non-Law Enforcement Officers (non-LEO). 

Analysis of the permanent workforce data contained in Table B-4 indicates that the 
percentage of PWTD in the GS-11 to SES cluster was 0.89% in FY 2018, which falls 
below the benchmark. However, further analysis indicates that Law Enforcement 
Officers represent 30% of the ICE permanent workforce in the GS-11 to SES cluster, 
which includes a PWTD representation of 0.3%. Non-Law Enforcement Officers 
represent 25% of the ICE permanent workforce in the GS-11 to SES cluster, which 
includes a PWTD representation of 1%. 

Analysis of the permanent workforce data contained in Table B-4 indicates that the 
percentage of PWTD in the GS-1 to GS-10 cluster was 2.62% in FY 2018, which 
indicates that ICE does not have a trigger in the GS-1 to GS-10 cluster. However, 
further analysis indicates that Law Enforcement Officers represented 27% of the ICE 
permanent workforce in the GS-1 to GS-10 cluster, which includes a PWTD 
representation of 0.04%. Non-Law Enforcement Officers represent 25% of the ICE 
permanent workforce in the GS-1 to GS-10 cluster, which includes a PWD 
representation of 1%. 

The physical requirements of the Law Enforcement positions at ICE, are a barrier for 
PWTD applicants, that adversely effects ICE’s ability to reach the benchmark in 
regard to the GS-1 to GS-10 and the GS-11 to SES clusters within the permanent 
workforce. 

 

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

The physical requirements of the Law Enforcement positions at ICE, are a barrier for 
PWD applicants, that adversely effects ICE’s ability to reach the benchmark in regard 
to the GS-1 to GS-10 and the GS-11 to SES clusters within the permanent workforce. 

Information regarding the numerical goals is shared with hiring officials, managers, 
and recruiters during the ICE Office of Human Capital training regarding special hiring 
authorities. The SEPM program provided training for 25 additional F-SEPM’s 
regarding the special hiring authorities, as well as the numerical goals. Additionally, 
EEO & Diversity Managers and Supervisors Update contains information regarding 
the numerical goals. 
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Section II: Model Disability Program 
Pursuant to 29 C.F.R. §1614.203(d)(1), agencies must ensure sufficient staff, training 

and resources to recruit and hire persons with disabilities and persons with targeted 

disabilities, administer the reasonable accommodation program and special emphasis 

program, and oversee any other disability hiring and advancement program the agency 

has in place. 

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

PROGRAM 
 

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

Yes 0 No 
 

During FY 2018 the Disability program staff consisted of a Disability Program 

Manager and two Reasonable Accommodation Coordinators. During the year the 

team experienced multiple staffing changes which included, transitioning off the team, 

or transitioning to positions at other federal agencies. Although, the subsequent table 

provides the perception of sufficient staffing, as it lists six individuals processing 

requests, this is a false perception. The six individuals processing requests, included 

two collateral duty employees, whom joined the team in August 2018. Additionally, as 

you will note upon review of the table the ICE staff members responsible for 

implementing the agency’s disability program, full-time members of the Disability team 

and collateral duty employees participated on the team for varying amounts of time 

during the year. 

ODCR is providing additional training for all Disability Program team members. 

Training is being provided by the Disability Program Manager for a new reasonable 

accommodation coordinator. Additionally, team members are attending Excel, FDR, 

and EEOC Disability Program Manager (Basics) courses to bolster their knowledge 

and skills for processing reasonable accommodation requests. 

Furthermore, we are leveraging the current contractors to assist with data 
management, data analysis projects, submission of electronic purchase card 
transaction worksheets, submission of ITSR tickets, management of the reasonable 
accommodation mailbox and other projects in support of the Disability Program. 
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2. Identify all staff responsible for implementing the agency’s disability employment 
program by the office, staff employment status, and responsible official. 

 

 
Disability 

Program Task 

# of FTE Staff by 
Employment Status 

 
Responsible Official 

(Name, Title, Office, Email) Full 
Time 

Part 
Time 

Collateral 
Duty 

Processing 
Applications 
from PWD 
and PWTD 

 
 
 
 

2 

  Riza Takeda 
Office of Human resources Operations 
Center 
Team A – Staffing Branch Chief 
hrasstdro@ice.dhs.gov 

 
Ekron Tanwongprasert 
Office of human Resources Operations 
Center 
Team B – Acting Staffing Branch Chief 
DCS-HR-Staffing@ice.dhs.gov 

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

2   Gary Gaston, SPPC, 
Gary.Gaston@ice.dhs.gov 

 

Lynn Dickson, Disability Program 
Manager, Lynn.M.Dickson@ice.dhs.gov 

Processing 
reasonable 
accommodati 
on requests 
from 
applicants and 
employees 

4   Lynn Dickson, Disability Program 
Manager 
June – September 2018 

 

David Conner 
Reasonable Accommodation Coordinator 
October 2017 – August 2018 

  
Katrina Beasley 
Reasonable Accommodation Coordinator 
October 2017 – April 2018 

  
Merechia Davis 
Reasonable Accommodation Coordinator 
October 2017 – September 2018 

   2 Carl Phillips, Anti-Harassment Program 
Manager 

mailto:hrasstdro@ice.dhs.gov
mailto:DCS-HR-Staffing@ice.dhs.gov
mailto:Gary.Gaston@ice.dhs.gov
mailto:Lynn.M.Dickson@ice.dhs.gov
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    August 2018 – September 2018 
 
Carmen Senior, EEO Specialist 
August 2018 – September 2018 

Section 508 
Compliance 

1   Arva Parker, IT Specialist, ICE Section 
508 Coordinator 

Architectural 
Barriers Act 
Compliance 

1   Lynn Dickson, Disability Program 
Manager 

Special 
Emphasis 
Program for 
PWD and 
PWTD 

1   Rita Bhanot, Special Emphasis Program 
Manager 

 

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

Yes 0 No 
 

 

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM 

Has the agency provided sufficient funding and other resources to successfully 

implement the disability program during the reporting period? If “no”, describe the 
agency’s plan to ensure all aspects of the disability program have sufficient funding 
and other resources. 

Yes No  0 
 

During FY 2019 The disability program staff will be attending the EEOC Disability 
Program Manager (Basics) course. The Disability Program manager will be attending 
EEOC’s 22nd Annual EXCEL Training Conference. Additionally, a reasonable 
accommodation coordinator will be attending the Federal Dispute Resolution (FDR) 
Training conference. 

Although, the disability program staff did not attend external trainings offered in FY 
2018, the Disability Program Manager provided one-on-one training, and group 
training for full time and collateral duty RA Coordinators. Additionally, purchase Card 
training was provided by the ODCR purchase card holder for the full-time and 
collateral duty RA Coordinators. 

The ICE Central Accommodation Fund (CAF) established in FY16 remains in place 
and is sufficiently funded to meet the accommodation needs of ICE employees and 
applicants for employment. 
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Section III: Plan to Recruit and Hire Individuals with Disabilities 
Pursuant to 29 C.F.R. § 1614.203(d)(1)(i) and (ii), agencies must establish a plan to 

increase the recruitment and hiring of individuals with disabilities. The questions below 

are designed to identify outcomes of the agency’s recruitment program plan for PWD 

and PWTD. 

A. PLAN TO IDENTIFY JOB APPLICANTS WITH DISABILITIES 

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

 

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

Additionally, the Disability Program receives support from our current contractors. The 
contractors assist with data management, data analysis projects, submission of 
electronic purchase card transaction worksheets, submission of ITSR tickets, 
management of the reasonable accommodation mailbox and other projects in support 
of the Disability Program. 

The Selective Placement Program Coordinator (SPCC) conducts training on the 

Federal Hiring Process and assisting applicants with completing a federal resume at 

local Employment Centers, Military Installations and Rehabilitative Centers in the 

Washington DC metro area. The SPPC also coordinates with hiring managers to 

consider hiring noncompetitive applicants before announcing the job on usajobs.gov. 

The Agency currently use the following authorities to hire persons with disabilities: 

1. Schedule A for PWD and PWTD 
2. Veterans with a 30% or greater disability rating 
3. Wounded Warrior 
4. Human Exploitation Rescue Operation (HERO) 
5. Veterans’ Recruitment Appointment (VRA) 
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3. When individuals apply for a position under a hiring authority that takes disability 
into account (e.g., Schedule A), explain how the agency (1) determines if the 
individual is eligible for appointment under such authority and (2) forwards the 
individual's application to the relevant hiring officials with an explanation of how and 
when the individual may be appointed. 

 

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

Yes No  0 N/A 0 
 

 

B. PLAN TO ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT 

ORGANIZATIONS 

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

Applications are submitted via USAJobs. The applicant can upload their Schedule A 
letter, and/or their Disabled Veteran documentation, to be considered under one of 
the special hiring authorities. The Office of Human Capital reviews the applicants 
resume to determine if they meet the minimum qualifications of the position for which 
they applied. If they are determined to meet the minimum qualifications of the 
position, they are referred to the hiring authority on a Schedule A/non-competitive 
cert, and/or Disabled Veteran 30% or more cert, for their consideration. Once the 
hiring official makes a selection, the applicant is notified and provided instructions for 
completing the pre-employment requirements as outlined in the tentative job offer. 
Once the applicant has completed and passed all pre-employment requirements they 
are provided an appointment letter. 

1. As part of the mandatory annual training for managers and supervisors offered 
online as “ICE Disabilities 201,” the use of the Schedule A hiring authority is 
covered. 

2. The Schedule A and veterans hiring authorities are covered under the annual 
mandatory training for all hiring managers/supervisors and HR Specialists. 

3. EEO & Diversity Managers and Supervisors Update includes information 
regarding special hiring authorities. 

The SPPC provides training at 7 Employment Centers in the District of Columbia, 

Maryland and Virginia regarding Schedule A hiring and provides one-on-one resume 

assistance. 
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C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING) 

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

a. New Hires for Permanent Workforce (PWD) Yes 0 No 

b. New Hires for Permanent Workforce (PWTD) Yes 0 No 
 

The ICE total workforce in FY 2018 consisted of 19,896, permanent employees of 
which 12,589 or 63% of the workforce are Law Enforcement Officers (LEO), and 
7,306 or 37% non-Law Enforcement Officers (non-LEO). 

Analysis of the permanent workforce data contained in Table B-8 indicates that 
21.66% of new hires were PWDs, while 2.13% percent of new hires were PWTD. 

The analysis conducted indicates that ICE does not have a trigger regarding PWD or 
PWTD among new hires in the permanent workforce. However, ICE conducted further 
analysis to determine if ICE has a trigger regarding PWD or PWTD as it relates to our 
Law Enforcement workforce, or our non-Law Enforcement workforce. 

Analysis of ICE workforce data indicates that 45% of new hires to the permanent 
workforce were Law Enforcement Officers, and 55% of new hires to the permanent 
workforce were non-Law Enforcement Officers. Regarding, Law Enforcement 
Officers, 2% of new hires were PWD, and 1% were PWTD, which is below the 
respective benchmarks. The physical requirements of the Law Enforcement positions 
at ICE, are a barrier for PWD and PWTD applicants, that cannot be resolved, 
therefore ICE has and will continue to have triggers in reaching the benchmarks PWD 
and PWTD in the permanent workforce as it relates to Law Enforcement officers 
among new hires. 

Regarding non-Law Enforcement Officers, 11% of new hires were PWD, which is 
below the benchmark. Also, among non-Law Enforcement Officers, 3% were PWTD, 
which is above the benchmark. 

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD 
and/or PWTD among the new hires for any of the mission-critical occupations 
(MCO)? If “yes”, please describe the triggers below. 

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

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

ODCR and the ICE Office of Human Capital (OHC) meet monthly to share resources 

to share resources, including the utilization of Field Special Emphasis Program 

Managers at recruitment events and the development of targeted recruitment plans for 

increasing the representation of PWD’s and PWTD’s. 
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The ICE total workforce in FY 2018 consisted of 19,896, permanent employees of 
which 12,589 or 63% of the workforce are Law Enforcement Officers (LEO), and 
7,306 or 37% non-Law Enforcement Officers (non-LEO). 

In comparison to the benchmarks, triggers exist for PWD (2.29%) and PWTD (0.00%) 
among the qualified external applicants for Criminal Investigator series (1811) as 
mission critical positions. The physical requirements of the Criminal Investigator 
series (1811), are a barrier for PWD and PWTD applicants, that cannot be resolved, 
therefore ICE has and will continue to have triggers in reaching the benchmarks PWD 
and PWTD among the new hires for these mission-critical occupations. 

 
In comparison to the benchmarks, triggers exist for PWD (7.14%) and PWTD (0.89%) 
among the qualified external applicants for the Attorney/General Attorney series 
(0905). 

 

ICE conducted further analysis to determine if ICE has a trigger regarding PWD or 
PWTD as it relates to new hires among our mission critical positions. 

 
Analysis of ICE workforce data indicates that 54% of new hires to the permanent 
workforce were for mission critical positions, and 46% of new hires to the permanent 
workforce were for non-mission critical positions. Regarding, mission critical positions 
(series 1811, 1801, and 0905), 2% of the new hires were PWD, and 1% were PWTD, 
which is below the respective benchmarks. 

 
 

 

3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD 
and/or PWTD among the qualified internal applicants for any of the mission- 
critical occupations (MCO)? If “yes”, please describe the triggers below. 

 

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

b. Qualified Applicants for MCO (PWTD) Yes No 0 
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4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD 
and/or PWTD among employees promoted to any of the mission-critical 
occupations (MCO)? If “yes”, please describe the triggers below. 

 

a. Promotions for MCO (PWD) Yes No 0 

b. Promotions for MCO (PWTD) Yes No 0 

 

The available applicant pool data includes all applicants. ICE is unable to separate 
the data, to identify only the internal applicants for a position. Thus, identifying which 
current ICE employees would qualify for a job series that they are not currently 
assigned to is a difficult undertaking. The ICE Office of Human Capital does not 
adjudicate applicant qualifications until an applicant applies for a specific position, and 
the applicant may qualify based on experience obtained prior to entry into their 
current job series, or into ICE. 

 

Based on the fact we are unable to identify only internal applicants for a position, ICE 
has determined that most likely, there are triggers for PWD and PWTD regarding 
qualified applicants for Mission Critical Occupations. 
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The available Applicant Flow Data contains all applicants for promotions, thus ICE is 
unable to truly identify the percentage of qualified internal PWTD applicants whom have 
been promoted to General Inspection, Investigation, Enforcement and Compliance job 
series (1801) positions. In conducting a comparison of the available information to the 
benchmarks, it appears that a trigger exists for PWD (2.24%) and PWTD (0.40%) 
among the selections for promotion involving the General Inspection, Investigation, 
Enforcement and Compliance job series (1801) during FY 2018. 

 

The available Applicant Flow Data contains all applicants for promotions, thus ICE is 
unable to truly identify the percentage of qualified internal PWTD applicants whom have 
been promoted to Criminal Investigator job series (1811) positions. In conducting a 
comparison of the available information, the benchmarks, it appears that a trigger 
exists for PWD (0.21%) and PWTD (0.21%) among the selections for promotion 
involving the Criminal Investigator job series (1811) during FY 2018. 

 

The available Applicant Flow Data contains all applicants for promotions, thus ICE is 
unable to truly identify the percentage of qualified internal PWTD applicants whom have 
been promoted to Attorney/General Attorney series (0905) positions. In conducting a 
comparison of the available information, the benchmarks, it appears that a trigger 
exists for PWD (0.00%) and PWTD (0.00%) among the selections for promotion 
involving the Attorney/General Attorney series (0905) during FY 2018. 

 

The available Applicant Flow Data contains all applicants for promotions, thus ICE is 
unable to truly identify the percentage of qualified internal PWTD applicants whom have 
been promoted to Intelligence Research Specialist job series (0132) positions. In 
conducting a comparison of the available information, the benchmarks, it appears that 
a trigger exists for PWD (2.13%) and PWTD (2.13%) among the selections for 
promotion involving the Intelligence Research Specialist job series (0132) during FY 
2018. 

 

Section IV: Plan to Ensure Advancement Opportunities for 
Employees with Disabilities 

Pursuant to 29 C.F.R §1614.203(d)(1)(iii), agencies are required to provide sufficient 
advancement opportunities for employees with disabilities. Such activities might include 
specialized training and mentoring programs, career development opportunities, awards 
programs, promotions, and similar programs that address advancement. In this section, 
agencies should identify, and provide data on programs designed to ensure 
advancement opportunities for employees with disabilities. 
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A. ADVANCEMENT PROGRAM PLAN 

Describe the agency’s plan to ensure PWD, including PWTD, have sufficient 
opportunities for advancement. 

 

B. CAREER DEVELOPMENT OPPORTUNITIES 

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

In FY 2018, ODCR provided training for Managers and Supervisor’s with the goal of 
increasing their knowledge in the areas of Diversity, Reasonable Accommodation and 
Anti-Harassment. ODCR’s goal for providing this training is to equip Managers and 
Supervisor’s with the tools and resources available for recruiting and effectively 
managing PWD and PWTD employees. These tools and resources equip ICE 
Managers and Supervisor’s to identify the unique qualities of PWD and PWTD 
employees. 

In FY 2019, the Disability Program Manager is working with the ICE Office of 
Leadership and Career Development, to ensure data will be collected regarding PWD 
and PWTD participation, and that all notifications/announcements contain information 
for requesting a reasonable accommodation. 

ICE offers training opportunities for employees via the DHS Performance and Learning 
Management System (PALMS) online portal. In addition to completing required training, 
this portal allows ICE employees to complete certification(s) and career development 
courses, which may lead to career advancement. 

 
The ICE Office of Leadership and Career Development (OLCD) consists of the 
Leadership Development Center and the Training and Performance Support Division. 
OLCD provides training for employees, Supervisors and Managers. The trainings 
provided serve to enhance current skills, and build new skills, which may enhance 
opportunities for career advancement. 

 
The Leadership Development Center (LDC) provides resident, virtual and exported 
leadership and career development training to enhance the knowledge, skills and 
abilities of all employees. The LDC supports professional development of all leader- 
levels of the Department of Homeland Security Leader Development Program 
framework to include a variety of services. The courses available via the LDC provides 
opportunities for employees to increase knowledge, skills and abilities leading to 
opportunities for career advancement. 

 
Additionally, ICE employees can participate in training opportunities provided by 
Department of Homeland Security. The Department of Homeland Security offers 
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2. In the table below, please provide the data for career development opportunities 
that require competition and/or supervisory recommendation/approval to 
participate. [Collection begins with the FY 2018 MD-715 report, which is due on 
February 28, 2019.] 

 

 
 

Career Development 
Opportunities 

 
Total Participants 

 
PWD 

 
PWTD 

Applicants 
(#) 

Selectees 
(#) 

Applicants 
(%) 

Selectees 
(%) 

Applicants 
(%) 

Selectees 
(%) 

Internship Programs       

Fellowship Programs       

Mentoring Programs 658 658     

Coaching Programs 190 190     

Training Programs 1216 1216     

Detail Programs       

Other Career 
Development 
Programs 

      

Supervisory 
Leadership Training 
Course 

293 293     

Advanced 
Supervisory 
Leadership Training 
Course 

206 206     

Fundamentals of 
Mission Support 
Training Course 

152 152     

Gettysburg 
Leadership Training 
Program 

101 101     

academic programs, leader development, career development, mandatory training, 
professional development and technical skills training. 
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Instructor 
Development Course 

168 168     

Lessons of the 
Holocaust 

180 180     

Museum of Tolerance 86 86     

Team Member 
Leadership 
Development 
Program 

30 30     

 

3. Do triggers exist for PWD among the applicants and/or selectees for any of the 
career development programs? (The appropriate benchmarks are the relevant 
applicant pool for the applicants and the applicant pool for selectees.) If “yes”, 
describe the trigger(s) in the text box. 

 

a. Applicants (PWD) Yes No 0 
b. Selections (PWD) Yes No 0 

 

 
4. Do triggers exist for PWTD among the applicants and/or selectees for any of the 

career development programs identified? (The appropriate benchmarks are the 
relevant applicant pool for applicants and the applicant pool for selectees.) If 
“yes”, describe the trigger(s) in the text box. 

 

a.  Applicants (PWTD) Yes No 0 
b. Selections (PWTD) Yes No 0 

 

 
C. AWARDS 

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

 

a. Awards, Bonuses, & Incentives (PWD) Yes No 0 
b. Awards, Bonuses, & Incentives (PWTD) Yes No 0 

In FY 2018, triggers appear to exist for PWD among applicants and selectees for 
Career Development Programs, because the requested data was available for 
analysis. 

In FY 2018, triggers appear to exist for PWTD among applicants and selectees for 
Career Development Programs, because the requested data was available for 
analysis. 
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2. Using the inclusion rate as the benchmark, does your agency have a trigger 
involving PWD and/or PWTD for quality step increases or performance-based 
pay increases? If “yes”, please describe the trigger(s) in the text box. 

 

 

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

 

 

In FY 2018, the agency identified a trigger involving the percentage of PWD and 
PWTD who received Time Off Awards of 9+ hours. 

 

In FY 2018, the agency identified a trigger involving the percentage of PWD and 
PWTD who received Cash Awards of $500+. 

a. Pay Increases (PWD) Yes 0 No 

b. Pay Increases (PWTD) Yes 0 No 

 

a. Other Types of Recognition (PWD) Yes 0 No 0 N/A 
b. Other Types of Recognition (PWTD) Yes 0 No 0 N/A 
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D. PROMOTIONS 

1. Does your agency have a trigger involving PWD among the qualified internal 
applicants and/or selectees for promotions to the senior grade levels? (The 
appropriate benchmarks are the relevant applicant pool for qualified internal 
applicants and the qualified applicant pool for selectees.) For non-GS pay plans, 
please use the approximate senior grade levels. If “yes”, describe the trigger(s) in 
the text box. 

a. SES 
 

i. Qualified Internal Applicants (PWD) Yes No 0 

ii. Internal Selections (PWD) 

b. Grade GS-15 

Yes No 0 

i. Qualified Internal Applicants (PWD) Yes No 0 

ii. Internal Selections (PWD) Yes No 0 

c. Grade GS-14 

i. Qualified Internal Applicants (PWD) 

 

Yes 

 

No 

 

0 

ii. Internal Selections (PWD) 

d. Grade GS-13 

Yes No 0 

i. Qualified Internal Applicants (PWD) Yes No 0 

ii. Internal Selections (PWD) Yes No 0 
 

In FY 2018, the percentage of PWD among the qualified internal applicants for SES 
(0.00%) fell below the benchmark according to the available data in Table B 11. 
However, because the available Applicant Flow Data contains all applicants for 
promotions not only Qualified Internal Applicants, ICE is unable to truly identify the 
percentage of qualified internal PWTD applicants whom have been promoted to SES 
positions. Thus, we have determined that ICE has a perceived trigger regarding 
PWD among qualified internal applicants and/or selectees to SES positions. 

 
In FY 2018, the percentage of PWD among the qualified internal applicants for grade 
GS-15 (2.28%) fell below the benchmark according to the available data in Table B 
11. However, because the available Applicant Flow Data contains all applicants for 
promotions not only Qualified Internal Applicants, ICE is unable to truly identify the 
percentage of qualified internal PWTD applicants whom have been promoted to GS- 
15 positions. Thus, we have determined that ICE has a perceived trigger regarding 
PWD among qualified internal applicants and/or selectees to GS-15 positions. 

 
In FY 2018, the percentage of PWD among the qualified internal applicants for grade 
GS-14 (3.85%) fell below the benchmark according to the available data in Table B 
11. However, because the available Applicant Flow Data contains all applicants for 
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promotions not only Qualified Internal Applicants, ICE is unable to truly identify the 
percentage of qualified internal PWTD applicants whom have been promoted to GS- 
14 positions. Thus, we have determined that ICE has a perceived trigger regarding 
PWD among qualified internal applicants and/or selectees to GS-14 positions. 

 

In FY 2018, the percentage of PWD among the qualified internal applicants for grade 
GS-13 (5.52%) fell below the benchmark according to the available data in Table B 
11. However, because the available Applicant Flow Data contains all applicants for 
promotions, not only Qualified Internal Applicants, ICE is unable to truly identify the 
percentage of qualified internal PWD applicants whom have been promoted to GS- 
13 positions. Thus, we have determined that ICE has a perceived trigger regarding 
PWD among qualified internal applicants and/or selectees to GS-13 positions. 
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2. Does your agency have a trigger involving PWTD among the qualified internal 
applicants and/or selectees for promotions to the senior grade levels? (The 
appropriate benchmarks are the relevant applicant pool for qualified internal 
applicants and the qualified applicant pool for selectees.) For non-GS pay plans, 
please use the approximate senior grade levels. If “yes”, describe the trigger(s) in 
the text box. 

a. SES 
 

i. Qualified Internal Applicants (PWTD) Yes No 0 

ii. Internal Selections (PWTD) Yes No 0 

b. Grade GS-15 

i. Qualified Internal Applicants (PWTD) 

 

Yes 

 

No 

 

0 

ii. Internal Selections (PWTD) 

c. Grade GS-14 

Yes No 0 

i. Qualified Internal Applicants (PWTD) Yes No 0 

ii. Internal Selections (PWTD) Yes No 0 

d. Grade GS-13 

i. Qualified Internal Applicants (PWTD) 

 

Yes 

 

No 

 

0 

ii. Internal Selections (PWTD) Yes No 0 



EEOC FORM 

U.S. Equal Employment Opportunity Commission 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

19 

 

 

 

In FY 2018, the percentage of PWTD among the qualified internal applicants for SES 
(0.00%) fell below the benchmark. However, because the available Applicant Flow 
Data contains all applicants for promotions, not only Qualified Internal Applicants, ICE 
is unable to truly identify the percentage of qualified internal PWD applicants whom 
have been promoted to SES positions. Thus, we have determined that ICE has a 
perceived trigger regarding promotions to SES positions. 

 
In FY 2018, the percentage of PWTD among the qualified internal applicants for 
grade GS-15 (1.47%) fell below the benchmark. However, because the available 
Applicant Flow Data contains all applicants for promotions, not only Qualified 
Internal Applicants, ICE is unable to truly identify the percentage of qualified internal 
PWD applicants whom have been promoted to GS-15 positions. Thus, we have 
determined that ICE has a perceived trigger regarding promotions to GS-15 
positions. 

 
In FY 2018, the percentage of PWTD among the qualified internal applicants for 
grade GS-14 (1.84%) fell below the benchmark. However, because the available 
Applicant Flow Data contains all applicants for promotions, not only Qualified 
Internal Applicants, ICE is unable to truly identify the percentage of qualified internal 
PWD applicants whom have been promoted to GS-14 positions. Thus, we have 
determined that ICE has a perceived trigger regarding promotions to GS-14 
positions. 

 
In FY 2018, the percentage of PWTD among the qualified internal applicants for 
grade GS-13 (2.76%) is above the benchmark. However, because the available 
Applicant Flow Data contains all applicants for promotions, not only Qualified 
Internal Applicants, ICE is unable to truly identify the percentage of qualified internal 
PWD applicants whom have been promoted to GS-13 positions. Thus, we have 
determined that ICE has a perceived trigger regarding promotions to GS-13 
positions. 

 

3. Using the qualified applicant pool as the benchmark, does your agency have a 
trigger involving PWD among the new hires to the senior grade levels? For non- 
GS pay plans, please use the approximate senior grade levels. If “yes”, describe 
the trigger(s) in the text box. 

 

a. New Hires to SES (PWD) Yes  No 0 

b. New Hires to GS-15 (PWD) Yes 
 

No 0 

c. New Hires to GS-14 (PWD) 

d. New Hires to GS-13 (PWD) 

Yes 

Yes 

 

0 

No 

No 

0 
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The ICE total workforce in FY 2018 consisted of 19,896, permanent employees of 
which 12,589 or 63% of the workforce are Law Enforcement Officers (LEO), and 
7,306 or 37% non-Law Enforcement Officers (non-LEO). The physical requirements 
of the Law Enforcement positions at ICE, are a barrier for PWD and PWTD 
applicants, that cannot be resolved, therefore ICE may experience barriers in 
reaching the PWD benchmark as it relates to Law Enforcement officers among 
selectees for promotion. 

Analysis of Table B-11, indicates that 10% of new hires to SES were PWD, which is 
below the respective benchmark. 

Analysis of Table B-11, indicates that 9.09% of new hires to GS-15 were PWD, 
which is below the respective benchmark. 

 
Analysis of Table B-11, indicates that 9.86% of new hires to GS-14 were PWD, 
which is below the respective benchmark. 

 
The analysis conducted indicates that ICE has a trigger regarding PWTD among new 
hires senior grade levels, regarding SES, GS-15 and GS-14. However, ICE 
conducted further analysis to determine if ICE has a trigger regarding PWD or PWTD 
as it relates to our Law Enforcement workforce, or our non-Law Enforcement 
workforce. 

Analysis of ICE workforce data indicates that 45% of new hires were Law 
Enforcement Officers, and 55% of new hires were non-Law Enforcement Officers. 

Regarding selectees for SES positions, four (4) individuals were selected, of which 
25% were Law Enforcement Officers, and 75% were non-Law Enforcement. 
Additionally, of the four (4) selectees for SES positions 0.00% were PWD which falls 
below the respective benchmark. 

Regarding selectees for GS-15 positions, nineteen (19) individuals were selected, 
of which 11% were Law Enforcement Officers, and 89% were non-Law 
Enforcement Officers. Additionally, of the nineteen (19) selectees 11% were PWD 
which falls below the respective benchmark. 

 
Regarding selectees for GS-14 positions, 134 individuals were selected, of which 3% 
were Law Enforcement Officers, and 97% were non-Law Enforcement Officers. 
Additionally, of the 134 selectees, 10% were PWD which falls below the respective 
benchmark. 

 
Regarding selectees for GS-13 positions, 151 individuals were selected, of which 6% 

were Law Enforcement Officers, and 94% were non-Law Enforcement Officers. 

Additionally, of the 151 selectees, 7% were PWD which falls below the respective 

benchmark. 
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4. Using the qualified applicant pool as the benchmark, does your agency have a 
trigger involving PWTD among the new hires to the senior grade levels? For non- 
GS pay plans, please use the approximate senior grade levels. If “yes”, describe 
the trigger(s) in the text box. 

 
a. New Hires to SES (PWTD) Yes  No 0 

b. New Hires to GS-15 (PWTD) Yes 
 

No 0 

c. New Hires to GS-14 (PWTD) 

d. New Hires to GS-13 (PWTD) 

Yes 

Yes 

 

0 

No 

No 

0 

 

The ICE total workforce in FY 2018 consisted of 19,896, permanent employees of 
which 12,589 or 63% of the workforce are Law Enforcement Officers (LEO), and 
7,306 or 37% non-Law Enforcement Officers (non-LEO). The physical requirements 
of the Law Enforcement positions at ICE, are a barrier for PWD and PWTD 
applicants, that cannot be resolved, therefore ICE may experience barriers in 
reaching the PWTD benchmark as it relates to Law Enforcement officers among 
selectees for promotion. 

 
Analysis of Table B-11, indicates that 0.00% of new hires to SES were PWTD, which 
falls below the respective benchmark. 

Analysis of Table B-11, indicates that 0.57% of new hires to GS-15 were PWTD, 
which falls below the respective benchmark. 

 
Analysis of Table B-11, indicates that 0.70% of new hires to GS-14 were PWTD, 
which is below the respective benchmark. 

 
The analysis conducted indicates that ICE has a trigger regarding PWTD among new 
hires senior grade levels, regarding SES, GS-15 and GS-14. However, ICE 
conducted further analysis to determine if ICE has a trigger regarding PWTD as it 
relates to our Law Enforcement workforce, or our non-Law Enforcement workforce. 

Analysis of ICE workforce data indicates that 45% of new hires were Law 
Enforcement Officers, and 55% of new hires were non-Law Enforcement Officers. 

Regarding selectees for SES positions, four (4) individuals were selected, of which 
25% were Law Enforcement Officers, and 75% were non-Law Enforcement. 
Additionally, of the four (4) selectees for SES positions 0.00% were PWTD which falls 
below the respective benchmark. 

Regarding selectees for GS-15 positions, nineteen (19) individuals were selected, 
of which 11% were Law Enforcement Officers, and 89% were non-Law 
Enforcement Officers. Additionally, of the nineteen (19) selectees 0.00% were 
PWTD which falls below the respective benchmark. 
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5. Does your agency have a trigger involving PWD among the qualified internal 

applicants and/or selectees for promotions to supervisory positions? (The 

appropriate benchmarks are the relevant applicant pool for qualified internal 

applicants and the qualified applicant pool for selectees.) If “yes”, describe the 

trigger(s) in the text box. 

 
Regarding selectees for GS-14 positions, 134 individuals were selected, of which 3% 
were Law Enforcement Officers, and 97% were non-Law Enforcement Officers. 
Additionally, of the 134 selectees, 0.7% were PWTD which falls below the respective 
benchmark. 

 
Regarding selectees for GS-13 positions, 151 individuals were selected, of which 6% 

were Law Enforcement Officers, and 94% were non-Law Enforcement Officers. 

Additionally, of the 151 selectees, 5% were PWTD which falls below the respective 

benchmark. 
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a. Executives 

i. Qualified Internal Applicants (PWD) 

 
Yes 

 
No 

 
0 

ii. Internal Selections (PWD) 

b. Managers 

Yes No 0 

i. Qualified Internal Applicants (PWD) Yes No 0 

ii. Internal Selections (PWD) 

c. Supervisors 

Yes No 0 

i. Qualified Internal Applicants (PWD) Yes No 0 

ii. Internal Selections (PWD) Yes No 0 
 

Applicant Flow data is not available in a means to which ICE has access to Qualified 
Internal Applicant data for populating the B tables. ICE follow’s OPM’s guidance with 
applicant flow data and uses “Public=No” for promotions applicant flow data. Due to 
this, the comparison of workforce data to Qualified in the applicant flow data is not as 
intended. We have determined that due to the lack of data that ICE most likely has 
triggers regarding Qualified Internal Applicants within Executives, Managers and 
Supervisors at all levels. 

Due to the inability to identify only Qualified Internal Applicants, we have determined 
that ICE most likely has triggers in Qualified Internal Applicants within Executives, 
Managers and Supervisors at all levels. 

According to data provided by CRCL it appears that a trigger exists for PWD among 
the selectees for promotions to GS-15 and SES as 9.71% of the selectees were 
PWD. 

According to data provided by CRCL it appears that a trigger exists for PWD among 
the selectees for promotions to GS 13 - 14 as 10.97% of the selectees were PWD. 

According to the data provided by CRCL it appears that a trigger exists for PWD 
among the selectees for promotions to GS 12 and below as 0.00% of the selectees 
were PWD. 



EEOC FORM 

U.S. Equal Employment Opportunity Commission 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

24 

 

 

 

6. Does your agency have a trigger involving PWTD among the qualified internal 
applicants and/or selectees for promotions to supervisory positions? (The 
appropriate benchmarks are the relevant applicant pool for qualified internal 
applicants and the qualified applicant pool for selectees.) If “yes”, describe the 
trigger(s) in the text box. 

 

a. Executives 

i. Qualified Internal Applicants (PWTD) 

 
Yes 

 
No 

 
0 

ii. Internal Selections (PWTD) Yes No 0 

b. Managers 

i. Qualified Internal Applicants (PWTD) 

 

Yes 

 

No 

 

0 

ii. Internal Selections (PWTD) 

c. Supervisors 

Yes No 0 

i. Qualified Internal Applicants (PWTD) Yes No 0 

ii. Internal Selections (PWTD) Yes No 0 
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7. Using the qualified applicant pool as the benchmark, does your agency have a 
trigger involving PWD among the selectees for new hires to supervisory 
positions? If “yes”, describe the trigger(s) in the text box. 

 

a. New Hires for Executives (PWD) Yes  No 0 

b. New Hires for Managers (PWD) 

c. New Hires for Supervisors (PWD) 

Yes 

Yes 

0 No 

No 0 
 

 
8. Using the qualified applicant pool as the benchmark, does your agency have a 

trigger involving PWTD among the selectees for new hires to supervisory 
positions? If “yes”, describe the trigger(s) in the text box. 

a. New Hires for Executives (PWTD) Yes No  0 

b. New Hires for Managers (PWTD) Yes No  0 

Applicant Flow data is not available in a means to which ICE has access to Qualified 
Internal Applicant data for populating the B tables. ICE follow’s OPM’s guidance with 
applicant flow data and uses “Public=No” for promotions applicant flow data. Due to 
this, the comparison of workforce data to Qualified in the applicant flow data is not as 
intended. We have determined that due to the lack of data that ICE most likely has 
triggers regarding Qualified Internal Applicants within Executives, Managers and 
Supervisors at all levels. 

Due to the inability to identify only Qualified Internal Applicants, we have determined 
that ICE most likely has triggers in Qualified Internal Applicants within Executives, 
Managers and Supervisors at all levels. 

According to data provided by CRCL it appears that a trigger exists for PWTD among 
the selectees for promotions to GS-15 and SES as 0.97% of the selectees were 
PWTD. 

According to data provided by CRCL it appears that a trigger exists for PWTD among 
the selectees for promotions to GS 13 - 14 as 0.42% of the selectees were PWTD. 

According to the data provided by CRCL it appears that a trigger exists for PWTD 
among the selectees for promotions to GS 12 and below as 0.00% of the selectees 
were PWTD. 

According to data provided by CRCL it appears that a trigger exists for PWD among 
the selectees for new hires to GS-15 and SES as 11.11% of the selectees were PWD. 

According to the data provided by CRCL it appears that a trigger exists for PWD 
among the selectees for new hires to GS 12 and below as 0.00% of the selectees 
were PWD. 
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c. New Hires for Supervisors (PWTD) Yes No 0 
 

 

Section V: Plan to Improve Retention of Persons with Disabilities 
To be a model employer for persons with disabilities, agencies must have policies and 

programs in place to retain employees with disabilities. In this section, agencies should: 

(1) analyze workforce separation data to identify barriers retaining employees with 

disabilities; (2) describe efforts to ensure accessibility of technology and facilities; and 

(3) provide information on the reasonable accommodation program and workplace 

personal assistance services. 

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS 

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

Yes 0 No N/A  0 

According to data provided by CRCL it appears that a trigger exists for PWTD among 
the selectees for new hires to GS-15 and SES as 0.00% of the selectees were 
PWTD. 

According to the data provided by CRCL it appears that a trigger exists for PWTD 
among the selectees for new hires to GS-13 to14 as 0.00% of the selectees were 
PWTD. 

 
According to the data provided by CRCL it appears that a trigger exists for PWTD 
among the selectees for new hires to GS-12 and below as 0.00% of the selectees 
were PWTD. 

All Schedule A employees, whom were eligible for conversion to competitive 
service in FY 2018 were not converted. ODCR has received updated data 
regarding the ICE Schedule A employees eligible for conversion and is working 
with the Office of Human Capital to ensure those who have satisfactorily completed 
their two years are converted to competitive service, as appropriate. 
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2. Using the inclusion rate as the benchmark, did the percentage of PWD among 
voluntary and involuntary separations exceed that of persons without disabilities? 
If “yes”, describe the trigger below. 

a. Voluntary Separations (PWD) Yes 0 No 

b. Involuntary Separations (PWD) Yes 0 No 

 

3. Using the inclusion rate as the benchmark, did the percentage of PWTD among 
voluntary and involuntary separations exceed that of persons without targeted 
disabilities? If “yes”, describe the trigger below. 

a. Voluntary Separations (PWTD) Yes 0 No 

b. Involuntary Separations (PWTD) Yes 0 No 

Utilizing the inclusion rate as the benchmark, the percentage of PWD among 
voluntary and involuntary separations was 7.52% for PWD, which is lower than the 
corresponding percentages for persons without disabilities. 

The analysis conducted utilizing the inclusion rate, indicates that ICE does not trigger 

regarding PWD among voluntary or involuntary separations. However, ICE conducted 

further analysis utilizing available workforce data to evaluate the percentage of Law 

Enforcement Officers versus non-Law Enforcement Officers whom separated from 

ICE during FY 2018. Additionally, analysis was conducted with the corresponding 

workforce data to determine the percentage of PWD separations versus the 

separations of employees without disabilities. 

According to the available workforce data, 1209 employees separated from the 

agency during FY 2018, which included 60 involuntary separations, and 1149 

voluntary separations. The PWD’s whom voluntarily separated from the agency 

represented 8% of the total voluntary separations, of which 1.5% were Law 

Enforcement Officers. The PWD’s whom were involuntarily separated from the 

agency represented 13% of the involuntary separations, of which 1.6% were Law 

Enforcement Officers. 

Utilizing the inclusion rate as the benchmark, the percentage of PWD among 
voluntary and involuntary separations was 10.71% for PWTD, which are lower than 
the corresponding percentages for persons without disabilities. 

The analysis conducted utilizing the inclusion rate, indicates that ICE does not trigger 

regarding PWTD among voluntary or involuntary separations. However, ICE 

conducted further analysis utilizing available workforce data to evaluate the 

percentage of Law Enforcement Officers versus non-Law Enforcement Officers whom 

separated from ICE during FY 2018. Additionally, analysis was conducted with the 
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4. If a trigger exists involving the separation rate of PWD and/or PWTD, please 
explain why they left the agency using exit interview results and other data 
sources. 

 

B. ACCESSIBILITY OF TECHNOLOGY AND FACILITIES 

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

 

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

 

 

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

 

corresponding workforce data to determine the percentage of PWD separations 

versus the separations of employees without disabilities. 

According to the available workforce data, 1209 employees separated from the 
agency during FY 2018, which included 60 involuntary separations, and 1149 
voluntary separations. The PWTD’s whom voluntarily separated from the agency 
represented 1.7% of the total voluntary separations, of which 0.2% were Law 
Enforcement Officers. There were no involuntary separations of PWTD’s. 

Not applicable 

A notice of employees’ and applicants’ rights under Section 508 appears at: 
https://www.ice.gov/doclib/about/offices/dcr/pdf/noticeOfRightsABA.pdf. 

A notice of employees’ and applicants’ rights under the Architectural Barriers Act 
appears at: https://www.ice.gov/doclib/about/offices/dcr/pdf/noticeOfRightsABA.pdf. 

http://www.ice.gov/doclib/about/offices/dcr/pdf/noticeOfRightsABA.pdf
http://www.ice.gov/doclib/about/offices/dcr/pdf/noticeOfRightsABA.pdf
http://www.ice.gov/doclib/about/offices/dcr/pdf/noticeOfRightsABA.pdf


EEOC FORM 

U.S. Equal Employment Opportunity Commission 

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

29 

 

 

 
 

 

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

 

C. REASONABLE ACCOMMODATION PROGRAM 

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

1. Please provide the average time frame for processing initial requests for 
reasonable accommodations during the reporting period. (Please do not include 
previously approved requests with repetitive accommodations, such as 
interpreting services.) 

 

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

ODCR staff is currently working with supervisors in various locations throughout ICE 
to address identified architectural barriers. Additionally, ODCR staff is drafting a plan 
to assess ICE facilities to identify potential Architectural Barriers. ODCR staff will be 
conducting a walkthrough of ICE facilities in Washington DC during FY 2019. F- 
SEPM’s will be provided training in FY 2020 to conduct walkthroughs of ICE Facilities. 
The F-SEPM’s will be utilized to complete walkthroughs of ICE Facilities, during which 
they will complete a checklist and return a written report to the Disability Program 
Manager. We will implement strategies to resolve the identified Architectural Barriers 
from the Washington DC inspections in FY 2020. 

ODCR staff is currently working with OCIO and the 508 Compliance Office to resolve 
issues related to the use of JAWS on the ICE network, to improve accessibility for 
visually impaired employees to the ICE network. 

The average processing time for reasonable accommodation requests in FY 
2018 was 90.5 days. 

In FY 2018, the reasonable accommodation internal tracking system was revised to 
include additional information to facilitate the identification of barriers within the 
processing of requests. The gathering of this additional information has provided us 
the opportunity to streamline our processes, with the goal of reducing the number of 
processing days. To date, in FY 2019 on average we have reduced the number of 
processing days by nine percent (9%). Standardized emails were developed to aid 
reasonable accommodation coordinators when requesting needed information from 
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D. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN 

THE WORKPLACE 

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

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

 

 

Section VI: EEO Complaint and Findings Data 

 
A. EEO COMPLAINT DATA INVOLVING HARASSMENT 

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

Yes 0 No N/A 0 

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

Yes 0 No N/A 0 

employees and decision-makers. The development of these standardized emails has 
led to an increase in responses from employees and decision-makers. Additionally, 
we have noted that decision-makers are providing more in-depth responses regarding 
decisions as well as an increase in decision-makers providing alternative 
accommodations if the requested accommodation would not be effective. 

Beginning in the third quarter of FY 2018, ICE commenced drafting PAS procedures 

and the corresponding templates. The draft PAS procedures and templates are now 

undergoing internal clearance. The draft Statement of Work has been prepared, as 

well as the market research report. In the interim, ICE provided PAS FAQ’s to 

Managers and Supervisors during FY 2018 mandatory EEO training and published 

them on ICE’s intranet site, and available to all employees. 
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3. If the agency had one or more findings of discrimination alleging harassment 
based on disability status during the last fiscal year, please describe the 
corrective measures taken by the agency. 

 

B. EEO COMPLAINT DATA INVOLVING REASONABLE ACCOMMODATION 

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

Yes 0 No N/A 0 

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

Yes 0 No N/A 0 

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

 

Section VII: Identification and Removal of Barriers 
Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger 
suggests that a policy, procedure, or practice may be impeding the employment 
opportunities of a protected EEO group. 

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

Yes No 0 
 

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

Yes No  0 N/A 0 
 

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

 
 

 
Trigger 1 

The lower than expected participation of PWD (10.13%) in the permanent 
workforce, regarding grade GS-11 to SES, as compared to the goal of 
12%. 
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Barrier(s) To date no barrier has been identified. 

Objective(s) 
To determine if barriers exist for GS-11 to SES in the permanent 
workforce regarding PWD. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct barrier analysis to identify 
any potential barriers. 

No   

January 31, 
2020 

Draft a plan of action to resolve 
identified barriers. 

No   

June 30, 
2020 

Implement plans of action to 
resolve identified barriers. 

No   

January 31, 
2020 

Develop a state by state list of local 
disability agencies whom serve 
potential job candidates. 

No   

June 30, 
2020 

Develop reasonable 
accommodation materials to be 
provided to perspective job 
applicants. 

No   

June 30, 
2020 

Develop a state by state list of 
universities and colleges whom 
provide career development 
services for individuals with 
disabilities. 

No   

September 
30, 2020 

Develop reasonable 
accommodation materials to be 
provided to perspective job 
applicants at community events. 

No   

September 
30, 2020 

Develop marketing materials to 
provide to colleges whom provide 
career development services for 
individuals with disabilities. 

No   
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September 
30, 2019 

Coordinate with SPPC and 
Recruiting to provide information 
regarding reasonable 
accommodation to perspective job 
applicants at community events. 

No   

September 
30, 2019 

Conduct a pilot walkthrough of ICE 
facilities in Washington DC to 
identify Architectural Barriers. 

Yes   

December 
30, 2019 

Conduct a pilot walkthrough of ICE 
facilities in Baltimore to identify 
Architectural Barriers. 

Yes   

January 31, 

2020 

Draft a plan to address identified 

Architectural Barriers for ICE 
Facilities in Washington DC. 

Yes   

June 30, 
2020 

Implement resolutions for identified 
Architectural Barriers for ICE 
Facilities in Washington DC. 

Yes   

March 30, 
2020 

Draft a plan to address identified 
Architectural Barriers for ICE 
Facilities in Baltimore. 

Yes   

June 30, 
2020 

Implement resolutions for identified 
Architectural Barriers for ICE 
Facilities in Washington DC. 

Yes   

March 
30,2020 

Develop training for F-SEPM’s 
regarding the identification of 
Architectural Barriers 

Yes   

June 30, 
2020 

Provide training for F-SEPM’s for 
conducting independent inspections 
to identify Architectural Barriers, 

Yes   

September 
30, 2020 

Establish a national strategy to 
conduct Architectural Barrier 
investigations of ICE facilities. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 
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2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 

 

 

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

 

 

Trigger 2 
The lower than expected participation of PWTD (0.89%) in the permanent 
workforce, regarding grade GS-11 to SES. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
To determine if barriers exist for GS-11 to SES in the permanent 
workforce regarding PWTD. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct barrier analysis to identify 
any potential barriers. 

No   

January 31, 
2020 

Draft a plan of action to resolve 
identified barriers. 

No   

June 30, 
2020 

Implement plans of action to 
resolve identified barriers. 

No   

January 31, 
2020 

Develop a state by state list of local 
disability agencies whom serve 
potential job candidates. 

No   
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June 30, 
2020 

Develop reasonable 
accommodation materials to be 
provided to perspective job 
applicants. 

No   

June 30, 
2020 

Develop a state by state list of 
universities and colleges whom 
provide career development 
services for individuals with 
disabilities. 

No   

September 
30, 2020 

Develop reasonable 
accommodation materials to be 
provided to perspective job 
applicants at community events. 

No   

September 
30, 2020 

Develop marketing materials to 
provide to colleges whom provide 
career development services for 
individuals with disabilities. 

No   

September 
30, 2019 

Coordinate with SPPC and 
Recruiting to provide information 
regarding reasonable 
accommodation to perspective job 
applicants at community events. 

No   

September 
30, 2019 

Conduct a pilot walkthrough of ICE 
facilities in Washington DC to 
identify Architectural Barriers. 

No   

January 31, 
2020 

Draft a plan to address identified 
Architectural Barriers for ICE 
Facilities in Washington DC. 

No   

June 30, 
2020 

Implement resolutions for identified 
Architectural Barriers for ICE 
Facilities in Washington DC. 

No   

March 
30,2020 

Develop training for F-SEPM’s 
regarding the identification of 
Architectural Barriers 

No   

June 30, 
2020 

Provide training for F-SEPM’s for 
conducting independent inspections 
to identify Architectural Barriers 

No   

September 
30, 2020 

Draft a plan to expand 
investigations related to 
Architectural Barriers to other 
geographic locations. 

No   

September 
30, 2020 

Establish a national strategy to 
conduct Architectural Barrier 
investigations of ICE facilities. 

No   
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Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

 

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

 

 

 

 
Trigger 3 

Reasonable Accommodation program lacks sufficient staffing to process 
requests within the 15-day business day time frame set forth in the 
agency procedures for reasonable accommodations. 

 

Barrier(s) 
An ineffective reasonable accommodation program, involving the 
untimely processing of requests. 

Objective(s) 
Improve the timeliness of processing reasonable accommodation 
requests. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 
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Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2020 

Continue to monitor and revise the 
tracking system for reasonable 
accommodation program, to identify 
bottlenecks. 

Yes   

September 
30, 2019 

Revise the tracking system for 
reasonable accommodation, to 
gather needed data for MD 715 
reporting. 

Yes   

September 
30, 2019 

Revise ICE Reasonable 
Accommodation policy and 
procedures and re-assess via 
benchmarking the requirement to 
process RA requests within 15 
business days. 

Yes   

December 
31, 2019 

Revise ODCR internal SOP and 
templates for processing RA 
requests. 

Yes   

June 30, 
2020 

Develop reasonable 
accommodation training regarding 
the revised procedures. 

No   

September 
30, 2020 

Provide training for managers, 
supervisors, and employees 
regarding the revised reasonable 
accommodation procedures 

No   

September 
30, 2019 

Coordinate with Project Manager 
for the current contract to facilitate 
the assignment of RA projects to 
available contractors. 

 
Yes 

  

September 
30, 2019 

Review the current staffing plan and 
submit requests to fill vacant 
positions. 

 

Yes 

  

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 
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2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 

 

 

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

 

 
Trigger 4 

Has the agency provided sufficient funding and other resources to 
successfully implement the disability program during the reporting 
period? 

Barrier(s) 
Insufficient resources for processing reasonable accommodation 
requests and implementation of the disability program. 

Objective(s) 
Leverage available resources for processing reasonable accommodation 
requests, and implementation of the disability program. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Provide additional training for 
reasonable accommodation staff, 
and contractors. 

No   

September 
30, 2019 

Coordinate with Project Manager 
for the current contract to facilitate 
the assignment of RA projects to 
available contractors. 

No   
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Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 

 

 

 
Trigger 5 

Reasonable Accommodations Staff has not received sufficient training to 
carry out their responsibilities, due to a high volume of RA staff turnover 
during FY 2018. 

Barrier(s) 
An ineffective reasonable accommodation program, due insufficiently 
trained Reasonable Accommodation Staff. 

Objective(s) 
Provide specialized training for Reasonable Accommodation 
Coordinators during FY 2019. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 
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Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

June 1, 
2019 

DPM will develop and provide in- 
house training for Reasonable 
Accommodation Coordinators. 

No   

June 30, 
2019 

Reasonable Accommodation 
Coordinators will participate in 
EEOC Disability Program Manager 
(Basics) 

No   

September 
30, 2019 

DPM will provide one-on-one 
training as needed to assist 
Reasonable Accommodation 
Coordinators in developing skills 
needed for processing RA cases 

No   

September 
30 2019 

DPM will attend the EEOC Excel 
Training Conference 

   

September 
30, 2019 

A Reasonable Accommodation 
Coordinator will attend the FDR 
2019 conference. 

   

September 
30, 2020 

Maintain contact with DEOMI 
registration staff regarding training 
opportunities, for non-DOD entities. 

No   

September 
30, 2020 

Participate in DEOMI training 
opportunities, when available. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 
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3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 

 

 

 

 
Trigger 6 

The low number of selections of PWD and PWTD regarding new hires for 
Mission Critical Positions; Criminal Investigator (1811), Attorney/General 
Attorney (0905), as compared to the goal(s) of 12% and 2%. 

 
 

Barrier(s) 

A barrier exists for PWD and PWTD candidates for the Criminal 
Investigator (1811) series because of the physical requirements. 

 
To date, a barrier has not been identified in regard to Attorney/General 
Attorney (0905). 

Objective(s) 
To increase the number of PWD and PWTD selections (new hires) for 
Mission Critical Positions. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct additional analysis to 
identify any potential barriers 
regarding Attorney/General 
Attorney (0905). 

No   

January 31, 
2020 

Draft a plan of action to resolve 
identified barriers. 

No   
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June 30, 
2020 

Implement plans of action to resolve 
identified barriers. 

No   

September 
30, 2020 

ODCR and the Office of Human 
Capital will share resources, 
including the utilization of Field 
Special Emphasis Program 
Managers at recruitment events. 

No   

January 31, 
2021 

ODCR and the Office of Human 
Capital will share resources and 
participate in recruitment events for 
Gallaudet University and the National 
Technical Institute for the Deaf 
(NTID) at the Rochester Institute of 
Technology. 

No   

March 30, 
2021 

Develop a state by state list of Law 
Schools and their Disability Program 
Point of Contact. 

No   

June 30, 
2021 

Draft an outreach plan in partnership 
with Office of Human Capital to target 
these institutions. 

No   

September 
30, 2021 

Develop marketing materials to be 
provided to the Disability Program 
Point of Contact at these institutions. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 
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Trigger 7 
ICE has a perceived trigger involving PWD and PWTD among qualified 
internal applicants for mission critical occupations. 

Barrier(s) Data is not available for Qualified Internal Applicants. 

Objective(s) Obtain applicant flow data for qualified internal applicants. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Monitor updates regarding the 
availability of updated Internal 
Applicant Data. 

No   

September 
30, 2020 

Conduct barrier analysis to 
determine if triggers exist, once 
data is available. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 
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3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 

 

 

 

Trigger 8 
ICE has a perceived trigger involving PWD and PWTD among employees 
promoted to mission critical occupations. 

Barrier(s) Data is not available for Qualified Internal Applicants. 

Objective(s) Obtain applicant flow data for qualified internal applicants. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

 
Stacie Jones, Chief Diversity Officer 

Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Monitor updates regarding the 
availability of updated Internal 
Applicant Data. 

No   

September 
30, 2020 

Conduct barrier analysis to 
determine if triggers exist, once 
data is available. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 
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2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 

 

 

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

 

 

 

 
Trigger 9 

The lower than expected participation of PWD applicants and/or 

selectees for Career Development Programs. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
Identify potential barriers to participation and enhance data gathering for 
PWD participants for Career Development Programs. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Schedule a meeting with the Office 
of Leadership and Career 

No  March 27, 
2019 
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 Development to review data 
gathering requirements. 

   

October 31, 
2019 

Schedule a meeting with the ICE 
Chiefs of Staff office to discuss 
detail assignments and data 
gathering requirements. 

No   

November 
30, 2019 

Schedule a meeting with the Office 
of Leadership and Career 
Development to discuss Internship 
and Fellowship programs and data 
gathering requirements. 

No   

December 
31, 2019 

Schedule a meeting with the 
PALMS point of contact to ensure 
information is available regarding 
reasonable accommodations. 

No   

December 
31, 2019 

Review application for Leadership 
and Career Development programs 
to ensure it contains information 
regarding requesting a reasonable 
accommodation. 

No  March 28, 
2019 

December 
31, 2019 

Coordinate with Leadership and 
Career Development to ensure all 
announcements contain instructions 
for requesting a reasonable 
accommodation. 

No  March 28, 
2019 

March 30, 
2020 

ICE Broadcast to workforce 
informing them that Reasonable 
Accommodations are available for 
individuals participating in Career 
Development programs. 

No   

September 
30, 2020 

Develop Reasonable 
Accommodation marketing 
materials that can be distributed by 
OCLD, and other ICE Career 
Development programs, providing 
information on how to request a RA 
for participation in a Career 
Development program. 

No   

September 
30, 2020 

Disability Awareness month fair, to 
include community partner 
demonstrations, info sessions and 
career development sessions. 

No   

September 
30, 2021 

Collaborate with OCLD to update 
the website regarding reasonable 

No   
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 accommodations and ensure 508 
compliance. 

   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 

 

 

Trigger 10 
The lower than expected participation of PWTD applicants and/or 
selectees for Career Development Programs. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
Identify potential barriers to participation and enhance data gathering for 
PWTD participants for Career Development Programs. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 
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Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date Planned Activities Sufficient Modified Completion 
(mm/dd/yyyy)  Staffing & Date Date 

  Funding (mm/dd/yyyy) (mm/dd/yyyy) 

  (Yes or No)   

September 
30, 2019 

Schedule a meeting with the Office 
of Leadership and Career 
Development to discuss data 
gathering requirements. 

No   

October 31, 
2019 

Schedule a meeting with the ICE 
Chiefs of Staff office to discuss 
detail assignments and data 
gathering requirements. 

No   

November 
30, 2019 

Schedule a meeting with the Office 
of Leadership and Career 
Development to discuss Internship 
and Fellowship programs and data 
gathering requirements. 

No   

December 
31, 2019 

Schedule a meeting with the 
PALMS point of contact to ensure 
information is available regarding 
reasonable accommodations. 

No   

December 
31, 2019 

Review application for Leadership 
and Career Development programs 
to ensure it contains information 
regarding reasonable 
accommodations. 

No   

December 
31, 2019 

Coordinate with Leadership and 
Career Development to ensure all 
announcements contain information 
for requesting reasonable 
accommodation. 

No   

March 30, 
2020 

ICE Broadcast to workforce 
informing them that Reasonable 
Accommodations are available for 
individuals participating in Career 
Development programs. 

No   

September 
30, 2020 

Develop Reasonable 
Accommodation marketing 
materials that can be distributed by 
OCLD, and other ICE Career 
Development programs, providing 
information on how to request a RA 

No   
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 for participation in a Career 
Development program. 

   

September 
30, 2020 

Disability Awareness month fair, to 
include community partner 
demonstrations, info sessions and 
career development sessions. 

No   

September 
30, 2021 

Collaborate with OCLD to update 
the website regarding reasonable 
accommodations and ensure 508 
compliance. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 

 

 

Trigger 11 
The lower than expected representation of PWD and PWTD whom 
received time off awards of 9+ hours, and cash awards 500+. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
Identify and resolve potential barriers regarding PWD and PWTD within 
the awards programs. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
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 (Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct additional analysis to 
identify any potential barriers. 

No   

March 30, 
2020 

Conduct a focus group with 
supervisors. 

   

April 30, 
2020 

Conduct a focus group with 
employees. 

   

January 31, 
2020 

Establish a plan of action to resolve 
identified barriers. 

No   

June 30, 
2020 

Implement plans of action to 
resolve identified barriers. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 
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Trigger 12 
ICE has a perceived trigger involving PWD among qualified internal 
applicants and/or selectees for promotions to the senior grade levels. 

Barrier(s) 
Applicant flow data is not available specific to qualified internal 
applicants. 

Objective(s) Obtain applicant flow data for qualified internal applicants. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Monitor updates regarding 
availability of updated Internal 
Applicant Data. 

No   

September 
30, 2020 

Conduct barrier analysis to identify 
potential triggers, upon receipt of 
updated available. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 
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3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 

 

 

 

Trigger 13 
ICE has a perceived trigger involving PWD among qualified internal 
applicants and/or selectees for promotions to the senior grade levels. 

Barrier(s) 
Applicant flow data is not available specific to qualified internal 
applicants. 

Objective(s) Obtain applicant flow data for qualified internal applicants. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Monitor updates regarding the 
availability of updated Internal 
Applicant Data. 

No   

September 
30, 2020 

Conduct barrier analysis to identify 
potential triggers, upon receipt of 
updated available. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 
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2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 

 

 

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

 

 

 

 
Trigger 14 

The lower than anticipated rate of selectees from the qualified applicant 

pool for PWD new hires from GS – 14 to SES. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
To identify and resolve potential barriers, resulting in an Increase in the 
number of PWD selectees for GS – 14 to SES. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct additional analysis to 
identify any potential barriers. 

No   
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January 31, 
2020 

Draft a plan of action to resolve 
identified barriers. 

No   

June 30, 
2019 

Implement plans of action to 
resolve identified barriers. 

No   

January 31, 
2020 

Develop a list of state by state local 
disability agencies whom serve 
potential job candidates. 

No   

September 
30, 2019 

Develop reasonable 
accommodation materials to be 
provided to perspective job 
applicants at community outreach 
events. 

No   

December 
31, 2019 

Coordinate with SPPC and 
Recruiting to provide information 
regarding reasonable 
accommodation to perspective job 
applicants at community events. 

No   

September 
30, 2020 

Develop marketing materials to 
provide to colleges whom provide 
career development services for 
individuals with disabilities. 

No   

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 

Trigger 15 
The lower than anticipated rate of selectees from the qualified applicant 
pool for PWD new hires from GS – 14 to SES. 

Barrier(s) To date no barrier has been identified. 
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Objective(s) 
To identify and resolve potential barriers, resulting in an Increase in the 
number of PWD selectees for GS – 14 to SES. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct additional analysis to 
identify any potential barriers. 

No   

January 31, 
2020 

Establish a plan of action to resolve 
identified barriers. 

No   

September 
30, 2020 

Implement plans of action to 
resolve identified barriers. 

No   

January 31, 
2020 

Develop a list of state by state 
disability agencies whom serve 
potential job candidates. 

No   

September 
30, 2020 

Develop reasonable 
accommodation materials to be 
provided to perspective job 
applicants at community events. 

No   

September 
30, 2019 

Coordinate with SPPC and 
Recruiting to provide information 
regarding reasonable 
accommodation to perspective job 
applicants at community events. 

No   

September 
30, 2020 

Develop marketing materials to 
provide to colleges whom provide 
career development services for 
individuals with disabilities. 

No   

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 
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2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 

 

 

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

 

 
 

Trigger 16 
ICE has a perceived trigger involving PWD among qualified internal 
applicants and/or selectees for promotions to supervisory positions. 

Barrier(s) 
Applicant Flow Data is not available regarding Qualified Internal 
Applicants. 

Objective(s) Obtain applicant flow data for Qualified Internal Applicants. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Monitor updates regarding the 
availability of updated Internal 
Applicant Data. 

No   
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September 
30, 2020 

Conduct barrier analysis to identify 
potential triggers, upon receipt of 
updated available. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 

 
 

Trigger 17 
ICE has a perceived trigger involving PWTD among qualified internal 
applicants and/or selectees for promotions to supervisory positions. 

Barrier(s) 
Applicant Flow Data is not available regarding Qualified Internal 
Applicants. 

Objective(s) Obtain applicant flow data for Qualified Internal Applicants. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 
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Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date Planned Activities Sufficient Modified Completi 
(mm/dd/yyyy)  Staffing & Date on Date 

  Funding (mm/dd/yyyy) (mm/dd/yyyy) 

  (Yes or No)   

September 
30, 2019 

Monitor updates regarding the 
availability of updated Internal 
Applicant Data. 

No   

September 
30, 2020 

Conduct barrier analysis to identify 
potential triggers, upon receipt of 
updated available. 

No   

Fiscal Year Accomplishments 
  

 

4. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 

 

 

Trigger 18 
The low number of selections of PWD among new hires to supervisory 
positions. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
To identify and resolve potential barriers resulting in an Increase in the 
number PWTD selectees among new hires to supervisory positions. 
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Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct additional analysis to 
identify any potential barriers. 

No   

January 31, 
2020 

Draft a plan of action to resolve 
identified barriers. 

No   

June 30, 
2020 

Implement plans of action to 
resolve identified barriers. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 
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Trigger 19 
The low number of selections of PWTD among new hires to supervisory 
positions. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
To identify and resolve potential barriers resulting in an Increase in the 
number PWTD selectees among new hires to supervisory positions. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Conduct additional analysis to 
identify any potential barriers. 

No   

January 31, 
2020 

Draft a plan of action to resolve 
identified barriers. 

No   

June 30, 
2020 

Implement plans of action to 
resolve identified barriers. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

2. For the planned activities that were completed, please describe the actual 
impact of those activities toward eliminating the barrier(s). 
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3. If the planned activities did not correct the trigger(s) and/or barrier(s), please 
describe how the agency intends to improve the plan for the next fiscal year. 

 

 

 

 
Trigger 20 

All Schedule A employees eligible for conversion, were not converted into 
the competitive service after two years of satisfactory service. 

Barrier(s) To date no barrier has been identified. 

Objective(s) 
All Schedule A employees eligible for conversion, will be converted into 
the competitive service after two years of satisfactory service. 

Responsible Official(s) 
Performance Standards Address 

the Plan? 
(Yes or No) 

Lynn Dickson, Disability Program Manager Yes 

Rita Bhanot, Special Emphasis Program Manager Yes 

Stacie Jones, Chief Diversity Officer Yes 

Stephanie Stoltzfus, Acting Deputy Assistant 
Director 

Yes 

Scott Lanum, Assistant Director for Diversity and 
Civil Rights 

Yes 

Target Date 
(mm/dd/yyyy) 

Planned Activities Sufficient 
Staffing & 
Funding 

(Yes or No) 

Modified 
Date 

(mm/dd/yyyy) 

Completion 
Date 

(mm/dd/yyyy) 

September 
30, 2019 

Schedule a meeting with RRPM to 
discuss the conversion of Schedule 
A employees. 

No   

October 31, 
2019 

Identify the Schedule A employees 
whom have not been converted to 
competitive service. 

No  March 4, 
2019 

December 
31, 2019 

Work with the RRPM to develop a 
tracking system to monitor and 
ensure the timely conversion of 
future Schedule A employees. 

No   
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March 30, 
2020 

Coordinate with Office of Human 
Capital to ensure the supervisor of 
each Schedule A employee who 
has not been converted is 
contacted, to determine why the 
employee was not converted. 

No   

April 30, 
2020 

Coordinate with Office of Human 
Capital to ensure eligible Schedule 
A candidates, whom have not been 
converted, are converted to 
competitive service. 

No   

June 30, 

2020 
Revise ODCR supervisor and 
manager training to include 
information regarding the 
conversion of Schedule A 
employees. 

No   

Fiscal Year Accomplishments 
  

 

1. Please explain the factor(s) that prevented the agency from timely completing 
any of the planned activities. 

 

 

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

 

 

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

 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A1: Total Workforce - Distribution by Race/Ethnicity and Sex 

 

 
Employment Tenure 

 
Total Workforce 

All 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

TOTAL  

Prior FY 
19,776 14,236 5,540 3,210 1,060 8,889 2,851 1,214 1,217 711 324 50 23 108 35 54 30 

100% 71.99% 28.01% 16.23% 5.36% 44.95% 14.42% 6.14% 6.15% 3.60% 1.64% 0.25% 0.12% 0.55% 0.18% 0.27% 0.15% 

Current FY 
19,948 14,395 5,553 3,243 1,045 9,006 2,869 1,212 1,217 721 334 52 24 106 37 55 27 

100% 72.16% 27.84% 16.26% 5.24% 45.15% 14.38% 6.08% 6.10% 3.61% 1.67% 0.26% 0.12% 0.53% 0.19% 0.28% 0.14% 

RCLF 100% 59.55% 40.45% 5.17% 3.79% 46.09% 28.44% 5.04% 5.75% 2.33% 1.76% 0.05% 0.06% 0.60% 0.44% 0.26% 0.21% 

Difference 172 159 13 33 -15 117 18 -2 0 10 10 2 1 -2 2 1 -3 

Ratio Change 0% 0.18% -0.18% 0.03% -0.12% 0.20% -0.03% -0.06% -0.05% 0.02% 0.04% 0.01% 0.00% -0.01% 0.01% 0.00% -0.02% 

Net Change 0.87% 1.12% 0.23% 1.03% -1.42% 1.32% 0.63% -0.16% 0% 1.41% 3.09% 4.00% 4.35% -1.85% 5.71% 1.85% -10.00% 

PERMANENT  

Prior FY 
19,736 14,217 5,519 3,208 1,056 8,877 2,841 1,210 1,213 710 322 50 23 108 34 54 30 

100% 72.04% 27.96% 16.25% 5.35% 44.98% 14.40% 6.13% 6.15% 3.60% 1.63% 0.25% 0.12% 0.55% 0.17% 0.27% 0.15% 

Current FY 
19,896 14,363 5,533 3,237 1,040 8,984 2,856 1,208 1,216 721 333 52 24 106 37 55 27 

100% 72.19% 27.81% 16.27% 5.23% 45.15% 14.35% 6.07% 6.11% 3.62% 1.67% 0.26% 0.12% 0.53% 0.19% 0.28% 0.14% 

Difference 160 146 14 29 -16 107 15 -2 3 11 11 2 1 -2 3 1 -3 

Ratio Change 0% 0.15% -0.15% 0.02% -0.12% 0.18% -0.04% -0.06% -0.03% 0.03% 0.04% 0.01% 0.00% -0.01% 0.01% 0.00% -0.02% 

Net Change 0.81% 1.03% 0.25% 0.90% -1.52% 1.21% 0.53% -0.17% 0.25% 1.55% 3.42% 4.00% 4.35% -1.85% 8.82% 1.85% -10.00% 

TEMPORARY  

Prior FY 
40 19 21 2 4 12 10 4 4 1 2 0 0 0 1 0 0 

100% 47.50% 52.50% 5.00% 10.00% 30.00% 25.00% 10.00% 10.00% 2.50% 5.00% 0% 0% 0% 2.50% 0% 0% 

Current FY 
52 32 20 6 5 22 13 4 1 0 1 0 0 0 0 0 0 

100% 61.54% 38.46% 11.54% 9.62% 42.31% 25.00% 7.69% 1.92% 0% 1.92% 0% 0% 0% 0% 0% 0% 

Difference 12 13 -1 4 1 10 3 0 -3 -1 -1 0 0 0 -1 0 0 

Ratio Change 0% 14.04% -14.04% 6.54% -0.38% 12.31% 0% -2.31% -8.08% -2.50% -3.08% 0% 0% 0% -2.50% 0% 0% 

Net Change 30.00% 68.42% -4.76% 200.00% 25.00% 83.33% 30.00% 0% -75.00% -100.00% -50.00% 0% 0% 0% -100.00% 0% 0% 

NON-APPROPRIATED  

Prior FY 
                 

                 

Current FY 
                 

                 

Difference                  

Ratio Change                  

Net Change                  



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B1: Total Workforce - Distribution by Disability 

 

 
Employment Tenure 

All Employees Targeted Disability 

 

 
All 

 
No 

Disability 

[05] 

 
Not 

Identified 

[01] 

 
Disability 

[02/03/06- 

94] 

 

Targeted 

Disability 

 

Developmental 

Disability [02] 

 
Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 
Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 
Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 

Dwarfism 

[92] 

 
Significant 

Disfigurement 

[93] 

TOTAL  

Prior FY 
19,776 17,186 344 2,246 220 0 2 87 28 7 23 20 8 2 31 2 10 

100% 86.90% 1.74% 11.36% 1.11% 0% 0.01% 0.44% 0.14% 0.04% 0.12% 0.10% 0.04% 0.02% 0.16% 0.01% 0.05% 

Current FY 
19,948 17,161 392 2,395 224 0 7 82 28 9 20 20 8 2 38 1 9 

100% 86.03% 1.97% 12.01% 1.12% 0% 0.04% 0.42% 0.14% 0.05% 0.10% 0.10% 0.04% 0.02% 0.19% 0.01% 0.05% 

Federal Goal    12.00% 2.00%             

Difference 172 -25 48 149 4 0 5 -5 0 2 -3 0 0 0 7 -1 -1 

Ratio Change 0% -0.87% 0.23% 0.65% 0.01% 0% 0.02% -0.03% 0.00% 0.01% -0.02% 0.00% 0.00% 0.00% 0.03% -0.01% -0.01% 

Net Change 0.87% -0.15% 13.95% 6.63% 1.82% 0% 250.00% -5.68% 0% 28.57% -13.04% 0% 0% 0% 22.58% -50.00% -10.00% 

PERMANENT  

Prior FY 
19,736 17,157 343 2,236 218 0 1 87 28 7 23 20 8 2 30 2 10 

100% 86.93% 1.74% 11.33% 1.10% 0% 0.01% 0.44% 0.14% 0.04% 0.12% 0.10% 0.04% 0.01% 0.15% 0.01% 0.05% 

Current FY 
19,896 17,133 390 2,373 220 0 7 82 28 9 20 20 8 2 34 1 9 

100% 86.11% 1.96% 11.93% 1.11% 0% 0.04% 0.41% 0.14% 0.05% 0.10% 0.10% 0.04% 0.01% 0.17% 0.01% 0.05% 

Difference 160 -24 47 137 2 0 6 -5 0 2 -3 0 0 0 4 -1 -1 

Ratio Change 0% -0.82% 0.22% 0.60% 0.00% 0% 0.03% -0.03% 0.00% 0.01% -0.02% 0.00% 0.00% 0.00% 0.02% -0.01% -0.01% 

Net Change 0.81% -0.14% 13.70% 6.13% 0.92% 0% 600.00% -5.75% 0% 28.57% -13.04% 0% 0% 0% 13.33% -50.00% -10.00% 

TEMPORARY  

Prior FY 
40 29 1 10 2 0 1 0 0 0 0 0 0 0 1 0 0 

100% 72.50% 2.50% 25.00% 5.00% 0% 2.50% 0% 0% 0% 0% 0% 0% 0% 2.50% 0% 0% 

Current FY 
52 28 2 22 4 0 0 0 0 0 0 0 0 0 4 0 0 

100% 53.85% 3.85% 42.31% 7.69% 0% 0% 0% 0% 0% 0% 0% 0% 0% 7.69% 0% 0% 

Difference 12 -1 1 12 2 0 -1 0 0 0 0 0 0 0 3 0 0 

Ratio Change 0% -18.65% 1.35% 17.31% 2.69% 0% -2.50% 0% 0% 0% 0% 0% 0% 0% 5.19% 0% 0% 

Net Change 30.00% -3.45% 100% 120.00% 100% 0% -100.00% 0% 0% 0% 0% 0% 0% 0% 300.00% 0% 0% 

NON-APPROPRIATED  

Prior FY 
                 

                 

Current FY 
                 

                 

Difference                  

Ratio Change                  

Net Change                  



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A2: Total Workforce By Component - Distribution by Race/Ethnicity and Sex 

 

 
\ 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or   

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Total 
19,896 14,363 5,533 3,237 1,040 8,984 2,856 1,208 1,216 721 333 52 24 106 37 55 27 

100% 72.19% 27.81% 16.27% 5.23% 45.15% 14.35% 6.07% 6.11% 3.62% 1.67% 0.26% 0.12% 0.53% 0.19% 0.28% 0.14% 

RCLF 100% 59.55% 40.45% 5.17% 3.79% 46.09% 28.44% 5.04% 5.75% 2.33% 1.76% 0.05% 0.06% 0.60% 0.44% 0.26% 0.21% 

Office of Homeland Security Investigations 7,810 5,922 1,888 1,051 331 4,243 1,144 332 307 235 83 13 5 35 11 13 7 

 100% 75.83% 24.17% 13.46% 4.24% 54.33% 14.65% 4.25% 3.93% 3.01% 1.06% 0.17% 0.06% 0.45% 0.14% 0.17% 0.09% 

Office of the Principal Legal Advisor 1,450 622 828 71 111 437 462 45 135 59 109 1 5 3 4 6 2 

 100% 42.90% 57.10% 4.90% 7.66% 30.14% 31.86% 3.10% 9.31% 4.07% 7.52% 0.07% 0.34% 0.21% 0.28% 0.41% 0.14% 

Office of the Director 647 319 328 32 53 225 143 42 112 13 12 2 4 2 1 3 3 

 100% 49.30% 50.70% 4.95% 8.19% 34.78% 22.10% 6.49% 17.31% 2.01% 1.85% 0.31% 0.62% 0.31% 0.15% 0.46% 0.46% 

 
Office of Professional Responsibility, Director 

 

541 

 

356 

 

185 

 

52 

 

29 

 

231 

 

84 

 

51 

 

67 

 

14 

 

5 

 

0 

 

0 

 

6 

 

0 

 

2 

 

0 

 100% 65.80% 34.20% 9.61% 5.36% 42.70% 15.53% 9.43% 12.38% 2.59% 0.92% 0% 0% 1.11% 0% 0.37% 0% 

Enforcement and Removal 7,771 6,127 1,644 1,868 452 3,240 717 581 363 331 79 30 7 52 15 25 11 

 100% 78.84% 21.16% 24.04% 5.82% 41.69% 9.23% 7.48% 4.67% 4.26% 1.02% 0.39% 0.09% 0.67% 0.19% 0.32% 0.14% 

Office of Intelligence 421 262 159 47 26 179 83 24 43 10 7 2 0 0 0 0 0 

 100% 62.23% 37.77% 11.16% 6.18% 42.52% 19.71% 5.70% 10.21% 2.38% 1.66% 0.48% 0% 0% 0% 0% 0% 

Office of the Chief Financial Officer 417 192 225 25 20 94 93 50 91 17 14 0 2 3 1 3 4 

 100% 46.04% 53.96% 6.00% 4.80% 22.54% 22.30% 11.99% 21.82% 4.08% 3.36% 0% 0.48% 0.72% 0.24% 0.72% 0.96% 

Office of the Chief Information Officer 399 266 133 21 7 157 61 52 45 29 16 2 1 3 3 2 0 

 100% 66.67% 33.33% 5.26% 1.75% 39.35% 15.29% 13.03% 11.28% 7.27% 4.01% 0.50% 0.25% 0.75% 0.75% 0.50% 0% 

Office of International Affairs 286 232 54 64 8 141 25 14 17 10 4 2 0 1 0 0 0 

 100% 81.12% 18.88% 22.38% 2.80% 49.30% 8.74% 4.90% 5.94% 3.50% 1.40% 0.70% 0% 0.35% 0% 0% 0% 

Office of Acquisition Management 154 65 89 6 3 37 44 17 36 3 4 0 0 1 2 1 0 

 100% 42.21% 57.79% 3.90% 1.95% 24.03% 28.57% 11.04% 23.38% 1.95% 2.60% 0% 0% 0.65% 1.30% 0.65% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B2: Total Workforce By Component - Distribution by Disability 

 

 
Employment Tenure 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

Total 
19,896 17,133 390 2,373 220 0 7 82 28 9 20 20 8 2 34 1 9 

100% 86.11% 1.96% 11.93% 1.11% 0% 0.04% 0.41% 0.14% 0.05% 0.10% 0.10% 0.04% 0.01% 0.17% 0.01% 0.05% 

Federal Goal    12.00% 2.00%             

Office of Homeland Security Investigations 7,810 7,034 122 654 66 0 2 18 11 5 10 3 3 1 7 0 6 

 100% 90.06% 1.56% 8.37% 0.85% 0% 0.03% 0.23% 0.14% 0.06% 0.13% 0.04% 0.04% 0.01% 0.09% 0% 0.08% 

Office of the Principal Legal Advisor 1,450 1,248 45 157 15 0 1 7 3 0 1 1 0 0 2 0 0 

 100% 86.07% 3.10% 10.83% 1.03% 0% 0.07% 0.48% 0.21% 0% 0.07% 0.07% 0% 0% 0.14% 0% 0% 

Office of the Director 647 478 12 157 15 0 1 2 3 0 0 3 1 0 5 0 0 

 100% 73.88% 1.85% 24.27% 2.32% 0% 0.15% 0.31% 0.46% 0% 0% 0.46% 0.15% 0% 0.77% 0% 0% 

Office of Professional Responsibility, Director 541 426 11 104 8 0 1 2 0 0 1 2 0 0 2 0 0 

 100% 78.74% 2.03% 19.22% 1.48% 0% 0.18% 0.37% 0% 0% 0.18% 0.37% 0% 0% 0.37% 0% 0% 

Enforcement and Removal 7,771 6,603 150 1,018 78 0 1 34 8 4 5 6 2 1 13 1 3 

 100% 84.97% 1.93% 13.10% 1.00%  0.01% 0.44% 0.10% 0.05% 0.06% 0.08% 0.03% 0.01% 0.17% 0.01% 0.04% 

Office of Intelligence 421 291 25 105 9 0 0 3 1 0 1 2 1 0 1 0 0 

 100% 69.12% 5.94% 24.94% 2.14% 0% 0% 0.71% 0.24% 0% 0.24% 0.48% 0.24% 0% 0.24% 0% 0% 

Office of the Chief Financial Officer 417 322 9 86 17 0 1 9 0 0 2 1 1 0 3 0 0 

 100% 77.22% 2.16% 20.62% 4.08% 0% 0.24% 2.16% 0% 0% 0.48% 0.24% 0.24% 0% 0.72% 0% 0% 

Office of the Chief Information Officer 399 332 12 55 7 0 0 5 1 0 0 1 0 0 0 0 0 

 100% 83.21% 3.01% 13.78% 1.75% 0% 0% 1.25% 0.25% 0% 0% 0.25% 0% 0% 0% 0% 0% 

Office of International Affairs 286 272 0 14 2 0 0 2 0 0 0 0 0 0 0 0 0 

 100% 95.10% 0% 4.90% 0.70% 0% 0% 0.70% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Office of Acquisition Management 154 127 4 23 3 0 0 0 1 0 0 1 0 0 1 0 0 

 100% 82.47% 2.60% 14.94% 1.95% 0% 0% 0% 0.65% 0% 0% 0.65% 0% 0% 0.65% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A3-1: Occupational Categories - Distribution by Race/Ethnicity and Sex 

 

 
Occupational Category 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1. Officials and Managers 

- Executive/Senior Level (Grades 

15 and Above) 

870 599 271 94 34 420 163 51 60 27 11 3 1 3 1 1 1 

100% 68.85% 31.15% 10.80% 3.91% 48.28% 18.74% 5.86% 6.90% 3.10% 1.26% 0.34% 0.11% 0.34% 0.11% 0.11% 0.11% 

- Mid-Level (Grades 13-14) 
2,019 1,609 410 361 97 1,040 212 125 84 60 13 7 0 13 2 3 2 

100% 79.69% 20.31% 17.88% 4.80% 51.51% 10.50% 6.19% 4.16% 2.97% 0.64% 0.35% 0% 0.64% 0.10% 0.15% 0.10% 

- First Level (Grades 12 and 

Below) 

61 33 28 7 3 19 13 6 11 0 1 0 0 1 0 0 0 

100% 54.10% 45.90% 11.48% 4.92% 31.15% 21.31% 9.84% 18.03% 0% 1.64% 0% 0% 1.64% 0% 0% 0% 

- Other Officials and Managers 
8,833 6,147 2,686 1,716 546 3,290 1,195 684 752 340 136 28 15 60 24 29 18 

100% 69.59% 30.41% 19.43% 6.18% 37.25% 13.53% 7.74% 8.51% 3.85% 1.54% 0.32% 0.17% 0.68% 0.27% 0.33% 0.20% 

Officials and Mangers Total 
11,783 8,388 3,395 2,178 680 4,769 1,583 866 907 427 161 38 16 77 27 33 21 

100% 71.19% 28.81% 18.48% 5.77% 40.47% 13.43% 7.35% 7.70% 3.62% 1.37% 0.32% 0.14% 0.65% 0.23% 0.28% 0.18% 

2. Professionals 
2,301 1,149 1,152 142 179 790 674 97 160 103 125 5 5 6 5 6 4 

100% 49.93% 50.07% 6.17% 7.78% 34.33% 29.29% 4.22% 6.95% 4.48% 5.43% 0.22% 0.22% 0.26% 0.22% 0.26% 0.17% 

3. Technicians 
39 24 15 5 1 18 13 1 1 0 0 0 0 0 0 0 0 

100% 61.54% 38.46% 12.82% 2.56% 46.15% 33.33% 2.56% 2.56% 0% 0% 0% 0% 0% 0% 0% 0% 

4. Sales Workers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

5. Administrative Support 

Workers 

468 201 267 47 49 94 110 39 86 16 18 0 2 0 2 5 0 

100% 42.95% 57.05% 10.04% 10.47% 20.09% 23.50% 8.33% 18.38% 3.42% 3.85% 0% 0.43% 0% 0.43% 1.07% 0% 

6. Craft Workers 
6 6 0 4 0 2 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 66.67% 0% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

7. Operatives 
3 3 0 2 0 1 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 66.67% 0% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

8. Laborers and Helpers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

9. Service Workers 
5,295 4,592 703 859 130 3,310 476 205 62 175 29 9 1 23 3 11 2 

100% 86.72% 13.28% 16.22% 2.46% 62.51% 8.99% 3.87% 1.17% 3.31% 0.55% 0.17% 0.02% 0.43% 0.06% 0.21% 0.04% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A3-2: Occupational Categories - Distribution by Race/Ethnicity and Sex 

 

 
 

 
Occupational Category 

 

 

 
Total Workforce 

Permanent 

 
RACE/ETHNICITY 

 
Hispanic 

or  

Latino 

 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1. Officials and Managers 

- Executive/Senior Level (Grades 

15 and Above) 

870 599 271 94 34 420 163 51 60 27 11 3 1 3 1 1 1 

4.37% 4.17% 4.90% 2.90% 3.27% 4.67% 5.71% 4.22% 4.93% 3.74% 3.30% 5.77% 4.17% 2.83% 2.70% 1.82% 3.70% 

- Mid-Level (Grades 13-14) 
2,019 1,609 410 361 97 1,040 212 125 84 60 13 7 0 13 2 3 2 

10.15% 11.20% 7.41% 11.15% 9.34% 11.58% 7.42% 10.35% 6.91% 8.32% 3.90% 13.46% 0% 12.26% 5.41% 5.45% 7.41% 

- First Level (Grades 12 and 

Below) 

61 33 28 7 3 19 13 6 11 0 1 0 0 1 0 0 0 

0.31% 0.23% 0.51% 0.22% 0.29% 0.21% 0.46% 0.50% 0.90% 0% 0.30% 0% 0% 0.94% 0% 0% 0% 

- Other Officials and Managers 
8,833 6,147 2,686 1,716 546 3,290 1,195 684 752 340 136 28 15 60 24 29 18 

44.40% 42.80% 48.55% 53.01% 52.55% 36.62% 41.84% 56.62% 61.84% 47.16% 40.84% 53.85% 62.50% 56.60% 64.86% 52.73% 66.67% 

Officials and Mangers Total 
11,783 8,388 3,395 2,178 680 4,769 1,583 866 907 427 161 38 16 77 27 33 21 

59.23% 58.40% 61.37% 67.28% 65.45% 53.08% 55.43% 71.69% 74.59% 59.22% 48.35% 73.08% 66.67% 72.64% 72.97% 60.00% 77.78% 

2. Professionals 
2,301 1,149 1,152 142 179 790 674 97 160 103 125 5 5 6 5 6 4 

11.57% 8.00% 20.82% 4.39% 17.23% 8.79% 23.60% 8.03% 13.16% 14.29% 37.54% 9.62% 20.83% 5.66% 13.51% 10.91% 14.81% 

3. Technicians 
39 24 15 5 1 18 13 1 1 0 0 0 0 0 0 0 0 

0.20% 0.17% 0.27% 0.15% 0.10% 0.20% 0.46% 0.08% 0.08% 0% 0% 0% 0% 0% 0% 0% 0% 

4. Sales Workers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

5. Administrative Support 

Workers 

468 201 267 47 49 94 110 39 86 16 18 0 2 0 2 5 0 

2.35% 1.40% 4.83% 1.45% 4.72% 1.05% 3.85% 3.23% 7.07% 2.22% 5.41% 0% 8.33% 0% 5.41% 9.09% 0% 

6. Craft Workers 
6 6 0 4 0 2 0 0 0 0 0 0 0 0 0 0 0 

0.03% 0.04% 0% 0.12% 0% 0.02% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

7. Operatives 
3 3 0 2 0 1 0 0 0 0 0 0 0 0 0 0 0 

0.02% 0.02% 0% 0.06% 0% 0.01% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

8. Laborers and Helpers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

9. Service Workers 
5,295 4,592 703 859 130 3,310 476 205 62 175 29 9 1 23 3 11 2 

26.61% 31.97% 12.71% 26.54% 12.51% 36.84% 16.67% 16.97% 5.10% 24.27% 8.71% 17.31% 4.17% 21.70% 8.11% 20.00% 7.41% 

TOTAL 
19,895 14,363 5,532 3,237 1,039 8,984 2,856 1,208 1,216 721 333 52 24 106 37 55 27 

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B3-2: Occupational Categories - Distribution by Disability 

 

 
Employment Tenure 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

1. Officials and Managers 

- Executive/Senior Level (Grades 

15 and Above) 

870 791 13 66 8 0 1 4 1 0 0 2 0 0 0 0 0 

100% 90.92% 1.49% 7.59% 0.92% 0% 0.11% 0.46% 0.11% 0% 0% 0.23% 0% 0% 0% 0% 0% 

- Mid-Level (Grades 13-14) 
2,019 1,813 29 177 10 0 0 4 1 1 0 0 0 0 3 0 1 

100% 89.80% 1.44% 8.77% 0.50% 0% 0% 0.20% 0.05% 0.05% 0% 0% 0% 0% 0.15% 0% 0.05% 

- First Level (Grades 12 and 

Below) 

61 56 1 4 1 0 0 0 0 0 0 1 0 0 0 0 0 

100% 91.80% 1.64% 6.56% 1.64% 0% 0% 0% 0% 0% 0% 1.64% 0% 0% 0% 0% 0% 

- Other Officials and Managers 
8,833 7,202 195 1,436 136 0 5 49 19 7 13 12 3 2 19 0 7 

100% 81.54% 2.21% 16.26% 1.54% 0% 0.06% 0.55% 0.22% 0.08% 0.15% 0.14% 0.03% 0.02% 0.22% 0% 0.08% 

Officials and Mangers Total 
11,783 9,862 238 1,683 155 0 6 57 21 8 13 15 3 2 22 0 8 

100% 83.70% 2.02% 14.28% 1.32% 0% 0.05% 0.48% 0.18% 0.07% 0.11% 0.13% 0.03% 0.02% 0.19% 0% 0.07% 

2. Professionals 
2,301 1,914 71 316 36 0 0 15 5 1 4 3 2 0 6 0 0 

100% 83.18% 3.09% 13.73% 1.56% 0%  0.65% 0.22% 0.04% 0.17% 0.13% 0.09% 0% 0.26% 0% 0% 

3. Technicians 
39 31 0 8 2 0 0 1 0 0 1 0 0 0 0 0 0 

100% 79.49% 0% 20.51% 5.13% 0% 0% 2.56% 0% 0% 2.56% 0% 0% 0% 0% 0% 0% 

4. Sales Workers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

5. Administrative Support 

Workers 

468 298 19 151 16 0 0 5 1 0 0 2 1 0 6 1 0 

100% 63.68% 4.06% 32.26% 3.42% 0% 0% 1.07% 0.21% 0% 0% 0.43% 0.21% 0% 1.28% 0.21% 0% 

6. Craft Workers 
6 4 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 66.67% 0% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

7. Operatives 
3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

8. Laborers and Helpers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

9. Service Workers 
5,295 5,020 62 213 11 0 1 4 1 0 2 0 2 0 0 0 1 

100% 94.81% 1.17% 4.02% 0.21% 0% 0.02% 0.08% 0.02% 0% 0.04% 0% 0.04% 0% 0% 0% 0.02% 

TOTAL 
19,895 17,132 390 2,373 220 0 7 82 28 9 20 20 8 2 34 1 9 

100% 86.11% 1.96% 11.93% 1.11% 0% 0.04% 0.41% 0.14% 0.05% 0.10% 0.10% 0.04% 0.01% 0.17% 0.01% 0.05% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B3-2: Occupational Categories - Distribution by Disability 

 

 
Employment Tenure 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

1. Officials and Managers 

- Executive/Senior Level (Grades 

15 and Above) 

870 791 13 66 8 0 1 4 1 0 0 2 0 0 0 0 0 

4.37% 4.62% 3.33% 2.78% 3.64% 0% 14.29% 4.88% 3.57% 0% 0% 10.00% 0% 0% 0% 0% 0% 

- Mid-Level (Grades 13-14) 
2,019 1,813 29 177 10 0 0 4 1 1 0 0 0 0 3 0 1 

10.15% 10.58% 7.44% 7.46% 4.55% 0% 0% 4.88% 3.57% 11.11% 0% 0% 0% 0% 8.82% 0% 11.11% 

- First Level (Grades 12 and 

Below) 

61 56 1 4 1 0 0 0 0 0 0 1 0 0 0 0 0 

0.31% 0.33% 0.26% 0.17% 0.45% 0% 0% 0% 0% 0% 0% 5.00% 0% 0% 0% 0% 0% 

- Other Officials and Managers 
8,833 7,202 195 1,436 136 0 5 49 19 7 13 12 3 2 19 0 7 

44.40% 42.04% 50.00% 60.51% 61.82% 0% 71.43% 59.76% 67.86% 77.78% 65.00% 60.00% 37.50% 100% 55.88% 0% 77.78% 

Officials and Mangers Total 
11,783 9,862 238 1,683 155 0 6 57 21 8 13 15 3 2 22 0 8 

59.23% 57.56% 61.03% 70.92% 70.45% 0% 85.71% 69.51% 75.00% 88.89% 65.00% 75.00% 37.50% 100% 64.71% 0% 88.89% 

2. Professionals 
2,301 1,914 71 316 36 0 0 15 5 1 4 3 2 0 6 0 0 

11.57% 11.17% 18.21% 13.32% 16.36% 0% 0% 18.29% 17.86% 11.11% 20.00% 15.00% 25.00% 0% 17.65% 0% 0% 

3. Technicians 
39 31 0 8 2 0 0 1 0 0 1 0 0 0 0 0 0 

0.20% 0.18% 0% 0.34% 0.91% 0% 0% 1.22% 0% 0% 5.00% 0% 0% 0% 0% 0% 0% 

4. Sales Workers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

5. Administrative Support 

Workers 

468 298 19 151 16 0 0 5 1 0 0 2 1 0 6 1 0 

2.35% 1.74% 4.87% 6.36% 7.27% 0% 0% 6.10% 3.57% 0% 0% 10.00% 12.50% 0% 17.65% 100% 0% 

6. Craft Workers 
6 4 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

0.03% 0.02% 0% 0.08% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

7. Operatives 
3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0.02% 0.02% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

8. Laborers and Helpers 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

9. Service Workers 
5,295 5,020 62 213 11 0 1 4 1 0 2 0 2 0 0 0 1 

26.61% 29.30% 15.90% 8.98% 5.00% 0% 14.29% 4.88% 3.57% 0% 10.00% 0% 25.00% 0% 0% 0% 11.11% 

TOTAL 
19,895 17,132 390 2,373 220 0 7 82 28 9 20 20 8 2 34 1 9 

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A4-1: Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex (Permanent)  

 
 

GS/GM, SES and Related 

Grades 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

GS/GG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-02 
4 4 0 2 0 0 0 0 0 1 0 0 0 0 0 1 0 

100% 100% 0% 50.00% 0% 0% 0% 0% 0% 25.00% 0% 0% 0% 0% 0% 25.00% 0% 

GS/GG-03 
6 5 1 2 0 2 0 1 1 0 0 0 0 0 0 0 0 

100% 83.33% 16.67% 33.33% 0% 33.33% 0% 16.67% 16.67% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-04 
5 3 2 0 0 1 0 2 2 0 0 0 0 0 0 0 0 

100% 60.00% 40.00% 0% 0% 20.00% 0% 40.00% 40.00% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-05 
238 135 103 33 26 73 38 18 25 9 11 0 1 0 2 2 0 

100% 56.72% 43.28% 13.87% 10.92% 30.67% 15.97% 7.56% 10.50% 3.78% 4.62% 0% 0.42% 0% 0.84% 0.84% 0% 

GS/GG-06 
151 73 78 14 11 40 43 9 17 6 4 0 1 2 2 2 0 

100% 48.34% 51.66% 9.27% 7.28% 26.49% 28.48% 5.96% 11.26% 3.97% 2.65% 0% 0.66% 1.32% 1.32% 1.32% 0% 

GS/GG-07 
806 450 356 99 80 247 162 65 87 34 18 1 2 4 4 0 3 

100% 55.83% 44.17% 12.28% 9.93% 30.65% 20.10% 8.06% 10.79% 4.22% 2.23% 0.12% 0.25% 0.50% 0.50% 0% 0.37% 

GS/GG-08 
442 149 293 37 69 69 122 23 77 14 19 0 3 5 2 1 1 

100% 33.71% 66.29% 8.37% 15.61% 15.61% 27.60% 5.20% 17.42% 3.17% 4.30% 0% 0.68% 1.13% 0.45% 0.23% 0.23% 

GS/GG-09 
799 498 301 97 57 314 145 51 81 26 11 4 2 5 5 1 0 

100% 62.33% 37.67% 12.14% 7.13% 39.30% 18.15% 6.38% 10.14% 3.25% 1.38% 0.50% 0.25% 0.63% 0.63% 0.13% 0% 

GS/GG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-11 
1,108 836 272 178 51 513 135 85 63 45 17 3 2 6 1 6 3 

100% 75.45% 24.55% 16.06% 4.60% 46.30% 12.18% 7.67% 5.69% 4.06% 1.53% 0.27% 0.18% 0.54% 0.09% 0.54% 0.27% 

GS/GG-12 
5,145 4,234 911 1,345 247 2,216 385 374 210 219 52 20 5 39 4 21 8 

100% 82.29% 17.71% 26.14% 4.80% 43.07% 7.48% 7.27% 4.08% 4.26% 1.01% 0.39% 0.10% 0.76% 0.08% 0.41% 0.16% 

GS/GG-13 
6,775 5,102 1,673 967 300 3,525 952 320 324 231 79 15 4 30 6 14 8 

100% 75.31% 24.69% 14.27% 4.43% 52.03% 14.05% 4.72% 4.78% 3.41% 1.17% 0.22% 0.06% 0.44% 0.09% 0.21% 0.12% 

GS/GG-14 
3,344 2,161 1,183 354 156 1,475 645 207 260 102 107 5 3 12 9 6 3 

100% 64.62% 35.38% 10.59% 4.67% 44.11% 19.29% 6.19% 7.78% 3.05% 3.20% 0.15% 0.09% 0.36% 0.27% 0.18% 0.09% 

GS/GG-15 
961 628 333 92 37 450 213 46 67 32 13 4 1 3 2 1 0 

100% 65.35% 34.65% 9.57% 3.85% 46.83% 22.16% 4.79% 6.97% 3.33% 1.35% 0.42% 0.10% 0.31% 0.21% 0.10% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
103 76 27 11 6 56 16 7 2 2 2 0 0 0 0 0 1 

100% 73.79% 26.21% 10.68% 5.83% 54.37% 15.53% 6.80% 1.94% 1.94% 1.94% 0% 0% 0% 0% 0% 0.97% 

TOTAL 
19,887 14,354 5,533 3,231 1,040 8,981 2,856 1,208 1,216 721 333 52 24 106 37 55 27 

100% 72.18% 27.82% 16.25% 5.23% 45.16% 14.36% 6.07% 6.11% 3.63% 1.67% 0.26% 0.12% 0.53% 0.19% 0.28% 0.14% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B4-1: Participation Rates for General Schedule (GS) Grades by Disability (Permanent) 

 

 
Employment Tenure 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

GS/GG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-02 
4 2 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 50.00% 0% 50.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-03 
6 3 0 3 1 0 0 0 1 0 0 0 0 0 0 0 0 

100% 50.00% 0% 50.00% 16.67% 0% 0% 0% 16.67% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-04 
5 3 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 60.00% 0% 40.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-05 
238 153 16 69 13 0 0 3 1 0 1 1 1 1 4 1 0 

100% 64.29% 6.72% 28.99% 5.46% 0% 0% 1.26% 0.42% 0% 0.42% 0.42% 0.42% 0.42% 1.68% 0.42% 0% 

GS/GG-06 
151 79 9 63 3 0 0 2 0 0 0 0 0 0 1 0 0 

100% 52.32% 5.96% 41.72% 1.99% 0% 0% 1.32% 0% 0% 0% 0% 0% 0% 0.66% 0% 0% 

GS/GG-07 
806 563 37 206 23 0 3 7 1 2 0 3 1 0 6 0 0 

100% 69.85% 4.59% 25.56% 2.85% 0% 0.37% 0.87% 0.12% 0.25% 0% 0.37% 0.12% 0% 0.74% 0% 0% 

GS/GG-08 
442 342 10 90 14 0 0 3 2 1 1 1 0 0 6 0 0 

100% 77.38% 2.26% 20.36% 3.17% 0% 0% 0.68% 0.45% 0.23% 0.23% 0.23% 0% 0% 1.36% 0% 0% 

GS/GG-09 
799 596 34 169 11 0 0 1 1 1 2 2 0 1 2 0 1 

100% 74.59% 4.26% 21.15% 1.38% 0% 0% 0.13% 0.13% 0.13% 0.25% 0.25% 0% 0.13% 0.25% 0% 0.13% 

GS/GG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-11 
1,108 858 28 222 20 0 1 12 2 0 2 1 1 0 1 0 0 

100% 77.44% 2.53% 20.04% 1.81% 0% 0.09% 1.08% 0.18% 0% 0.18% 0.09% 0.09% 0% 0.09% 0% 0% 

GS/GG-12 
5,145 4,509 75 561 41 0 1 15 4 3 6 5 0 0 4 0 3 

100% 87.64% 1.46% 10.90% 0.80% 0% 0.02% 0.29% 0.08% 0.06% 0.12% 0.10% 0% 0% 0.08% 0% 0.06% 

GS/GG-13 
6,775 6,118 91 566 49 0 1 20 6 0 5 3 3 0 10 0 1 

100% 90.30% 1.34% 8.35% 0.72% 0% 0.01% 0.30% 0.09% 0% 0.07% 0.04% 0.04% 0% 0.15% 0% 0.01% 

GS/GG-14 
3,344 2,943 69 332 34 0 0 13 8 2 3 2 2 0 0 0 4 

100% 88.01% 2.06% 9.93% 1.02% 0% 0% 0.39% 0.24% 0.06% 0.09% 0.06% 0.06% 0% 0% 0% 0.12% 

GS/GG-15 
961 860 19 82 11 0 1 6 2 0 0 2 0 0 0 0 0 

100% 89.49% 1.98% 8.53% 1.14% 0% 0.10% 0.62% 0.21% 0% 0% 0.21% 0% 0% 0% 0% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
103 97 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 94.17% 1.94% 3.88% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
19,887 17,126 390 2,371 220 0 7 82 28 9 20 20 8 2 34 1 9 

100% 86.12% 1.96% 11.92% 1.11% 0% 0.04% 0.41% 0.14% 0.05% 0.10% 0.10% 0.04% 0.01% 0.17% 0.01% 0.05% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A4-1: Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex (Temporary) 

 

 
Employment Tenure 

 
Total Workforce 

Temporary 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

GS/GG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-03 
2 0 2 0 1 0 1 0 0 0 0 0 0 0 0 0 0 

100% 0% 100% 0% 50.00% 0% 50.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-04 
11 5 6 1 3 3 3 1 0 0 0 0 0 0 0 0 0 

100% 45.45% 54.55% 9.09% 27.27% 27.27% 27.27% 9.09% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-05 
5 4 1 3 0 1 1 0 0 0 0 0 0 0 0 0 0 

100% 80.00% 20.00% 60.00% 0% 20.00% 20.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-06 
2 1 1 0 0 1 0 0 1 0 0 0 0 0 0 0 0 

100% 50.00% 50.00% 0% 0% 50.00% 0% 0% 50.00% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-07 
3 1 2 0 1 1 1 0 0 0 0 0 0 0 0 0 0 

100% 33.33% 66.67% 0% 33.33% 33.33% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-08 
1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-09 
4 2 2 0 0 1 1 1 0 0 1 0 0 0 0 0 0 

100% 50.00% 50.00% 0% 0% 25.00% 25.00% 25.00% 0% 0% 25.00% 0% 0% 0% 0% 0% 0% 

GS/GG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-11 
1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-12 
1 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-13 
9 8 1 1 0 6 1 1 0 0 0 0 0 0 0 0 0 

100% 88.89% 11.11% 11.11% 0% 66.67% 11.11% 11.11% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-14 
9 6 3 0 0 6 3 0 0 0 0 0 0 0 0 0 0 

100% 66.67% 33.33% 0% 0% 66.67% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-15 
3 1 2 0 0 1 2 0 0 0 0 0 0 0 0 0 0 

100% 33.33% 66.67% 0% 0% 33.33% 66.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
52 32 20 6 5 22 13 4 1 0 1 0 0 0 0 0 0 

100% 61.54% 38.46% 11.54% 9.62% 42.31% 25.00% 7.69% 1.92% 0.00% 1.92% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B4-1: Participation Rates for General Schedule (GS) Grades by Disability (Temporary) 

 

 
Employment Tenure 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

GS/GG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-03 
2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 50.00% 0% 50.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-04 
11 3 0 8 2 0 0 0 0 0 0 0 0 0 2 0 0 

100% 27.27% 0% 72.73% 18.18% 0% 0% 0% 0% 0% 0% 0% 0% 0% 18.18% 0% 0% 

GS/GG-05 
5 1 0 4 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 20.00% 0% 80.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-06 
2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-07 
3 1 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 33.33% 0% 66.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-08 
1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-09 
4 2 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 50.00% 0% 50.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-11 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-12 
1 0 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0 

100% 0% 0% 100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 100% 0% 0% 

GS/GG-13 
9 8 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0 

100% 88.89% 0% 11.11% 11.11% 0% 0% 0% 0% 0% 0% 0% 0% 0% 11.11% 0% 0% 

GS/GG-14 
9 7 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 77.78% 22.22% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-15 
3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
52 28 2 22 4 0 0 0 0 0 0 0 0 0 4 0 0 

100% 53.85% 3.85% 42.31% 7.69% 0% 0% 0% 0% 0% 0% 0% 0% 0% 7.69% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A4-2: Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex (Permanent)  

 

 
Employment Tenure 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

GS-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-02 
4 4 0 2 0 0 0 0 0 1 0 0 0 0 0 1 0 

0.02% 0.03% 0% 0.06% 0% 0% 0% 0% 0% 0.14% 0% 0% 0% 0% 0% 1.82% 0% 

GS-03 
6 5 1 2 0 2 0 1 1 0 0 0 0 0 0 0 0 

0.03% 0.03% 0.02% 0.06% 0% 0.02% 0% 0.08% 0.08% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-04 
5 3 2 0 0 1 0 2 2 0 0 0 0 0 0 0 0 

0.03% 0.02% 0.04% 0% 0% 0.01% 0% 0.17% 0.16% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-05 
238 135 103 33 26 73 38 18 25 9 11 0 1 0 2 2 0 

1.20% 0.94% 1.86% 1.02% 2.50% 0.81% 1.33% 1.49% 2.06% 1.25% 3.30% 0% 4.17% 0% 5.41% 3.64% 0% 

GS-06 
151 73 78 14 11 40 43 9 17 6 4 0 1 2 2 2 0 

0.76% 0.51% 1.41% 0.43% 1.06% 0.45% 1.51% 0.75% 1.40% 0.83% 1.20% 0% 4.17% 1.89% 5.41% 3.64% 0% 

GS-07 
806 450 356 99 80 247 162 65 87 34 18 1 2 4 4 0 3 

4.05% 3.14% 6.43% 3.06% 7.69% 2.75% 5.67% 5.38% 7.15% 4.72% 5.41% 1.92% 8.33% 3.77% 10.81% 0% 11.11% 

GS-08 
442 149 293 37 69 69 122 23 77 14 19 0 3 5 2 1 1 

2.22% 1.04% 5.30% 1.15% 6.63% 0.77% 4.27% 1.90% 6.33% 1.94% 5.71% 0% 12.50% 4.72% 5.41% 1.82% 3.70% 

GS-09 
799 498 301 97 57 314 145 51 81 26 11 4 2 5 5 1 0 

4.02% 3.47% 5.44% 3.00% 5.48% 3.50% 5.08% 4.22% 6.66% 3.61% 3.30% 7.69% 8.33% 4.72% 13.51% 1.82% 0% 

GS-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-11 
1,108 836 272 178 51 513 135 85 63 45 17 3 2 6 1 6 3 

5.57% 5.82% 4.92% 5.51% 4.90% 5.71% 4.73% 7.04% 5.18% 6.24% 5.11% 5.77% 8.33% 5.66% 2.70% 10.91% 11.11% 

GS-12 
5,145 4,234 911 1,345 247 2,216 385 374 210 219 52 20 5 39 4 21 8 

25.87% 29.50% 16.46% 41.63% 23.75% 24.67% 13.48% 30.96% 17.27% 30.37% 15.62% 38.46% 20.83% 36.79% 10.81% 38.18% 29.63% 

GS-13 
6,775 5,102 1,673 967 300 3,525 952 320 324 231 79 15 4 30 6 14 8 

34.07% 35.54% 30.24% 29.93% 28.85% 39.25% 33.33% 26.49% 26.64% 32.04% 23.72% 28.85% 16.67% 28.30% 16.22% 25.45% 29.63% 

GS-14 
3,344 2,161 1,183 354 156 1,475 645 207 260 102 107 5 3 12 9 6 3 

16.82% 15.06% 21.38% 10.96% 15.00% 16.42% 22.58% 17.14% 21.38% 14.15% 32.13% 9.62% 12.50% 11.32% 24.32% 10.91% 11.11% 

GS-15 
961 628 333 92 37 450 213 46 67 32 13 4 1 3 2 1 0 

4.83% 4.38% 6.02% 2.85% 3.56% 5.01% 7.46% 3.81% 5.51% 4.44% 3.90% 7.69% 4.17% 2.83% 5.41% 1.82% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
103 76 27 11 6 56 16 7 2 2 2 0 0 0 0 0 1 

0.52% 0.53% 0.49% 0.34% 0.58% 0.62% 0.56% 0.58% 0.16% 0.28% 0.60% 0% 0% 0% 0% 0% 3.70% 

TOTAL 
19,887 14,354 5,533 3,231 1,040 8,981 2,856 1,208 1,216 721 333 52 24 106 37 55 27 

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A4-2: Participation Rates for General Schedule (GS) Grades by Race/Ethnicity and Sex (Temporary) 

 

 
Employment Tenure 

 
Total Workforce 

Temporary 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

GS-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-03 
2 0 2 0 1 0 1 0 0 0 0 0 0 0 0 0 0 

3.85% 0% 10.00% 0% 20.00% 0% 7.69% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-04 
11 5 6 1 3 3 3 1 0 0 0 0 0 0 0 0 0 

21.15% 15.63% 30.00% 16.67% 60.00% 13.64% 23.08% 25.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-05 
5 4 1 3 0 1 1 0 0 0 0 0 0 0 0 0 0 

9.62% 12.50% 5.00% 50.00% 0% 4.55% 7.69% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-06 
2 1 1 0 0 1 0 0 1 0 0 0 0 0 0 0 0 

3.85% 3.13% 5.00% 0% 0% 4.55% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-07 
3 1 2 0 1 1 1 0 0 0 0 0 0 0 0 0 0 

5.77% 3.13% 10.00% 0% 20.00% 4.55% 7.69% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-08 
1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

1.92% 3.13% 0% 16.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-09 
4 2 2 0 0 1 1 1 0 0 1 0 0 0 0 0 0 

7.69% 6.25% 10.00% 0% 0% 4.55% 7.69% 25.00% 0% 0% 100% 0% 0% 0% 0% 0% 0% 

GS-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-11 
1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 

1.92% 3.13% 0% 0% 0% 4.55% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-12 
1 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0 0 

1.92% 3.13% 0% 0% 0% 0% 0% 25.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-13 
9 8 1 1 0 6 1 1 0 0 0 0 0 0 0 0 0 

17.31% 25.00% 5.00% 16.67% 0% 27.27% 7.69% 25.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-14 
9 6 3 0 0 6 3 0 0 0 0 0 0 0 0 0 0 

17.31% 18.75% 15.00% 0% 0% 27.27% 23.08% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS-15 
3 1 2 0 0 1 2 0 0 0 0 0 0 0 0 0 0 

5.77% 3.13% 10.00% 0% 0% 4.55% 15.38% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 

1.92% 3.13% 0% 0% 0% 4.55% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
52 32 20 6 5 22 13 4 1 0 1 0 0 0 0 0 0 

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B4-2: Participation Rates for General Schedule (GS) Grades by Disability (Permanent) 

 

 
Employment Tenure 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

GS/GG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-02 
4 2 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

0.02% 0.01% 0% 0.08% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-03 
6 3 0 3 1 0 0 0 1 0 0 0 0 0 0 0 0 

0.03% 0.02% 0% 0.13% 0.46% 0% 0% 0% 3.57% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-04 
5 3 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

0.03% 0.02% 0% 0.08% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-05 
238 153 16 69 13 0 0 3 1 0 1 1 1 1 4 1 0 

1.20% 0.89% 4.10% 2.91% 5.99% 0% 0% 3.66% 3.57% 0% 5.00% 5.00% 12.50% 50.00% 11.76% 100% 0% 

GS/GG-06 
151 79 9 63 3 0 0 2 0 0 0 0 0 0 1 0 0 

0.76% 0.46% 2.31% 2.66% 1.38% 0% 0% 2.44% 0% 0% 0% 0% 0% 0% 2.94% 0% 0% 

GS/GG-07 
806 563 37 206 20 0  7 1 2 0 3 1 0 6 0 0 

4.05% 3.29% 9.49% 8.69% 9.22% 0% 0% 8.54% 3.57% 22.22% 0% 15.00% 12.50% 0% 17.65% 0% 0% 

GS/GG-08 
442 342 10 90 14 0 0 3 2 1 1 1 0 0 6 0 0 

2.22% 2.00% 2.56% 3.80% 6.45% 0% 0% 3.66% 7.14% 11.11% 5.00% 5.00% 0% 0% 17.65% 0% 0% 

GS/GG-09 
799 596 34 169 11 0 0 1 1 1 2 2 0 1 2 0 1 

4.02% 3.48% 8.72% 7.13% 5.07% 0% 0% 1.22% 3.57% 11.11% 10.00% 10.00% 0% 50.00% 5.88% 0% 11.11% 

GS/GG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-11 
1,108 858 28 222 20 0 1 12 2 0 2 1 1 0 1 0 0 

5.57% 5.01% 7.18% 9.36% 9.22% 0% 25.00% 14.63% 7.14% 0% 10.00% 5.00% 12.50% 0% 2.94% 0% 0% 

GS/GG-12 
5,145 4,509 75 561 41 0 1 15 4 3 6 5 0 0 4 0 3 

25.87% 26.33% 19.23% 23.66% 18.89% 0% 25.00% 18.29% 14.29% 33.33% 30.00% 25.00% 0% 0% 11.76% 0% 33.33% 

GS/GG-13 
6,775 6,118 91 566 49 0 1 20 6 0 5 3 3 0 10 0 1 

34.07% 35.72% 23.33% 23.87% 22.58% 0% 25.00% 24.39% 21.43% 0% 25.00% 15.00% 37.50% 0% 29.41% 0% 11.11% 

GS/GG-14 
3,344 2,943 69 332 34 0 0 13 8 2 3 2 2 0 0 0 4 

16.82% 17.18% 17.69% 14.00% 15.67% 0% 0% 15.85% 28.57% 22.22% 15.00% 10.00% 25.00% 0% 0% 0% 44.44% 

GS/GG-15 
961 860 19 82 11 0 1 6 2 0 0 2 0 0 0 0 0 

4.83% 5.02% 4.87% 3.46% 5.07% 0% 25.00% 7.32% 7.14% 0% 0% 10.00% 0% 0% 0% 0% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
103 97 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0 

0.52% 0.57% 0.51% 0.17% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
19,887 17,126 390 2,371 217 0 4 82 28 9 20 20 8 2 34 1 9 

100% 100% 100% 100% 100% 0% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B4-2: Participation Rates for General Schedule (GS) Grades by Disability (Temporary) 

 

 
Employment Tenure 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

GS/GG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-03 
2 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

4% 4% 0% 5% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-04 
11 3 0 8 2 0 0 0 0 0 0 0 0 0 2 0 0 

21% 11% 0% 36% 50% 0% 0% 0% 0% 0% 0% 0% 0% 0% 50% 0% 0% 

GS/GG-05 
5 1 0 4 0 0 0 0 0 0 0 0 0 0 0 0 0 

10% 4% 0% 18% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-06 
2 0 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

4% 0% 0% 9% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-07 
3 1 0 2 0 0  0 0 0 0 0 0 0 0 0 0 

6% 4% 0% 9% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-08 
1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

2% 0% 0% 5% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-09 
4 2 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

8% 7% 0% 9% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-11 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

2% 4% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-12 
1 0 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0 

2% 0% 0% 5% 25% 0% 0% 0% 0% 0% 0% 0% 0% 0% 25% 0% 0% 

GS/GG-13 
9 8 0 1 1 0 0 0 0 0 0 0 0 0 1 0 0 

17% 29% 0% 5% 25% 0% 0% 0% 0% 0% 0% 0% 0% 0% 25% 0% 0% 

GS/GG-14 
9 7 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

17% 25% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

GS/GG-15 
3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

6% 11% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

SES 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

2% 4% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
52 28 2 22 4 0 0 0 0 0 0 0 0 0 4 0 0 

100% 100% 100% 100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 100% 0% 0% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table A5-1: Participation Rates for Wage Grades by Race/Ethnicity and Sex (Permanent) 

 

 
 

 
WD/WG, WL/WS, and 

Other Wage Grades 

 

 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

 
HISPANI 

C 

 
HISPANI 

C 

 

WHITE 

 

WHITE 

 

BLACK 

 

BLACK 

 

ASIAN 

 

ASIAN 

 
HAWAIIA 

N 

 
HAWAIIA 

N 

 
NAT 

AMER 

 
NAT 

AMER 

 
TWO OR 

MORE 

 
TWO OR 

MORE 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
7 7 0 4 0 3 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 57.14% 0% 42.86% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
9 9 0 6 0 3 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 66.67% 0% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B5-1: Participation Rates for Wage Grades by Disability (Permanent) 

 

WD/WG, WL/WS, and 

Other Wage Grades 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
7 5 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 71.43% 0% 28.57% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
9 7 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 77.78% 0% 22.22% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A5-1: Participation Rates for Wage Grades by Race/Ethnicity and Sex (Temporary) 

 

 
WD/WG, WL/WS, and 

Other Wage Grades 

 
Total Workforce 

Temporary 

RACE/ETHNICITY 
              

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B5-1: Participation Rates for Wage Grades by Disability (Temporary) 

 

WD/WG, WL/WS, and 

Other Wage Grades 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A5-2: Participation Rates for Wage Grades by Race/Ethnicity and Sex (Permanent) 

 
 

WD/WG, WL/WS, and 

Other Wage Grades 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0%  0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

11.11% 11.11% 0% 16.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
7 7 0 4 0 3 0 0 0 0 0 0 0 0 0 0 0 

77.78% 77.78% 0% 66.67% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
1 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

11.11% 11.11% 0% 16.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
9 9 0 6 0 3 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B5-2: Participation Rates for Wage Grades by Disability (Permanent) 

 

WD/WG, WL/WS, and 

Other Wage Grades 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

11.11% 14.29% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0  0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
7 5 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

77.78% 71.43% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

11.11% 14.29% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
9 7 0 2 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A5-2: Participation Rates for Wage Grades by Race/Ethnicity and Sex (Temporary) 

 
 

WD/WG, WL/WS, and 

Other Wage Grades 

 
Total Workforce 

Temporary 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0%  0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 

NOTE: Percentages computed down columns and NOT across rows. 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B5-2: Participation Rates for Wage Grades by Disability (Temporary) 

 

WD/WG, WL/WS, and 

Other Wage Grades 

All Employees Targeted Disability 

 
 

All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

WG-01 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-02 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-03 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-04 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-05 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-06 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-07 
0 0 0 0 0 0  0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-08 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-09 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-10 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-11 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-12 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-13 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-14 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

WG-15 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

All Other Wage Grades 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

TOTAL 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

#DIV/0! 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Table A6: Participation Rates for Major Occupations - Distribution by Race/Ethnicity and Sex (Permanent) 

 

 
Series 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1801 
6,874 5,953 921 1,794 280 3,231 426 518 153 307 45 29 0 52 8 22 9 

100% 86.60% 13.40% 26.10% 4.07% 47.00% 6.20% 7.54% 2.23% 4.47% 0.65% 0.42% 0% 0.76% 0.12% 0.32% 0.13% 

Occupational RCLF 100% 53.51% 46.37% 4.37% 4.33% 41.05% 32.18% 4.26% 6.89% 2.89% 2.11% 0.05% 0.10% 0.63% 0.52% 0.26% 0.25% 

1811 
6,312 5,484 828 1,035 159 3,942 557 255 71 200 34 11 1 30 4 11 2 

100% 86.88% 13.12% 16.40% 2.52% 62.45% 8.82% 4.04% 1.12% 3.17% 0.54% 0.17% 0.02% 0.48% 0.06% 0.17% 0.03% 

Occupational RCLF 100% 76.30% 23.63% 8.24% 3.01% 57.85% 15.30% 7.45% 4.35% 1.58% 0.52% 0.07% 0.03% 0.80% 0.29% 0.30% 0.13% 

0905 
1,160 518 642 51 82 393 393 17 67 51 92 1 3 2 3 3 2 

100% 44.66% 55.34% 4.40% 7.07% 33.88% 33.88% 1.47% 5.78% 4.40% 7.93% 0.09% 0.26% 0.17% 0.26% 0.26% 0.17% 

Occupational RCLF 100% 66.68% 33.27% 2.52% 1.85% 59.68% 26.68% 2.13% 2.60% 1.82% 1.74% 0.02% 0.01% 0.31% 0.23% 0.20% 0.15% 

0132 
739 392 347 69 73 279 219 25 42 16 11 2 0 1 1 0 1 

100% 53.04% 46.96% 9.34% 9.88% 37.75% 29.63% 3.38% 5.68% 2.17% 1.49% 0.27% 0% 0.14% 0.14% 0% 0.14% 

Occupational RCLF 100% 48.02% 51.96% 2.81% 3.36% 38.77% 40.68% 4.16% 4.59% 1.52% 2.30% 0.04% 0.02% 0.43% 0.73% 0.28% 0.27% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 



 

 

Fiscal Year: 2018                

Department: ICE                

Agency: All                

Table B6: Participation Rates for Major Occupations - Distribution by Disability (Permanent) 

 

 
Series 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

Developmental 

Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

1801 
6,874 5,943 119 812 58 0 1 28 5 6 4 6 1 1 2 0 

100% 86.46% 1.73% 11.81% 0.84% 0% 0.01% 0.41% 0.07% 0.09% 0.06% 0.09% 0.01% 0.01% 0.03% 0% 

1811 
6,312 6,004 69 239 14 0 1 6 1 0 2 0 2 0 0 0 

100% 95.12% 1.09% 3.79% 0.22% 0% 0.02% 0.10% 0.02% 0% 0.03% 0% 0.03% 0% 0% 0% 

0905 
1,160 1,030 35 95 13 0 1 7 3 0 1 1 0 0 0 0 

100% 88.79% 3.02% 8.19% 1.12% 0% 0.09% 0.60% 0.26% 0% 0.09% 0.09% 0% 0% 0% 0% 

0132 
739 546 29 164 14 0 0 5 1 0 2 2 1 0 3 0 

100% 73.88% 3.92% 22.19% 1.89% 0% 0% 0.68% 0.14% 0% 0.27% 0.27% 0.14% 0% 0.41% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Table A6: Participation Rates for Major Occupations - Distribution by Race/Ethnicity and Sex (Temporary) 

 

 
Series / Job Title 

 
Total Workforce 

Temporary 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1801 
8 6 2 0 0 6 2 0 0 0 0 0 0 0 0 0 0 

100% 75.00% 25.00% 0% 0% 75.00% 25.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 100% 53.51% 46.37% 4.37% 4.33% 41.05% 32.18% 4.26% 6.89% 2.89% 2.11% 0.05% 0.10% 0.63% 0.52% 0.26% 0.25% 

1811 
10 8 2 0 0 7 2 1 0 0 0 0 0 0 0 0 0 

100% 80.00% 20.00% 0% 0% 70.00% 20.00% 10.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 100% 76.30% 23.63% 8.24% 3.01% 57.85% 15.30% 7.45% 4.35% 1.58% 0.52% 0.07% 0.03% 0.80% 0.29% 0.30% 0.13% 

0905 
1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 100% 66.68% 33.27% 2.52% 1.85% 59.68% 26.68% 2.13% 2.60% 1.82% 1.74% 0.02% 0.01% 0.31% 0.23% 0.20% 0.15% 

0132 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 100% 48.02% 51.96% 2.81% 3.36% 38.77% 40.68% 4.16% 4.59% 1.52% 2.30% 0.04% 0.02% 0.43% 0.73% 0.28% 0.27% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Occupational RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 



 

 

Fiscal Year: 2018                

Department: ICE                

Agency: All                

Table B6: Participation Rates for Major Occupations - Distribution by Disability (Temporary) 

 

WD/WG, WL/WS, and 

Other Wage Grades 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

 
Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 
Dwarfism 

[92] 

1801 
8 7 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 87.50% 12.50% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

1811 
10 9 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 90.00% 10.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

0905 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

0132 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Table A7: Applicants and Hires for Major Occupations - Distribution by Race/Ethnicity and Sex (Permanent) 

 

 
Major Occupation 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1801 

Total Received 1,239  

Voluntarily Identified 
1,052 644 408 134 81 241 109 205 193 46 13 2 1 8 4 8 7 

100% 61.22% 38.78% 12.74% 7.70% 22.91% 10.36% 19.49% 18.35% 4.37% 1.24% 0.19% 0.10% 0.76% 0.38% 0.76% 0.67% 

Qualified of those Identified 
1,015 617 398 131 78 229 107 193 188 46 13 2 1 8 4 8 7 

100% 60.79% 39.21% 12.91% 7.68% 22.56% 10.54% 19.01% 18.52% 4.53% 1.28% 0.20% 0.10% 0.79% 0.39% 0.79% 0.69% 

Selected of those Identified 
174 140 34 30 3 85 20 16 6 8 2 0 0 1 2 0 1 

100% 80.46% 19.54% 17.24% 1.72% 48.85% 11.49% 9.20% 3.45% 4.60% 1.15% 0% 0% 0.57% 1.15% 0% 0.57% 

RCLF 100% 53.51% 46.37% 4.37% 4.33% 41.05% 32.18% 4.26% 6.89% 2.89% 2.11% 0.05% 0.10% 0.63% 0.52% 0.26% 0.25% 

1811 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
131 122 9 7 1 102 5 9 0 1 2 1 0 1 1 1 0 

100% 93.13% 6.87% 5.34% 0.76% 77.86% 3.82% 6.87% 0% 0.76% 1.53% 0.76% 0% 0.76% 0.76% 0.76% 0% 

RCLF 100% 76.30% 23.63% 8.24% 3.01% 57.85% 15.30% 7.45% 4.35% 1.58% 0.52% 0.07% 0.03% 0.80% 0.29% 0.30% 0.13% 

0905 

Total Received 163  

Voluntarily Identified 
111 66 45 15 5 35 28 6 9 9 3 0 0 1 0 0 0 

100% 59.46% 40.54% 13.51% 4.50% 31.53% 25.23% 5.41% 8.11% 8.11% 2.70% 0% 0% 0.90% 0% 0% 0% 

Qualified of those Identified 
107 63 44 14 5 34 28 6 8 9 3 0 0 0 0 0 0 

100% 58.88% 41.12% 13.08% 4.67% 31.78% 26.17% 5.61% 7.48% 8.41% 2.80% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
112 54 58 5 4 35 31 3 8 8 14 0 0 2 0 1 1 

100% 48.21% 51.79% 4.46% 3.57% 31.25% 27.68% 2.68% 7.14% 7.14% 12.50% 0% 0% 1.79% 0% 0.89% 0.89% 

RCLF 100% 66.68% 33.27% 2.52% 1.85% 59.68% 26.68% 2.13% 2.60% 1.82% 1.74% 0.02% 0.01% 0.31% 0.23% 0.20% 0.15% 

0132 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
49 31 18 7 0 23 18 1 0 0 0 0 0 0 0 0 0 

100% 63.27% 36.73% 14.29% 0% 46.94% 36.73% 2.04% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 100% 48.02% 51.96% 2.81% 3.36% 38.77% 40.68% 4.16% 4.59% 1.52% 2.30% 0.04% 0.02% 0.43% 0.73% 0.28% 0.27% 

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 



 

 

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF                  

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF                  

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF                  

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF                  

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF                  

 

Total Received   

Voluntarily Identified 
                 

                 

Qualified of those Identified 
                 

                 

Selected of those Identified 
                 

                 

RCLF                  



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 
Table B7: Applications and Hires - Distribution by Disability (Permanent) 

 

 
Type of Appointment 

 

All Employees 
 

Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significan 

t       

Psychiatri 

Dwarfism 

[92] 

Significan 

t      

Disfigure 

Schedule A 

Applications 
0    0             

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Hires 
10 0 0 10 2 0 0 0 0 0 0 1 0 0 1 0 0 

100% 0% 0% 100% 20.00% 0% 0% 0% 0% 0% 0% 10.00% 0% 0% 10.00% 0% 0% 

Voluntarily Identified (Outside of Schedule A Applicants) 

Applications 
0    0             

 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Hires 
881 628 70 183 17 0 2 2 0 1 1 1 1 0 9 0 0 

100% 71.28% 7.95% 20.77% 1.93% 0% 0.23% 0.23% 0% 0.11% 0.11% 0.11% 0.11% 0% 1.02% 0% 0% 

Job Series 
1801 
Total Applications Received 1,240 840 346 54 17 1 2 2 3 0 0 1 1 0 8 0 2 

Qualified 
1,196 808 335 53 17 1 2 2 3 0 0 1 1 0 8 0 2 

100% 67.56% 28.01% 4.43% 1.42% 0.08% 0.17% 0.17% 0.25% 0% 0% 0.08% 0.08% 0% 0.67% 0% 0.17% 

Selected 
174 123 10 41 4 0 1 0 0 1 0 1 0 0 1 0 0 

100% 70.69% 5.75% 23.56% 2.30% 0% 0.57% 0% 0% 0.57% 0% 0.57% 0% 0% 0.57% 0% 0% 

Selected 
174 145 18 11 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 83.33% 10.34% 6.32% 

Relevant Applicant Pool                  

1811 

Total Applications Received                  

Qualified 
                 

                 

Selected 
131 117 11 3 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 89.31% 8.40% 2.29% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
131 118 12 1 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 90.08% 9.16% 0.76% 

Relevant Applicant Pool                  

0905 

Total Applications Received 163 0 155 8 3 0 0 0 0 0 0 0 1 0 2 0 0 

Qualified 
157 0 149 8 3 0 0 0 0 0 0 0 1 0 2 0 0 

100% 0% 94.90% 5.10% 1.91% 0% 0% 0% 0% 0% 0% 0% 0.64% 0% 1.27% 0% 0% 

Selected 
112 94 10 8 1 0 0 1 0 0 0 0 0 0 0 0 0 

100% 83.93% 8.93% 7.14% 0.89% 0% 0% 0.89% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
112 95 11 6 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 84.82% 9.82% 5.36% 

Relevant Applicant Pool                  

0132 
Total Applications Received                  

Qualified 
                 

                 

Selected 
49 28 7 14 2 0 0 0 0 0 0 1 0 0 1 0 0 

100% 57.14% 14.29% 28.57% 4.08% 0% 0% 0% 0% 0% 0% 2.04% 0% 0% 2.04% 0% 0% 

Selected 
49 32 10 7 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 65.31% 20.41% 14.29% 

Relevant Applicant Pool                  

 

                  

                  

                 

                  

                 

      



 

 

      

                  

 

                  

                  

                 

                  

                 

      

    

                  

 

                  

                  

                 

                  

                 

      

    

                  

 

                  

                  

                 

                  

                 

      

    

                  

 

                  

                  

                 

                  

                 

      

    

                  

 

                  

                  

                 

                  

                 

      

    

                  

 

                  

                  

                 

                  

                 

      

    

                  



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 
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Table A7: Applicants and Hires for Major Occupations - Distribution by Race/Ethnicity and Sex (Temporary) 

 

 
Major Occupation 

 
Total Workforce 

Temporary 

RACE/ETHNICITY 

Hispanic 

or   

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1801 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
6 5 1 0 0 5 1 0 0 0 0 0 0 0 0 0 0 

100% 83.33% 16.67% 0% 0% 83.33% 16.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 100% 53.51% 46.37% 4.37% 4.33% 41.05% 32.18% 4.26% 6.89% 2.89% 2.11% 0.05% 0.10% 0.63% 0.52% 0.26% 0.25% 

1811 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
3 3 0 0 0 3 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 100% 76.30% 23.63% 8.24% 3.01% 57.85% 15.30% 7.45% 4.35% 1.58% 0.52% 0.07% 0.03% 0.80% 0.29% 0.30% 0.13% 

0905 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 100% 66.68% 33.27% 2.52% 1.85% 59.68% 26.68% 2.13% 2.60% 1.82% 1.74% 0.02% 0.01% 0.31% 0.23% 0.20% 0.15% 

0132 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 100% 48.02% 51.96% 2.81% 3.36% 38.77% 40.68% 4.16% 4.59% 1.52% 2.30% 0.04% 0.02% 0.43% 0.73% 0.28% 0.27% 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 



 

 

 

 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

 

Total Received   

Voluntarily Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified of those Identified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected of those Identified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

RCLF 0% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 
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Fiscal Year: 2018 

Department: ICE 

Agency: All 

 
Table B7: Applications and Hires - Distribution by Disability (Temporary) 

 

 
Type of Appointment 

 

All Employees 
 

Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significan 

t       

Psychiatri 

Dwarfism 

[92] 

Significan 

t      

Disfigure 

Schedule A 

Applications 
0    0             

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Hires 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Voluntarily Identified (Outside of Schedule A Applicants) 

Applications 
0    0             

 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Hires 
45 20 0 25 3 0 0 0 0 0 0 0 0 0 3 0 0 

100% 44.44% 0% 55.56% 6.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 6.67% 0% 0% 

Job Series 
1801 
Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
7 7 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
7 7 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 100% 0% 0% 

Relevant Applicant Pool                  

1811 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
3 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
3 3 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 100% 0% 0% 

Relevant Applicant Pool                  

0905 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  

0132 
Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
1 0 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
1 0 0 1 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 100% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 



 

 

 100% 0% 0% 0% identified. Targeted disability identification is not affected. 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
0                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self- 

identified. Targeted disability identification is not affected. 100% 0% 0% 0% 

Relevant Applicant Pool                  



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A8: New Hires By Type of Appointment - Distribution by Race/Ethnicity and Sex 

 

 
Type of Appointment 

 
Total Workforce 

All 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Permanent 
891 553 338 78 35 368 183 62 81 37 29 1 3 4 5 3 2 

100% 62.07% 37.93% 8.75% 3.93% 41.30% 20.54% 6.96% 9.09% 4.15% 3.25% 0.11% 0.34% 0.45% 0.56% 0.34% 0.22% 

Temporary 
45 31 14 5 4 20 8 6 1 0 1 0 0 0 0 0 0 

100% 68.89% 31.11% 11.11% 8.89% 44.44% 17.78% 13.33% 2.22% 0% 2.22% 0% 0% 0% 0% 0% 0% 

Non-Appropriated 
                 

                 

RCLF 100% 59.55% 40.45% 5.17% 3.79% 46.09% 28.44% 5.04% 5.75% 2.33% 1.76% 0.05% 0.06% 0.60% 0.44% 0.26% 0.21% 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B8: New Hires By Type of Appointment - Distribution by Disability 

 

 

 
Type of Appointment 

All Employees Targeted Disability 

 

 
All 

 
No 

Disability 

[05] 

 
Not 

Identified 

[01] 

 
Disability 

[02/03/06- 

94] 

 
 

Targeted 

Disability 

 
Developmen 

tal Disability 

[02] 

 
Traumatic 

Brain Injury 

[03] 

 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 
Missing 

Extremities 

[31] 

 

Significant 

Mobility 

Impairment 

[40] 

 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 
Intellectual 

Disability 

[90] 

 

Significant 

Psychiatric 

Disorder 

[91] 

 
 

Dwarfism 

[92] 

 
Significant 

Disfigureme 

nt [93] 

Permanent 
891 628 70 193 19 0 2 2 0 1 1 2 1 0 10 0 0 

100% 70.48% 7.86% 21.66% 2.13% 0% 0.22% 0.22% 0% 0.11% 0.11% 0.22% 0.11% 0% 1.12% 0% 0% 

Temporary 
45 20 0 25 3 0 0 0 0 0 0 0 0 0 3 0 0 

100% 44.44% 0% 55.56% 6.67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 6.67% 0% 0% 

Non-Appropriated 
                 

                 

Total Current Year 
1,319 1,028 72 219 22 0 2 2 0 1 1 2 1 0 13 0 0 

100% 77.94% 5.46% 16.60% 1.67% 0% 0.15% 0.15% 0% 0.08% 0.08% 0.15% 0.08% 0% 0.99% 0% 0% 

Total Prior Year 
22,676 14,934 5,019 2,723 299 5 20 84 22 5 25 17 20 4 91 1 5 

100% 65.86% 22.13% 12.01% 1.32% 0.02% 0.09% 0.37% 0.10% 0.02% 0.11% 0.07% 0.09% 0.02% 0.40% 0.00% 0.02% 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table B8 by Grade: Hires (GS 13/14, GS 15, and SES) - Distribution by Disability NOT OFFICIAL EEOC TABLE 
 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

Job Series/Grade(s) of Vacancy: GS-13 

Hires 
97 70 11 16 1 0 0 0 0 0 0 0 0 0 1 0 0 

100% 72.16% 11.34% 16.49% 1.03% 0% 0% 0% 0% 0% 0% 0% 0% 0% 1.03% 0% 0% 

Job Series/Grade(s) of Vacancy: GS-14 

Hires 
98 72 11 15 1 0 0 1 0 0 0 0 0 0 0 0 0 

100% 73.47% 11.22% 15.31% 1.02% 0% 0% 1.02% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Job Series/Grade(s) of Vacancy: GS-15 

Hires 
13 10 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 76.92% 0% 23.08% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Job Series/Grade(s) of Vacancy: SES 

Hires 
3 2 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 66.67% 33.33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A9: Selections for Internal Competitive Promotions for Major Occupations - Distribution by Race/Ethnicity and Sex 

 

 
Major Occupation 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

1801 

Total Applications Received 1,212 1,002 210 290 68 422 72 178 59 80 10 7 0 14 0 11 1 

Qualified 
573 484 89 141 29 225 30 64 26 43 4 3 0 4 0 4 0 

100% 84.47% 15.53% 24.61% 5.06% 39.27% 5.24% 11.17% 4.54% 7.50% 0.70% 0.52% 0% 0.70% 0% 0.70% 0% 

Selected 
1,130 1,003 127 294 35 512 60 125 25 53 4 5 0 8 1 6 2 

100% 88.76% 11.24% 26.02% 3.10% 45.31% 5.31% 11.06% 2.21% 4.69% 0.35% 0.44% 0% 0.71% 0.09% 0.53% 0.18% 

Relevant Applicant Pool                  

1811 

Total Applications Received 441 375 66 122 17 188 29 39 16 16 4 3 0 5 0 2 0 

Qualified 
306 268 38 90 8 136 19 26 9 9 2 2 0 3 0 2 0 

100% 87.58% 12.42% 29.41% 2.61% 44.44% 6.21% 8.50% 2.94% 2.94% 0.65% 0.65% 0% 0.98% 0% 0.65% 0% 

Selected 
919 841 78 162 16 589 52 51 5 31 3 1 0 5 1 2 1 

100% 91.51% 8.49% 17.63% 1.74% 64.09% 5.66% 5.55% 0.54% 3.37% 0.33% 0.11% 0% 0.54% 0.11% 0.22% 0.11% 

Relevant Applicant Pool                  

0905 

Total Applications Received                  

Qualified 
                 

                 

Selected 
234 108 126 17 17 74 71 2 17 14 18 0 0 0 2 1 1 

100% 46.15% 53.85% 7.26% 7.26% 31.62% 30.34% 0.85% 7.26% 5.98% 7.69% 0% 0% 0% 0.85% 0.43% 0.43% 

Relevant Applicant Pool                  

0132 

Total Applications Received 217 170 47 41 3 89 30 25 9 12 2 0 0 1 2 2 1 

Qualified 
140 114 26 32 2 57 21 13 3 10 0 0 0 1 0 1 0 

100% 81.43% 18.57% 22.86% 1.43% 40.71% 15.00% 9.29% 2.14% 7.14% 0% 0% 0% 0.71% 0% 0.71% 0% 

Selected 
158 88 70 14 11 68 54 3 5 2 0 0 0 1 0 0 0 

100% 55.70% 44.30% 8.86% 6.96% 43.04% 34.18% 1.90% 3.16% 1.27% 0% 0% 0% 0.63% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

                 

Selected 
                 

                 

Relevant Applicant Pool                  

 

Total Applications Received                  

Qualified 
                 

                 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received 0 0 0               

Qualified 
0 0 0               

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received 18 9 9 2 0 4 4 2 4 0 1 0 0 0 0 1 0 

Qualified 
6 2 4 0 0 2 1 0 3 0 0 0 0 0 0 0 0 

100% 33.33% 66.67% 0% 0% 33.33% 16.67% 0% 50.00% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

Qualified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

Qualified 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool                  

 

Total Applications Received 0 0 0               

Qualified 
0 0 0               

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool                  



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B9: Selections for Internal Competitive Promotions for Major Occupations - Distribution by Disability 

 

 
Major Occpupation 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

1801 

Total Applications Received 1,550 420 1,079 51 20 0 5 1 0 0 2 0 1 0 9 0 

Qualified 
759 180 562 17 3 0 0 1 0 0 0 0 0 0 1 0 

100% 23.72% 74.04% 2.24% 0.40% 0% 0% 0.13% 0% 0% 0% 0% 0% 0% 0.13% 0% 

Selected 
1,130 845 29 256 17 0 0 9 1 2 2 0 0 1 1 0 

100% 74.78% 2.57% 22.65% 1.50% 0% 0% 0.80% 0.09% 0.18% 0.18% 0% 0% 0.09% 0.09% 0% 

Selected 
1,130 960 71 99 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self 

Targeted disability identification is not affected. 100% 84.96% 6.28% 8.76% 

Relevant Applicant Pool                 

1811 

Total Applications Received 663 169 488 6 4 0 0 0 1 0 0 0 0 0 2 0 

Qualified 
487 95 391 1 1 0 0 0 0 0 0 0 0 0 0 0 

100% 19.51% 80.29% 0.21% 0.21% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
919 840 11 68 2 0 0 2 0 0 0 0 0 0 0 0 

100% 91.40% 1.20% 7.40% 0.22% 0% 0% 0.22% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
919 885 21 13 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self 

Targeted disability identification is not affected. 100% 96.30% 2.29% 1.41% 

Relevant Applicant Pool                 

0905 

Total Applications Received                 

Qualified 
                

                

Selected 
234 207 7 20 2 0 0 1 1 0 0 0 0 0 0 0 

100% 88.46% 2.99% 8.55% 0.85% 0% 0% 0.43% 0.43% 0% 0% 0% 0% 0% 0% 0% 

Selected 
234 207 8 19 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self 

Targeted disability identification is not affected. 100% 88.46% 3.42% 8.12% 

Relevant Applicant Pool                 

0132 

Total Applications Received 284 63 212 9 9 1 1 1 1 1 2 0 0 0 3 0 

Qualified 
188 36 148 4 4 0 1 1 1 0 0 0 0 0 1 0 

100% 19.15% 78.72% 2.13% 2.13% 0% 0.53% 0.53% 0.53% 0% 0% 0% 0% 0% 0.53% 0% 

Selected 
158 101 12 45 2 0 0 1 0 0 0 0 1 0 0 0 

100% 63.92% 7.59% 28.48% 1.27% 0% 0% 0.63% 0% 0% 0% 0% 0.63% 0% 0% 0% 

Selected 
158 119 18 21 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self 

Targeted disability identification is not affected. 100% 75.32% 11.39% 13.29% 

Relevant Applicant Pool                 

 

                 

                 

                

                 

                



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A10: Non-Competitive Promotions - Time in Grade - Distribution by Race/Ethnicity and Sex 
  

Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Total Employees Eligible for 

Career Ladder Promotions 

2,638 1,946 692 394 117 1,214 343 199 150 106 61 7 3 17 11 9 7 

100% 73.77% 26.23% 14.94% 4.44% 46.02% 13.00% 7.54% 5.69% 4.02% 2.31% 0.27% 0.11% 0.64% 0.42% 0.34% 0.27% 

 

Time in grade in excess of minimum 

1 - 12 months 
97 60 37 11 6 38 17 5 11 4 3 0 0 1 0 1 0 

100% 61.86% 38.14% 11.34% 6.19% 39.18% 17.53% 5.15% 11.34% 4.12% 3.09% 0% 0% 1.03% 0% 1.03% 0% 

13 - 24 months 
55 36 19 15 2 18 9 3 4 0 2 0 0 0 1 0 1 

100% 65.45% 34.55% 27.27% 3.64% 32.73% 16.36% 5.45% 7.27% 0% 3.64% 0% 0% 0% 1.82% 0% 1.82% 

25+ months 
112 57 55 12 7 33 27 9 17 3 3 0 1 0 0 0 0 

100% 50.89% 49.11% 10.71% 6.25% 29.46% 24.11% 8.04% 15.18% 2.68% 2.68% 0% 0.89% 0% 0% 0% 0% 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B10: Non-Competitive Promotions - Time in Grade - Distribution by Disability 

 

 
Major Occpupation 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

Total Employees Eligible for 

Career Ladder Promotions 

2,638 1,951 120 567 42 0 4 15 2 4 3 5 1 1 6 0 1 

100% 73.96% 4.55% 21.49% 1.59% 0% 0.15% 0.57% 0.08% 0.15% 0.11% 0.19% 0.04% 0.04% 0.23% 0% 0.04% 

 

Time in grade in excess of minimum 

1 - 12 months 
97 75 4 18 1 0 1 0 0 0 0 0 0 0 0 0 0 

100% 77.32% 4.12% 18.56% 1.03% 0% 1.03% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

13 - 24 months 
55 45 0 10 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 81.82% 0% 18.18% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

25+ months 
112 94 5 13 2 0 0 1 0 0 0 1 0 0 0 0 0 

100% 83.93% 4.46% 11.61% 1.79% 0% 0% 0.89% 0% 0% 0% 0.89% 0% 0% 0% 0% 0% 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A11: Internal Selections for Senior Level Positions (GS 13/14, GS 15, and SES) - Distribution by Race/Ethnicity and Sex 
  

Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Job Series/Grade(s) of Vacancy: GS-13 

Total Applications Received 
2,123 1,452 671 406 176 581 198 334 256 82 15 4 1 32 4 13 21 

100% 68.39% 31.61% 19.12% 8.29% 27.37% 9.33% 15.73% 12.06% 3.86% 0.71% 0.19% 0.05% 1.51% 0.19% 0.61% 0.99% 

Qualified 
909 646 263 166 64 279 85 136 103 45 2 2 0 12 0 6 9 

100% 71.07% 28.93% 18.26% 7.04% 30.69% 9.35% 14.96% 11.33% 4.95% 0.22% 0.22% 0% 1.32% 0% 0.66% 0.99% 

Selected 
509 339 170 72 25 206 88 35 42 19 13 1 0 3 2 3 0 

100% 66.60% 33.40% 14.15% 4.91% 40.47% 17.29% 6.88% 8.25% 3.73% 2.55% 0.20% 0% 0.59% 0.39% 0.59% 0% 

Relevant Applicant Pool 100.00% 82.29% 17.71% 26.14% 4.80% 43.07% 7.48% 7.27% 4.08% 4.26% 1.01% 0.39% 0.10% 0.76% 0.08% 0.41% 0.16% 

Job Series/Grade(s) of Vacancy: GS-14 

Total Applications Received 
1,978 1,281 697 263 89 587 197 301 333 90 46 7 2 11 11 22 19 

100% 64.76% 35.24% 13.30% 4.50% 29.68% 9.96% 15.22% 16.84% 4.55% 2.33% 0.35% 0.10% 0.56% 0.56% 1.11% 0.96% 

Qualified 
1,221 773 448 157 53 368 122 168 228 58 28 3 1 5 6 14 10 

100% 63.31% 36.69% 12.86% 4.34% 30.14% 9.99% 13.76% 18.67% 4.75% 2.29% 0.25% 0.08% 0.41% 0.49% 1.15% 0.82% 

Selected 
568 393 175 72 32 268 106 28 26 19 8 1 0 2 2 3 1 

100% 69.19% 30.81% 12.68% 5.63% 47.18% 18.66% 4.93% 4.58% 3.35% 1.41% 0.18% 0% 0.35% 0.35% 0.53% 0.18% 

Relevant Applicant Pool 100.00% 75.31% 24.69% 14.27% 4.43% 52.03% 14.05% 4.72% 4.78% 3.41% 1.17% 0.22% 0.06% 0.44% 0.09% 0.21% 0.12% 

Job Series/Grade(s) of Vacancy: GS-15 

Total Applications Received 
643 443 200 78 29 211 71 104 82 33 12 1 0 11 0 5 6 

100% 68.90% 31.10% 12.13% 4.51% 32.81% 11.04% 16.17% 12.75% 5.13% 1.87% 0.16% 0% 1.71% 0% 0.78% 0.93% 

Qualified 
424 296 128 57 18 149 43 59 56 19 7 1 0 8 0 3 4 

100% 69.81% 30.19% 13.44% 4.25% 35.14% 10.14% 13.92% 13.21% 4.48% 1.65% 0.24% 0% 1.89% 0% 0.71% 0.94% 

Selected 
176 121 55 14 9 84 27 13 15 7 3 1 0 1 1 1 0 

100% 68.75% 31.25% 7.95% 5.11% 47.73% 15.34% 7.39% 8.52% 3.98% 1.70% 0.57% 0% 0.57% 0.57% 0.57% 0% 

Relevant Applicant Pool 100.00% 64.62% 35.38% 10.59% 4.67% 44.11% 19.29% 6.19% 7.78% 3.05% 3.20% 0.15% 0.09% 0.36% 0.27% 0.18% 0.09% 

Job Series/Grade(s) of Vacancy: SES 

Total Applications Received 
0 0 0               

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
0 0 0               

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
10 7 3 1 1 5 1 1 1 0 0 0 0 0 0 0 0 

100% 70.00% 30.00% 10.00% 10.00% 50.00% 10.00% 10.00% 10.00% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100.00% 65.35% 34.65% 9.57% 3.85% 46.83% 22.16% 4.79% 6.97% 3.33% 1.35% 0.42% 0.10% 0.31% 0.21% 0.10% 0.00% 

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced. 

 
Note: SES includes Conversions to SES. Conversions typically result after competitive selection into and successful completion of a Candidate Development Program. 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B11: Internal Selections for Senior Level Positions (GS 13/14, GS 15, and SES) - Distribution by Disability 
 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

Job Series/Grade(s) of Vacancy: GS-13 

Total Applications Received 
2,655 685 1,785 185 101 0 22 15 7 1 15 9 2 0 48 0 3 

100% 25.80% 67.23% 6.97% 3.80% 0% 0.83% 0.56% 0.26% 0.04% 0.56% 0.34% 0.08% 0% 1.81% 0% 0.11% 

Qualified 
1,160 305 791 64 32 0 6 8 0 0 4 3 2 0 13 0 3 

100% 26.29% 68.19% 5.52% 2.76% 0% 0.52% 0.69% 0% 0% 0.34% 0.26% 0.17% 0% 1.12% 0% 0.26% 

Selected 
509 406 10 93 12 0 0 5 5 0 0 0 0 0 2 0 0 

100% 79.76% 1.96% 18.27% 2.36% 0% 0% 0.98% 0.98% 0% 0% 0% 0% 0% 0.39% 0% 0% 

Selected 
509 441 17 51 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self-identified. 

Targeted disability identification is not affected. 100% 86.64% 3.34% 10.02% 

Relevant Applicant Pool 100% 88% 1% 11% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Job Series/Grade(s) of Vacancy: GS-14 

Total Applications Received 
2,661 518 2,007 136 69 2 7 10 5 1 13 7 1 1 29 0 4 

100% 19.47% 75.42% 5.11% 2.59% 0.08% 0.26% 0.38% 0.19% 0.04% 0.49% 0.26% 0.04% 0.04% 1.09% 0% 0.15% 

Qualified 
1,688 274 1,349 65 31 1 5 6 2 0 5 1 1 0 13 0 2 

100% 16.23% 79.92% 3.85% 1.84% 0.06% 0.30% 0.36% 0.12% 0% 0.30% 0.06% 0.06% 0% 0.77% 0% 0.12% 

Selected 
568 502 10 56 4 0 0 3 0 0 0 0 1 0 0 0 0 

100% 88.38% 1.76% 9.86% 0.70% 0% 0% 0.53% 0% 0% 0% 0% 0.18% 0% 0% 0% 0% 

Selected 
568 524 14 30 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self-identified. 

Targeted disability identification is not affected. 100% 92.25% 2.46% 5.28% 

Relevant Applicant Pool 100% 90% 1% 8% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Job Series/Grade(s) of Vacancy: GS-15 

Total Applications Received 
875 179 667 29 20 0 1 1 4 0 1 0 2 0 12 0 1 

100% 20.46% 76.23% 3.31% 2.29% 0% 0.11% 0.11% 0.46% 0% 0.11% 0% 0.23% 0% 1.37% 0% 0.11% 

Qualified 
613 108 491 14 9 0 0 1 3 0 0 0 0 0 5 0 1 

100% 17.62% 80.10% 2.28% 1.47% 0% 0% 0.16% 0.49% 0% 0% 0% 0% 0% 0.82% 0% 0.16% 

Selected 
176 157 3 16 1 0 0 1 0 0 0 0 0 0 0 0 0 

100% 89.20% 1.70% 9.09% 0.57% 0% 0% 0.57% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
176 163 3 10 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self-identified. 

Targeted disability identification is not affected. 100% 92.61% 1.70% 5.68% 

Relevant Applicant Pool 100% 88% 2% 10% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Job Series/Grade(s) of Vacancy: SES 

Total Applications Received 
                 

                 

Qualified 
                 

                 

Selected 
10 9 0 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 90.00% 0% 10.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
10 9 0 1 <--Excludes 30% or more disabled Veterans and Schedule A employees who did not self-identify. These numbers can be used if the above applicant flow data only includes self-identified. 

Targeted disability identification is not affected. 100% 90.00% 0% 10.00% 

Relevant Applicant Pool 100% 89% 2% 9% 1% 0% 0% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 
Table A12: Participation in Career Development - Distribution by Race/Ethnicity and Sex 

  

Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

 

White 
Black or African 

American 

 

Asian 
Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 

 

Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Career Development Programs for GS 5 - 12 

Slots   

Relevant Applicant Pool                  

Applied 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Participants 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Career Development Programs for GS 13 - 14 

Slots   

Relevant Applicant Pool                  

Applied 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Participants 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Career Development Programs for GS 15 and SES 

Slots   

Relevant Applicant Pool                  

Applied 
                 

                 

Participants 
                 

                 

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced. 



 

 

Fiscal Year: 2018                 

Department: ICE                 

Agency: All                 

Table B12: Participation in Career Development - Distribution by Disability 

 

 

 
Major Occpupation 

All Employees Targeted Disability 

 

 

All 

 
No 

Disability 

[05] 

 
Not 

Identified 

[01] 

 
Disability 

[02/03/06- 

94] 

 
 

Targeted 

Disability 

 
Developmen 

tal Disability 

[02] 

 
Traumatic 

Brain Injury 

[03] 

 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 
Missing 

Extremities 

[31] 

 

Significant 

Mobility 

Impairment 

[40] 

 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 
Intellectual 

Disability 

[90] 

 

Significant 

Psychiatric 

Disorder 

[91] 

 
 

Dwarfism 

[92] 

 
Significant 

Disfigureme 

nt [93] 

Career Development Programs for GS 5 - 12 

Slots   

Relevant Applicant Pool                  

Applied 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Participants 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Career Development Programs for GS 13 - 14 

Slots   

Relevant Applicant Pool                  

Applied 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Participants 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Career Development Programs for GS 15 and SES 

Slots   

Relevant Applicant Pool                  

Applied 
                 

                 

Participants 
                 

                 

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A13: Employee Recognition and Awards - Distribution by Race/Ethnicity and Sex 

 

 
Type of Award 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Time-Off Awards - 1-9 hours 

Total Time-Off Awards Given 
1,452 926 526 184 97 433 179 178 177 81 42 8 6 29 11 13 14 

100% 63.77% 36.23% 12.67% 6.68% 29.82% 12.33% 12.26% 12.19% 5.58% 2.89% 0.55% 0.41% 2.00% 0.76% 0.90% 0.96% 

Total Hours 11,514 7,369 4,145 1,466 748 3,439 1,421 1,424 1,404 640 324 64 48 232 88 104 112 

Average Hours 8 8 8 8 8 8 8 8 8 8 8 8 8 8 8 8 8 

Time-Off Awards - 9+ hours 

Total Time-Off Awards Given 
18,957 14,222 4,735 3,331 972 9,065 2,554 1,014 959 647 207 47 12 80 19 38 12 

100% 75.02% 24.98% 17.57% 5.13% 47.82% 13.47% 5.35% 5.06% 3.41% 1.09% 0.25% 0.06% 0.42% 0.10% 0.20% 0.06% 

Total Hours 311,162 231,850 79,312 53,496 15,923 149,112 43,252 15,908 16,012 10,694 3,397 852 216 1,252 312 536 200 

Average Hours 16 16 17 16 16 16 17 16 17 17 16 18 18 16 16 14 17 

Cash Awards - $100 - $500 

Total Cash Awards Given 
377 231 146 44 26 124 74 32 32 28 13 0 0 0 1 3 0 

100% 61.27% 38.73% 11.67% 6.90% 32.89% 19.63% 8.49% 8.49% 7.43% 3.45% 0% 0% 0% 0.27% 0.80% 0% 

Total Amount $161,259 $99,633 $61,626 $18,581 $10,434 $53,716 $31,979 $14,022 $13,432 $11,998 $5,281 $0 $0 $0 $500 $1,316 $0 

Average Amount $428 $431 $422 $422 $401 $433 $432 $438 $420 $429 $406 $0 $0 $0 $500 $439 $0 

Cash Awards - $500+ 

Total Cash Awards Given 
18,726 13,673 5,053 3,452 1,023 8,349 2,617 1,039 1,070 647 270 46 18 95 31 45 24 

100% 73.02% 26.98% 18.43% 5.46% 44.59% 13.98% 5.55% 5.71% 3.46% 1.44% 0.25% 0.10% 0.51% 0.17% 0.24% 0.13% 

Total Amount $29,759,239 $22,144,177 $7,615,062 $5,855,507 $1,568,666 $13,507,704 $3,981,799 $1,530,474 $1,579,706 $987,175 $392,415 $70,421 $18,794 $136,344 $43,230 $56,552 $30,452 

Average Amount $1,589 $1,620 $1,507 $1,696 $1,533 $1,618 $1,522 $1,473 $1,476 $1,526 $1,453 $1,531 $1,044 $1,435 $1,395 $1,257 $1,269 

Quality Step Increases (QSI) 

Total QSI's Awarded 
70 36 34 7 4 22 20 4 9 3 1 0 0 0 0 0 0 

100% 51.43% 48.57% 10.00% 5.71% 31.43% 28.57% 5.71% 12.86% 4.29% 1.43% 0% 0% 0% 0% 0% 0% 

Total Benefit $179,913 $92,519 $87,394 $17,083 $9,483 $57,551 $52,462 $9,740 $22,928 $8,145 $2,521 $0 $0 $0 $0 $0 $0 

Average Benefit $2,570 $2,570 $2,570 $2,440 $2,371 $2,616 $2,623 $2,435 $2,548 $2,715 $2,521 $0 $0 $0 $0 $0 $0 

 
Note: Dollar amounts of QSIs are not available in the DHS AXIS data system. 

QSI amount is estimated using the within-grade increase amounts in the Conversion Mechanism for a one-step increase. 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B13: Employee Recognition and Awards - Distribution by Disability 

 

 
Major Occpupation 

All Employees Targeted Disability 

 

All 
No Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

   

No Disability 

[05] 

 

Unidentified 

[01] 

  
Targeted – 

Developmen 

tal [02] 

 

Targeted – 

Brain [03] 

 

Targeted – 

Hearing [19] 

 

Targeted – 

Blind [20] 

Targeted – 

Extremities 

[31] 

Targeted – 

Mobility 

[40] 

Targeted – 

Paralysis 

[60] 

Targeted – 

Epilepsy 

[82] 

Targeted – 

Intellectual 

[90] 

Targeted – 

Psychiatric 

[91] 

Targeted – 

Dwarfism 

[92] 

Targeted – 

Disfigureme 

nt [93] 

Time-Off Awards - 1-9 hours 

Total Time-Off Awards Given 
1,452 895 68 489 55 0 2 25 7 1 5 6 2 0 4 2 1 

100% 61.64% 4.68% 33.68% 3.79% 0% 0.14% 1.72% 0.48% 0.07% 0.34% 0.41% 0.14% 0% 0.28% 0.14% 0.07% 

Total Hours 11,514 7,075 544 3,895 435 0 16 200 55 8 40 48 16 0 28 16 8 

Average Hours 8 8 8 8 8 0 8 8 8 8 8 8 8 0 7 8 8 

Time-Off Awards - 9+ hours 

Total Time-Off Awards Given 
18,957 17,052 242 1,663 133 0 0 53 21 7 10 12 5 0 17 0 8 

100% 89.95% 1.28% 8.77% 0.70% 0% 0% 0.28% 0.11% 0.04% 0.05% 0.06% 0.03% 0% 0.09% 0% 0.04% 

Total Hours 311,162 279,157 4,292 27,713 2,384 0 0 936 400 128 184 208 96 0 296 0 136 

Average Hours 16 16 18 17 18 0 0 18 19 18 18 17 19 0 17 0 17 

Cash Awards - $100 - $500 

Total Cash Awards Given 
377 252 12 113 8 0 1 2 0 0 1 0 0 0 4 0 0 

100% 66.84% 3.18% 29.97% 2.12% 0%  0.53% 0% 0% 0.27% 0% 0% 0% 1.06% 0% 0% 

Total Amount $161,259 $107,782 $5,185 $48,292 $3,139 $0 $435 $859 $0 $0 $300 $0 $0 $0 $1,545 $0 $0 

Average Amount $428 $428 $432 $427 $392 $0 $435 $430 $0 $0 $300 $0 $0 $0 $386 $0 $0 

Cash Awards - $500+ 

Total Cash Awards Given 
18,726 16,593 288 1,845 175 0 1 76 26 7 16 16 7 0 16 2 8 

100% 88.61% 1.54% 9.85% 0.93% 0% 0.01% 0.41% 0.14% 0.04% 0.09% 0.09% 0.04% 0% 0.09% 0.01% 0.04% 

Total Amount $29,759,239 $26,835,359 $410,612 $2,513,268 $233,894 $0 $985 $98,847 $37,982 $10,043 $20,457 $24,010 $8,392 $0 $17,868 $1,631 $13,679 

Average Amount $1,589 $1,617 $1,426 $1,362 $1,337 $0 $985 $1,301 $1,461 $1,435 $1,279 $1,501 $1,199 $0 $1,117 $816 $1,710 

Quality Step Increases (QSI) 

Total QSI's Awarded 
70 60 1 9 2 0 0 0 1 0 0 1 0 0 0 0 0 

100% 85.71% 1.43% 12.86% 2.86% 0% 0% 0% 1.43% 0% 0% 1.43% 0% 0% 0% 0% 0% 

Total Benefit $179,913 $154,894 $2,521 $22,498 $2,427 $0 $0 $0 $1,462 $0 $0 $965 $0 $0 $0 $0 $0 

Average Benefit $2,570 $2,582 $2,521 $2,500 $1,214 $0 $0 $0 $1,462 $0 $0 $965 $0 $0 $0 $0 $0 

 
Note: Dollar amounts of QSIs are not available in the DHS AXIS data system. 

QSI amount is estimated using the within-grade increase amounts in the Conversion Mechanism for a one-step increase. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table A14: Separations by Type of Separation - Distribution by Race/Ethnicity and Sex 

 

 
Type of Separation 

 
Total Workforce 

Permanent 

RACE/ETHNICITY 

Hispanic 

or  

Latino 

Non-Hispanic or Latino 

White 
Black or African 

American 
Asian 

Native Hawaiian or 

Other Pacific Islander 

American Indian or 

Alaska Native 
Two or More Races 

All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female 

Voluntary 
1,000 646 354 114 65 415 179 72 81 35 20 0 2 6 3 4 4 

100% 64.60% 35.40% 11.40% 6.50% 41.50% 17.90% 7.20% 8.10% 3.50% 2.00% 0% 0.20% 0.60% 0.30% 0.40% 0.40% 

 

Involuntary 
43 34 9 7 3 18 3 7 1 2 1 0 0 0 0 0 1 

100% 79.07% 20.93% 16.28% 6.98% 41.86% 6.98% 16.28% 2.33% 4.65% 2.33% 0% 0% 0% 0% 0% 2.33% 

 

Total Separations 
1,043 680 363 121 68 433 182 79 82 37 21 0 2 6 3 4 5 

100% 65.20% 34.80% 11.60% 6.52% 41.51% 17.45% 7.57% 7.86% 3.55% 2.01% 0% 0.19% 0.58% 0.29% 0.38% 0.48% 

 

Total Workforce 
19,896 14,363 5,533 3,237 1,040 8,984 2,856 1,208 1,216 721 333 52 24 106 37 55 27 

100% 72.19% 27.81% 16.27% 5.23% 45.15% 14.35% 6.07% 6.11% 3.62% 1.67% 0.26% 0.12% 0.53% 0.19% 0.28% 0.14% 

 

Voluntary Turnover % FY17 

 
Voluntary Turnover % FY16 

5.05% 4.52% 6.41% 3.54% 6.20% 4.65% 6.28% 5.96% 6.67% 4.89% 6.11% 0.00% 8.51% 5.61% 8.45% 7.34% 14.04% 

 6.84% 6.29% 7.99% 5.02% 7.57% 6.49% 7.96% 7.59% 8.48% 6.43% 6.61% 8.98% 9.74% 7.38% 10.30% 8.95% 9.45% 

 



 

 

Fiscal Year: 2018 

Department: ICE 

Agency: All 

 

Table B14: Separations by Type of Separation - Distribution by Disability 

 
 

 
Major Occpupation 

All Employees Targeted Disability 

 

 
All 

 

No 

Disability 

[05] 

 

Not 

Identified 

[01] 

 

Disability 

[02/03/06- 

94] 

 

Targeted 

Disability 

 

Developmen 

tal Disability 

[02] 

 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Hearing [19] 

Blind or 

Serious 

Difficulty 

Seeing [20] 

 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

[40] 

Partial or 

Complete 

Paralysis 

[60] 

Epilepsy or 

Other 

Seizure 

Disorders 

[82] 

 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

[91] 

 

Dwarfism 

[92] 

 

Significant 

Disfigureme 

nt [93] 

Voluntary 
1,000 808 25 167 23 0 0 8 3 0 4 1 1 0 4 1 1 

100% 80.80% 2.50% 16.70% 2.30% 0% 0% 0.80% 0.30% 0% 0.40% 0.10% 0.10% 0% 0.40% 0.10% 0.10% 

 

Involuntary 
43 29 1 13 1 0 0 0 0 0 1 0 0 0 0 0 0 

100% 67.44% 2.33% 30.23% 2.33% 0% 0% 0% 0% 0% 2.33% 0% 0% 0% 0% 0% 0% 

 

Total Separations 
1,043 837 26 180 24 0 0 8 3 0 5 1 1 0 4 1 1 

100% 80.25% 2.49% 17.26% 2.30% 0% 0% 0.77% 0.29% 0% 0.48% 0.10% 0.10% 0% 0.38% 0.10% 0.10% 

 

Total Workforce 
19,896 17,133 390 2,373 220 0 7 82 28 9 20 20 8 2 34 1 9 

100% 86.11% 1.96% 11.93% 1.11% 0% 0.04% 0.41% 0.14% 0.05% 0.10% 0.10% 0.04% 0.01% 0.17% 0.01% 0.05% 



 

 

Utilization Analysis for Individuals with Disabilities (Permanent) 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
<<-Total 

 

 
Utilization Analysis for Individuals with Targeted Disabilities (Permanent) 

 Non- 

GS/SES/TSE 

S/Senior 

 
GS-01 

 
GS-02 

 
GS-03 

 
GS-04 

 
GS-05 

 
GS-06 

 
GS-07 

 
GS-08 

 
GS-09 

 
GS-10 

GS-10 and 

Below 

Non- 

GS/SES/TSES 

/Senior 

 
GS-11 

 
GS-12 

 
GS-13 

 
GS-14 

 
GS-15 

SES/TSES/ 

Senior 

GS-11 and 

Above 

 

Self-Identified 

Targeted Disability 

[02,03,19,20,21,40,60, 
82,90,91,92,93] 

 

# 
5 0 0 1 0 11 3 21 14 10 0 65 0 20 41 49 34 11 0 155 

 

% 0.57% #DIV/0! 0.00% 16.67% 0.00% 5.02% 1.99% 3.85% 3.17% 2.40% #DIV/0! 2.43% 0.00% 1.81% 0.80% 0.72% 1.02% 1.16% 0.00% 0.90% 

Reasonable 

Accommodation 

records for employees 

who have not 

otherwise self 

identified 

 
# 

          
0 

       
0 

 
 

 

% 

 

0.00% 

 

#DIV/0! 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

#DIV/0! 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

Total 
# 5 0 0 1 0 11 3 21 14 10 0 65 0 20 41 49 34 11 0 155 220 

% 0.57% #DIV/0! 0.00% 16.67% 0.00% 5.02% 1.99% 3.85% 3.17% 2.40% #DIV/0! 2.43% 0.00% 1.81% 0.80% 0.72% 1.02% 1.16% 0.00% 0.90% 1.11% 

Data required in submission to EEOC and CRCL. 

 Non- 

GS/SES/TSE 

S/Senior 

 

GS-01 
 

GS-02 
 

GS-03 
 

GS-04 
 

GS-05 
 

GS-06 
 

GS-07 
 

GS-08 
 

GS-09 
 

GS-10 

GS- 10 

and 

Below 

Non- 

GS/SES/TSES 

/Senior 

 

GS-11 
 

GS-12 
 

GS-13 
 

GS-14 
 

GS-15 
SES/TSES/ 

Senior 

GS 11 

and Above 

 

Self-Identified 
# 23 0 0 1 2 43 32 83 59 57 0 300 3 103 266 276 199 54 2 903 

Disability [02-03, 06- 

% 2.61% #DIV/0! 0.00% 16.67% 40.00% 19.63% 21.19% 15.23% 13.35% 13.67% #DIV/0! 11.24% -1.53% 9.30% 5.17% 4.07% 5.95% 5.68% 1.94% 5.24% 99] 

Schedule A or 30% or 

more Vets, who have 

 
# 

76 0 2 2 0 21 31 79 31 58 0 300 4 119 295 290 133 27 2 870 

not otherwise self- 

identified 
 
% 

8.63% #DIV/0! 50.00% 33.33% 0.00% 9.59% 20.53% 14.50% 7.01% 13.91% #DIV/0! 11.24% -2.04% 10.75% 5.74% 4.28% 3.98% 2.84% 1.94% 5.05% 

Reasonable                     

Accommodation 

records for employees 
# 

0 0 

                     

who have not 
otherwise self 

 
0.00% #DIV/0! 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% #DIV/0! 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

identified %                     

Total 
# 99 0 2 3 2 64 63 162 90 115 0 600 7 222 561 566 332 81 4 1,773 2,373 

% 11.24% #DIV/0! 50.00% 50.00% 40.00% 29.22% 41.72% 29.72% 20.36% 27.58% #DIV/0! 22.47% -3.57% 20.05% 10.91% 8.35% 9.93% 8.53% 3.88% 10.29% 11.93% 

 



 

 

FY 2017 Q4 Utilization Analysis for Individuals with Disabilities (Permanent + Temporary) 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
<<-Total 

 

 
FY 2017 Q4 Utilization Analysis for Individuals with Targeted Disabilities (Permanent + Temporary) 

 Non- 

GS/SES/TSE 

S/Senior 

 
GS-01 

 
GS-02 

 
GS-03 

 
GS-04 

 
GS-05 

 
GS-06 

 
GS-07 

 
GS-08 

 
GS-09 

 
GS-10 

GS-10 and 

Below 

Non- 

GS/SES/TSES 

/Senior 

 
GS-11 

 
GS-12 

 
GS-13 

 
GS-14 

 
GS-15 

SES/TSES/ 

Senior 

GS-11 and 

Above 

Self-Identified 

Targeted Disability 

[02,03,19,20,21,40,60, 
82,90,91,92,93] 

 

# 
5 0 0 1 2 11 3 21 14 10 0 67 0 20 42 50 34 11 0 157 

 

% 0.57% #DIV/0! 0.00% 12.50% 12.50% 4.91% 1.96% 3.83% 3.16% 2.38% #DIV/0! 2.48% 0.00% 1.81% 0.82% 0.74% 1.01% 1.15% 0.00% 0.91% 

Reasonable 

Accommodation 

records for employees 

who have not 

otherwise self 

identified 

 
# 

          
0 

       
0 

 
 

 

% 

 

0.00% 

 

#DIV/0! 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

#DIV/0! 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

 

0.00% 

Total 
# 0 0 1 2 11 3 21 14 10 0 62  20 42 50 34 11 0 157 

% 0.00% #DIV/0! 0.00% 12.50% 12.50% 4.91% 1.96% 3.83% 3.16% 2.38% #DIV/0! 2.30% 0.00% 1.81% 0.82% 0.74% 1.01% 1.15% 0.00% 0.91% 

Data required in submission to EEOC and CRCL. 

 Non- 

GS/SES/TSE 

S/Senior 

 

GS-01 
 

GS-02 
 

GS-03 
 

GS-04 
 

GS-05 
 

GS-06 
 

GS-07 
 

GS-08 
 

GS-09 
 

GS-10 

GS- 10 

and 

Below 

Non- 

GS/SES/TSES 

/Senior 

 

GS-11 
 

GS-12 
 

GS-13 
 

GS-14 
 

GS-15 
SES/TSES/ 

Senior 

GS 11 

and Above 

 

Self-Identified 
# 23 0 0 2 8 43 32 83 59 57 0 307 3 103 267 277 199 54 2 905 

Disability [02-03, 06- 

% 2.61% #DIV/0! 0.00% 25.00% 50.00% 19.20% 20.92% 15.15% 13.32% 13.54% #DIV/0! 11.38% -1.53% 9.30% 5.19% 4.08% 5.93% 5.67% 1.92% 5.25% 99] 

Schedule A or 30% or 

more Vets, who have 

 
# 

76 0 2 2 2 25 33 81 32 60 0 313 4 119 295 290 133 27 2 870 

not otherwise self- 

identified 
 
% 

8.63% #DIV/0! 50.00% 25.00% 12.50% 11.16% 21.57% 14.78% 7.22% 14.25% #DIV/0! 11.60% -2.04% 10.74% 5.73% 4.27% 3.97% 2.83% 1.92% 5.04% 

Reasonable                     

Accommodation 

records for employees 
# 

0 0 

                     

who have not 
otherwise self 

 
0.00% #DIV/0! 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% #DIV/0! 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

identified %                     

Total 
# 99 0 2 4 10 68 65 164 91 117 0 620 7 222 562 567 332 81 4 1,775 2,395 

% 11.24% #DIV/0! 50.00% 50.00% 62.50% 30.36% 42.48% 29.93% 20.54% 27.79% #DIV/0! 22.98% -3.57% 20.04% 10.93% 8.36% 9.90% 8.50% 3.85% 10.29% 12.01% 

 



 

 

Workforce Goals/Current Workforce 

  
Federal Goal 

Permanant 

Workforce 

Participation % 

Total Workforce 

Participation % 

Individuals with Disabilities (IWD)    

GS 11 and Above (or equivalent) 12% 10.29% 10.29% 

GS 10 and Below (or equivalent) 12% 22.47% 22.98% 

Indiviuals with Targeted Disabilities (IWTD)    

GS 11 and Above (or equivalent) 2% 0.90% 0.91% 

GS 10 and Below (or equivalent) 2% 2.43% 2.30% 
 

Data required in submission to EEOC and CRCL. 



 

 

 

Applicants and Hires - Permanent 
Total number of Applicants with a Disability  

Total number of Hires with a Disability 193 
  

Total number of Applicants with a Targeted Disability  

Total number of Hires with a Targeted Disability 19 
 

Data required in submission to CRCL. 



 

 

 

FY 2018 Adverse Actions Due to Medical Examinations or 

Inquires of Applicants and Employees 

 

All 
  

Recissions of conditional job offers  <-- Not in NFC or Axis; part of hiring process and occurs before entering on duty 

Demotions 34 <-- Demotions (NOA 713; we do not know which, if any, demotions were the result of an adverse action against an employee 

Terminations 13 <-- Based on all involuntary separations less NOA 356, RIF. No RIFs affected IWDs in FY17 but the formula subtracts out NOA 356 for future use. 

 

Permanent 
  

Recissions of conditional job offers  <-- Not in NFC or Axis; part of hiring process and occurs before entering on duty 

Demotions 34 <-- Demotions (NOA 713; we do not know which, if any, demotions were the result of an adverse action against an employee 

Terminations 13 <-- Based on all involuntary separations less NOA 356, RIF. No RIFs affected IWDs in FY17 but the formula subtracts out NOA 356 for future use. 

 

Temporary 
  

Recissions of conditional job offers  <-- Not in NFC or Axis; part of hiring process and occurs before entering on duty 

Demotions 0 <-- Demotions (NOA 713; we do not know which, if any, demotions were the result of an adverse action against an employee 

Terminations 0 <-- Based on all involuntary separations less NOA 356, RIF. No RIFs affected IWDs in FY17 but the formula subtracts out NOA 356 for future use. 
 

Data required in submission to CRCL. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table Senior Hires for Part J: Internal Selections for Senior Level Positions by Category - Distribution by Disability 
 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

Executive/Senior Level (Grades 15 and Above) 

Total Applications Received 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
9 7 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 77.78% 11.11% 11.11% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100% 88% 1% 11% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Mid-Level (Grades 13-14) 

Total Applications Received 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
18 12 2 4 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 66.67% 11.11% 22.22% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100% 90% 1% 8% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

First Level (Grades 12 and Below) 

Total Applications Received 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
1 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100% 88% 2% 10% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced. 



 

 

Report Filters 
Fiscal Year: 2018 

Department: ICE 

Agency: All 

  

Table Senior Promotions for Part J: Internal Selections for Senior Level Positions by Category - Distribution by Disability 
 

All Employees Targeted Disability 

 

All 

No 

Disability 

[05] 

Not 

Identified 

[01] 

Disability 

[02/03/06- 

94] 

Targeted 

Disability 

Developmen 

tal Disability 

[02] 

Traumatic 

Brain Injury 

[03] 

Deaf or 

Serious 

Difficulty 

Blind or 

Serious 

Difficulty 

Missing 

Extremities 

[31] 

Significant 

Mobility 

Impairment 

Partial or 

Complete 

Paralysis 

Epilepsy or 

Other 

Seizure 

Intellectual 

Disability 

[90] 

Significant 

Psychiatric 

Disorder 

Dwarfism 

[92] 

Significant 

Disfigureme 

nt [93] 

Executive/Senior Level (Grades 15 and Above) 

Total Applications Received 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
103 92 1 10 1 0 0 1 0 0 0 0 0 0 0 0 0 

100% 89.32% 0.97% 9.71% 0.97% 0% 0% 0.97% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100% 88% 1% 11% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Mid-Level (Grades 13-14) 

Total Applications Received 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
237 207 4 26 1 0 0 1 0 0 0 0 0 0 0 0 0 

100% 87.34% 1.69% 10.97% 0.42% 0% 0% 0.42% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100% 90% 1% 8% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

First Level (Grades 12 and Below) 

Total Applications Received 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Qualified 
                 

100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Selected 
5 4 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

100% 80.00% 20.00% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

Relevant Applicant Pool 100% 88% 2% 10% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 

"Relevant Applicant Pool" = all employees in the next lower pay grade and in all series that qualify them for the position announced. 

 
Note: SES includes Conversions to SES. Conversions typically result after competitive selection into and successful completion of a Candidate Development Program. 
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