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	3. Principal EEO Director/Official/
Official Title/Series/Grade
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	Executive Summary [FORM 715-01 PART E], that includes:
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	X
	Optional Annual Self-Assessment Checklist Against Essential Elements [FORM 715-01PART G] –Not Included

	I.  Brief paragraph describing the Agency's Mission and Mission-related Functions
	X
	X
	EEO Plan To Attain the Essential Elements of a Model EEO Program [FORM 715-01PART H] for each programmatic essential element requiring improvement

	II.  Summary of Results of Agency's Annual Self-Assessment Against MD-715 "Essential Elements"
	X
	X
	EEO Plan To Eliminate Identified Barrier 
[FORM 715-01 PART I] for each identified barrier

	III.  Summary of Analysis of Work Force Profiles including Net Change Analysis and Comparison to Relevant Civilian Labor Force (RCLF)
	X
	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]

	IV.  Summary of EEO Plan Objectives Planned to Eliminate Identified Barriers or Correct Program Action Items
	X
	X
	Copy of Workforce Data Tables as necessary to support Executive Summary and/or EEO Plans

	V.  Summary of EEO Plan Action Items Implemented or Accomplished
	X
	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

	Statement of Establishment of Continuing Equal Employment Opportunity Programs [FORM 715-01 PART F]
	X
	X
	Copy of Facility Accessibility Survey results as necessary to support EEO Action Plan for building renovation projects
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	X
	X
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	Broadcasting Board of Governors
	For period covering October 1, 2007 to September 30, 2008.

	EXECUTIVE SUMMARY

	Introduction

On behalf of the Broadcasting Board of Governors (BBG or Agency), I am submitting to you our Fiscal Year 2008 Federal Agency Annual Equal Employment Opportunity Program Status Report (EEO Program Status Report) in compliance with the United States Equal Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715).
I.   Brief Description of Agency’s Mission and Mission-Related Functions

The BBG’s mission is “to promote freedom and democracy and to enhance understanding through multi-media communication of accurate, objective, and balanced news, information, and other programming about America and the world to audiences overseas.”  It upholds the traditional purpose of supporting freedom and democracy.  It also includes a new component of enhancing audience understanding.  And it conveys that the means – indeed, the only means – of fulfilling the mission is through objective journalism.  This mission statement is for the BBG as a whole, encompassing the respective missions of the different BBG broadcasting organizations.  Below are the standards of BBG’s vision of success for United States international broadcasting – i.e., what the Agency will be doing when it is fully successful in carrying out its mission.

· Broadcasting quality programming

· Reaching significant audiences to achieve strategic aims

· Serving as an example of a free and professional press

· Focusing on Nations key to the struggle against extremism and where freedom and democracy are threatened

· Gaining audience trust as a source for news

· Communicating what America stands for – our policies, values, and culture

· Countering global extremism

· Fostering respect for human rights

· Supporting popular aspirations for freedom in repressive societies

· Strengthening civil society, rule of law, and transparency

· Stemming religious and ethnic intolerance

· Combating hate media

II.   Summary of Results of Agency’s Annual Self Assessment Against MD-715 Essential Elements

Results of the Agency’s annual self-assessment completed by the Offices of Civil Rights (OCR)

General Counsel (GC), and Human Resources (OHR) are summarized in the narratives addressing

EEOC’s Essential Elements A through F of a Model EEO Program.

Essential Element A - Demonstrated Commitment from Agency Leadership:  The Agency’s senior leadership have demonstrated their commitment by issuing annual EEO/Anti-Harassment and Sexual Harassment Policy Statements that are updated and distributed to employees; given to and discussed with new employees at orientation; given to new supervisors and managers at their leadership training; and accessible to employees and applicants on the Agency’s Intranet website.  The senior leaders are evaluated on their commitment to the Agency’s EEO policies and principles as a critical element of their performance appraisal reviews.  In addition, all employees receive training on their EEO responsibilities (including civil rights protections afforded employees and applicants) and bi-annual refresher training on the Federal Sector Discrimination Complaint Process, including BBG’s Alternative Dispute Resolution (ADR) and Reasonable Accommodation Procedures.  All employees are required to complete Sexual Harassment Prevention Training every two years.
Essential Element B - Integration of EEO Into the Agency’s Strategic Mission:  A strategic goal in the BBG’s 2008-2013 Strategic Plan is “to develop and motivate its workforce to meet the changing conditions of United States international broadcasting.”   The Agency is updating its Human Capital Plan that includes comprehensive, integrated Human Resource strategies for shaping, recruiting, training, retaining, and leading the workforce in a manner that is consistent with EEO principles and fulfills its EEO goals.  This updated plan will include a succession plan that will identify critical competencies and occupations at all levels of the Agency and human capital strategies, such as systematic approaches to identifying and training and/or recruiting successors for “mission critical” employees of all kinds.  It will also be designed to address concerns reflected in the Office of Personnel Management’s (OPM) 2008 Federal Human Capital Survey.  The OCR Director is a key member of the management team drafting this plan. 

As part of its strategy to train the workforce, the BBG conducted a Training Needs Assessment Survey to identify specific training needs to assist in focusing limited training funds on the Agency’s most critical needs.  The BBG continued to utilize its Training Advisory Group to identify funding priorities.  The Agency also revamped its basic leadership course and provides an ongoing Orientation Program for all employees.

Essential Element C – Management and Program Accountability:  On September 11, 2008, the 
OCR Director briefed the Broadcasting Board of Governors and senior leadership on the State of EEO in the Agency, which included highlights of the EEO Program Status Report (MD-715) for fiscal year 2007.  The OCR Director:  (1) routinely meets with the senior leadership to discuss strategies to help the Agency achieve its EEO and diversity management goals; and (2) is included in deliberations regarding recruitment and career development that impact EEO program activities.  Senior leaders are required to take eight hours of EEO training annually.  The Agency has made a special effort to ensure that all employees at the mid and senior levels participate in management, leadership, and career development programs such as Foundations of Leadership:  Skills for Supervisors.
Essential Element D:  Proactive Prevention of Unlawful Discrimination:  The Agency’s OCR Director and staff:  (1) managed the Federal Sector Discrimination Complaint Process (including ADR and reasonable accommodation procedures); (2) managed the Affirmative Employment Program; (3) completed and submitted annual EEO accomplishment reports to OPM and EEOC; 
(4) coordinated a successful mentoring program, where employee participation continued to increase; 
(5) sponsored educational Special Emphasis Programs and Commemorative Observances; 
(6) sponsored a series of EEO and diversity trainings; (7) ensured that senior leaders are aware of and carry out their responsibilities pursuant to Federal EEO laws, Executive Orders, and regulations; and (8) ensured that training opportunities are available to employees on EEO/Anti-Harassment, Prevention of Sexual Harassment, Diversity, the Americans with Disabilities Act, the Rehabilitation Act, and the NO FEAR (Notification and Federal Employee Antidiscrimination and Retaliation) Act.

In fiscal year 2008, the Agency sponsored these EEO and diversity training sessions and workshops for employees – Moving Beyond Bias, Leading Mixed Work Groups and Teams, Race/Diversity Dialogue, Understanding Islam, Generational Differences in the Workplace, Effective Team Participation, Afghan Documentary A Fateful Harvest, Diversophy, How to Address Disability Issues, Prevention of Sexual Harassment in the Workplace, EEO For Managers and Supervisors, and ADR Workshops.

The OHR representatives established timetables for reviewing the Agency’s merit promotion, employee recognition, and training and career development policies and procedures to ascertain the existence of systemic barriers.  The Directors of OCR and OHR conducted their annual assessment on the status, progress, and challenges of achieving EEO and diversity management objectives.

Essential Element E – Efficiency:  The Agency has a system in place for evaluating the impact and effectiveness of its EEO programs as well as an efficient and fair dispute resolution process and ensures that the investigation and adjudication functions of its complaint resolution process are separate from its legal defense arm.  In fiscal year 2008, 78 informal EEO cases were presented for counseling; 31 formal EEO cases were filed with OCR; and 20 formal EEO cases were closed.  Promotion/nonselection was the most frequent claim/issue raised in formal EEO cases filed during fiscal year 2008.

Essential Element F - Responsiveness and Legal Compliance:  The Agency’s OCR and GC Offices: (1) complied with orders that were issued by EEOC Administrative Judges; (2) responded to requests for counseling and mediation; and (3) forwarded requests for hearings and appeals to EEOC for further processing on time.
III. Summary of Analysis of Workforce Profiles

The BBG total workforce of permanent and temporary employees decreased from 1,768 to 1,765 employees.  The female workforce increased by 10, from 662 (37.44%) in fiscal year 2007, to 672 (38.07%) in fiscal year 2008.  And, the total male workforce exceeded its national Relevant Civilian Labor Force (RCLF) percentage of 53.2%.  Our records show for the male workforce 1,106 or 62.56% in fiscal year 2007, and 1,093 or 61.93% in fiscal year 2008 (see Table 1).

A five-year trend analysis by race/ethnicity and gender indicates that Black females at 11.95%; Black males at 8.67%; Asian females at 6.23%; and Asian males at 9.07% exceeded their representation in the national RCLF.  The total workforce of these groups was less than their RCLF percentages:  White females at 16.66% and White males at 38.13%; Hispanic females at 3.17% and Hispanic males at 5.78%; American Indian and Alaska Native males at 0.28%; and Native Hawaiians and Other Pacific Islanders at 0% (see Table 2).

Each EEO group increased its representation in fiscal year 2008; however, there was no change in the Agency’s representation of Hispanic/Latino males, Asian males, American Indian/Alaska Native females, and Native Hawaiian/Other Pacific Islander males and females.  It is significant to indicate that after four years of no change, the Agency increased its representation from four to five males of American Indian/Alaska Native descent (see Tables 2 and 3).  Please note that the RCLF comparisons utilized in Tables 1, 2, and 3 are based on calendar year 2000 national census data presented below.

RCLF Comparisons Based On Calendar Year 2000 National Census Data

Geography

Occupation
Census/

SOC Code

Sex

Total

White Non-Hispanic

Hispanic

Black

Non-Hispanic

American Indian and Alaska Native

Non-Hispanic
Asian

Non-Hispanic

Native Hawaiian or Other Pacific Islander

Non-Hispanic
United States

Total
Total

Civilian

Labor Force
Total

100%

72.8%

10.7%

10.5%

0.7%

3.6%

0.1%

U.S. Total
Total Civilian Labor Force
Male
53.2%
39.0%
6.2%
4.8%
0.3%
1.9%
0.1%
U.S. Total
Total Civilian Labor Force
Female
46.8%
33.7%
4.5%
5.7%
0.3%
1.7%
0.1%
TABLE 1

BBG Five-Year Trend Analysis of Total Workforce By Gender
(Permanent and Temporary Federal Government Employees)
Fiscal

Years

Total Female Workforce

Total Male

Workforce

Total Female and

Male Workforce

Changes In Total Female and Male Workforce By Fiscal Years

Females

Males

Total

2004

662 (36.10%)

1,167 (63.80%)

1,829 (100%)

--

--

--

2005

647 (36.72%)

1,115 (63.28%)

1,762 (100%)

-15

-52

-67

2006

656 (37.68%)

1,085 (62.32%)

1,741 (100%)

+9

-30

-21

2007

662 (37.44%)

1,106 (62.56%)

1,768 (100%)

+6

+21

+27

2008

672 (38.07%)

1,093 (61.93%)

1,765 (100%)

+10

-13

-03

TABLE 2

BBG Five-Year Trend Analysis Reflecting Change (Increase/Decrease) In Total Workforce By Race/Ethnicity and Gender
(Permanent and Temporary Female (F) and Male (M) Employees)
Fiscal

Years

White or

Caucasian

Black or

African American

Hispanic or 

Latino

Asian

American Indian and Alaska Native

Native Hawaiian and Other Pacific Islander

F

M

F

M

F

M

F

M

F

M

F

M

2004

300

(16.4%)

752

(41.1%)

223

(12%)

144

(8%)

55

(3%)

102

(5.5%)

84

(4.5%)

165

(9%)

0

M

0

0

2005

282

(16%)

695

(39.44%)

214

(12.15%)

144

(8.17%)

55

(3.12%)

104

(5.90%)

96

(5.45%)

168

(9.53%)

0

04

(0.23%)

0

0

2006

264

(15.16%)

644

(36.99%)

207

(11.89%)

135

(7.75%)

56

(3.22%)

102

(5.86%)

89

(5.11%)

146

(8.39%)

0

04

(0.23%)

0

0

2007

288

(16.29%)

688

(38.91%)

209

(11.82%)

147

(8.31%)

54

(3.05%)

104

(5.88%)

110

(6.22%)

162

(9.16%)

0

04

(0.23%)

0

0

2008

294

(16.66%)

673

(38.13%)

211

(11.95%)

153

(8.67%)

57

(3.23%)

102

(5.78%)

110

(6.23%)

160

(9.07%)

0

05

(0.28%)

0

0

05

(0.28%)

TABLE 3

BBG Five-Year Trend Analysis of Changes (Increase/Decrease) In Total Workforce By Race/Ethnicity and Gender
(Permanent and Temporary Employees)
Female (F) and Male (M)

* NC represents No Change

Fiscal

Years

White or Caucasian

Black or

African American

Hispanic or 

Latino

Asian

American Indian and

Alaska Native

Native Hawaiian and Other Pacific Islander

F

M

F

M

F

M

F

M

F

M

F

M

2004

300

752

223

144

55

102

84

165

0

04

0

0

2005

-18

-57

-09

*NC

*NC

+02

+12

+03

*NC

*NC

0

0

2006

-18

-51

-07

-09

+01

-02

-07

-22

*NC

*NC

0

0

2007

+24

+44

+02

+12

-02

+02

+21

+16

*NC

*NC

0

0

2008

+06

-15

+02

+06

+02

-02

*NC

-02

*NC

+01

0

0

IV. Summary of EEO Plan Objectives Planned to Eliminate Identified Barriers or Correct

Program Action Items

No new EEO plan objectives were required in fiscal year 2008 to eliminate identified barriers or correct program action items.

V.  Summary of EEO Plan Action Items Implemented or Accomplished

To recruit a diverse workforce, the Agency capitalized on its exciting mission and the attractive nature of its work in outreach activities and advertising by utilizing multiple strategies and incentives to attract highly qualified candidates.  For example, the Agency launched its new web page, which is user friendly for job applicants and information seekers.

The Agency has an ongoing partnership with the National Association for Equal Opportunity in Higher Education (NAFEO) and Hispanic Association of Colleges and Universities (HACUs) to recruit and hire diverse undergraduates, graduates, and professional students for entry-level positions.  The Agency facilitates a massive intern program, which accommodates over 200 college students.  At a Meet and Greet Reception in July 2008, the Agency’s senior leadership welcomed a diverse group of Summer Interns to the Student Volunteer Orientation.
The Agency utilizes the Presidential Management Fellows (PMF) Program for recruiting and advancing graduate and professional school graduates, most of whom are women, which helped the Agency to increase the representation of women in its workforce.
Managers and Supervisors are holding regular staff meetings to keep employees informed of management and programming decisions and to obtain their input on issues affecting them.


Mandatory seminars were conducted for all Managers and Supervisors on the performance management system.  Several forums also were conducted for employees on the appraisal process.

Mandatory seminars were held for Managers and Supervisors with sessions on personnel issues, such as employee relations.

The fiscal year 2008 awards and training budgets were increased substantially over fiscal year 2007, providing additional professional training and additional leadership and developmental programs such as the Executive Leadership Program (ELP) that provides training and development opportunities for highly potential Federal employees. 
The Agency selected two employees to participate in the 2008 New Leader Program (NLP).  The Agency also selected two employees to participate in the 2008 ELP.  Other BBG career development workshops include Coaching Skills for Today’s Leaders, Communicating for Results, Effective Team Participation Workshop, Clear Writing Through Critical Thinking, Speaking With Confidence, Managing Multiple Priorities, Writing An Effective Resume, Managing and Measuring Performance, and Voice Coaching Training.
The EEOC selected the Agency’s OCR Director to serve as a representative on its newly created Federal Hispanic Work Group.  The purpose of the Federal Hispanic Work Group is to 

examine the Hispanic/Latino community’s concerns regarding federal sector employment, including 

leadership development, hiring, and retention.  The EEOC also tasked the Federal Hispanic Work Group with examining innovative ways to tackle the issues and obstacles confronted by Hispanic or Latino Americans.  In August 2008, the Agency’s OCR Director was presented the first EEOC Star EEO Civil Rights Director Award by former Chair Naomi Earp at EEOC’s National EXCEL (Examining Conflicts in Employment Law) Conference.
Pursuant to Section 301 of the NO FEAR Act, the Agency’s OCR Director ensured quarterly postings on the Agency’s public website of the EEO statistical data pertaining to complaints of employment discrimination.  The posting of EEO data on the Agency’s public website is intended to assist the United States Congress, other Federal agencies, and public sector organizations in assessing BBG’s efforts to create and maintain a Model EEO Program.  An increased number of employees visited the Agency’s website to access the NO FEAR Act Training.
The Agency supports the White House Initiative on Historically Black Colleges and Universities (HBCUs) by volunteering to assist at the National HBCU Week Conference.  Held each September in Washington, DC, this event (a) honors the significant contributions that HBCUs have made to 
our Nation; (b) highlights the achievements of HBCUs; and (c) addresses critical issues that are currently impacting institutions of higher education.  Agency administrators, Congressional officials, and senior representatives from the public and private sectors share relevant information on how to continue to give financial support to the Nation’s HBCUs.

The Agency participated in seminars hosted by the Minority Serving Institutions-Community of Partners Council (MSI-COPC) in support of two Presidential Initiatives,  No Child Left Behind 
and Educational Excellence for Hispanic Americans.  The purpose of these seminars was to educate Hispanic/Latino Americans on how to seek and obtain grants and funding for Hispanic Serving Institutions (HSIs).  The OCR Director appointed an OCR staff member to perform as a collateral duty Hispanic Employment Program Manager.

The Agency’s OCR Director monitors and enforces the compliance of BBG recipients of Federal financial assistance within the requirements of Title VI of the Civil Rights Act of 1964, Section 504 of The Rehabilitation Act of 1973, Title IX of the Education Amendments of 1972, and the Age 
Discrimination Act of 1975.  The Federal laws apply to Radio Free Europe/Radio Liberty (RFE/RL), Radio Free Asia (RFA), and Middle East Broadcasting Networks (MBN).
The Agency’s new (Acting) Director of the Voice of America (VOA) Latin American Division, nine TV producers, and new talent have joined forces to create more competitive VOA television news products for Latin America.  In the past fiscal year, the VOA Latin American Division has made remarkable progress toward promoting the Agency and the Federal Government as an Employer of Choice.
The Agency sponsored annual national Special Emphasis Programs and Commemorative Observances that recognized the cultural differences and valuable contributions of employees and notable Americans, e.g., local choirs and guest speakers honoring the legacy of Dr. Martin Luther King, Jr. in January, Black History Jazz Concert in February, Women’s History Workshops in March, Holocaust Remembrance, Administrative Professionals Week, and Take Our Children to Work Day in April, Asian Pacific American Heritage in May, Gay and Lesbian Pride in June, Women’s Equality Day on August 26th, workshops and guest speakers for Hispanic Heritage in September, Disability Employment Awareness and Disability Mentoring in October, and American Indian and Alaska Native Heritage in November.

On April 26, 2008, the Agency sponsored the Willis Conover Memorial Concert, A Tribute to Quincy Jones, a free concert for employees and the public featuring performances by the Blues Alley Youth Orchestra and the Smithsonian Jazz Masterworks Orchestra.  On October 7, 2008, the Agency sponsored another free concert for employees and the public, Viva Las Americas! with D’Rivera celebrating the music of the Americas.  Throughout the year, employees met and interviewed celebrity artists representing different cultures who appeared on the Agency’s Music Mix, Border Crossings, and Hip Hop Connection.
On May 7, 2008, the Agency’s Diversity Leadership Council (DLC) sponsored Diversity Day, a day of international cultural displays, workshops, and food sampling.  To acknowledge the diversity of 

employees, the DLC created, published, and distributed a Diversity Day Cook Book, highlighting favorite cultural recipes of Agency employees.

To improve communications and working relationships with the unions and to foster more efficient resolution of issues, the Agency participates in regular meetings between management and union officials at the senior management level.

The Agency’s accomplishments in maintaining a safe, healthy, and accessible facility continued in fiscal year 2008:
·  Employees attended the AED (Automated External Defibrillator) Training Program, a workplace defibrillation program sponsored by the Agency that focuses on preparedness for and proper response to medical emergencies that may occur.  Upon completion of the AED Training Program, employees were issued Certificates; 
· Vigilance in the area of periodic, random Office Safety Inspections, to ensure that all employee occupied space meets or exceeds safety provisions as outlined by the Occupational Safety and Health Administration (OSHA);
· Completed Hazardous Materials Reports and Studies on areas being renovated, such as studios and office space, to ensure that any possible hazmat is expeditiously removed and/or abated in a safe manner; and
· Completed extensive bathroom renovations that include ADA (Americans with Disabilities Act) required stalls and mounted equipment in conformance with the ADA regulations.
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EEOC Form 715-01 Part G: Optional Annual Self-Assessment Checklist

OCR disseminated the Self-Assessment Checklist to GC and MH; and no new deficiencies were identified in fiscal year 2008.

EEOC Form 715-01 Part H:  EEO Plan to Attain Essential Elements of a Model EEO Program

No new EEO plans were required in fiscal year 2008.

EEOC Form 715-01 Part I:  EEO Plan to Eliminate Identified Barrier

No new barriers to EEO were identified in fiscal year 2008.
	EEOC FORM
715-01

PART J
	U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Special Program Plan for the Recruitment, Hiring, and

Advancement of Individuals With Targeted Disabilities

	PART I –

Agency Information
	1. Agency
	Broadcasting Board of Governors



	PART II
Employment Trend and Special Recruitment for Individuals With Targeted Disabilities
	Enter Actual Number at the ...
	... beginning of FY’07.
	... end of FY’08.
	Net Change

	
	
	Number
	%
	Number
	%
	Number
	Rate of Change

	
	Total Work Force
	1,768
	100%
	1,765
	100%
	-03
	0.16%

	
	Reportable Disability
	56
	100%
	55
	100%
	-01
	1.81%

	
	Targeted Disability*
	15
	100%
	15
	100%
	0
	0%

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

*The rate of change of 1.81% for persons with targeted disabilities is greater than the rate of change of 0.16% for the total workforce.  Therefore, pursuant to EEOC MD-715, a barrier analysis is not required and will not be conducted.

	
	1. Total Number of Applications Received From Persons With Targeted Disabilities during the reporting period.
	52

	
	2. Total Number of Selections of Individuals with Targeted Disabilities during the reporting period.
	0


	PART III Participation Rates In Agency Employment Programs

	Other Employment/Personnel Programs
	TOTAL
	Reportable Disability
	Targeted Disability
	Not Identified
	No Disability

	
	
	#
	%
	#
	%
	#
	%
	#
	%

	3. Competitive Promotions 
	0
	0
	0%
	0
	0%
	0
	0%
	0
	0%

	4. Non-Competitive Promotions
	149
	3
	2.01%
	1
	0.67%
	3
	2.01%
	143
	95.97%

	5. Employee Career Development Programs
	40
	0
	0%
	0
	0%
	1
	2.5%
	39
	97.5%

	5.a. Grades 5 – 12
	19
	0
	0%
	0
	0%
	0
	0
	19
	100%

	5.b. Grades 13 -14
	16
	0
	0%
	0
	0%
	1
	6.25%
	15
	93.75%

	5.c. Grades 15 and SES
	05
	0
	0%
	0
	0%
	0
	0%
	05
	100%

	6. Employee Recognition and Awards
	777
	23
	2.96%
	4
	0.51%
	29
	3.73%
	725
	93.30%

	6.a. Time-Off Awards
	254
	5
	1.96%
	0
	0%
	8
	3.14%
	241
	94.88%

	6.b. Cash Awards 
	523
	18
	3.44%
	4
	0.76%
	21
	4.01%
	484
	92.54%


	FY 2007 (Oct. 1, 2007 to Sept. 30, 2008) - Broadcasting Board of Governors
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	SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, HIRING, AND ADVANCEMENT

OF INDIVIDUALS WITH TARGETED DISABILITIES

	Part IV

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

	Part V

Goals for Targeted Disabilities
	Agencies with 1,000 or more permanent employees are to use the space provided below to describe the strategies and activities that will be undertaken during the coming fiscal year to maintain a special recruitment program for individuals with targeted disabilities and to establish specific goals for the employment and advancement of such individuals. For these purposes, targeted disabilities may be considered as a group. Agency goals should be set and accomplished in such a manner as will affect measurable progress from the preceding fiscal year. Agencies are encouraged to set a goal for the hiring of individuals with targeted disabilities that is at least as high as the anticipated losses from this group during the next reporting period, with the objective of avoiding a decrease in the total participation rate of employees with disabilities. 

Goals, objectives and strategies described below should focus on internal as well as external sources of candidates and include discussions of activities undertaken to identify individuals with targeted disabilities who can be (1) hired; (2) placed in such a way as to improve possibilities for career development; and (3) advanced to a position at a higher level or with greater potential than the position currently occupied.


Fiscal Year 2008 Accomplishments
Leading Agency efforts to maintain a model EEO program, the OCR Director continues to monitor, review, and evaluate the BBG’s strategic objective of recruiting, hiring, training, retaining, and promoting persons (including veterans) with a disability.  The Agency monitors the performance of senior leaders for their full support of EEOC’s MD-715.  Selecting Officials are aware of their responsibility to hire and promote qualified persons (including veterans) with a disability.

The Agency utilized veteran-specific hiring authorities, which allowed senior managers and supervisors to engage in direct appointments of qualified persons (including veterans) with a disability.  Maximum consideration was given to veterans under the Veterans’ Readjustment Appointment Act of 1974, Veterans’ Employment Opportunities Act of 1998, and 30 Percent or More Service-Connected appointment preferences.  The efficient and consistent use of such special appointing authorities has facilitated the Agency’s hiring of veterans who are 30 percent or more disabled.

The Agency newly hired 13 veterans representing the Post Vietnam, Pre-Vietnam, and Vietnam Era veterans.  Of the veterans hired, six were coded with a disability and placed in mission critical positions.  In fiscal year 2009, the Agency will continue to encourage its senior leadership to utilize special appointing authorities to hire veterans with a disability.  
The Agency’s OHR representatives provided vacancy announcements, which included a reasonable accommodation statement, to State and local government employment agencies, rehabilitation centers, and veterans’ service organizations.  Representatives also utilized the Agency’s Intranet and OPM’s USAJOBS to post vacancies and existing incentives, i.e., training, recognition, monetary and time-off awards, flexible work schedules, and telecommuting to attract prospective employees, including persons with a disability.

All employees are given an opportunity to participate in family-friendly programs such as alternative and flexible work schedules, telecommuting, and time-off awards.
Representatives from OHR utilized various employment mechanisms to attract and hire qualified candidates, e.g., recruitment bonuses, retention allowances, relocation expenses, leave accrual credit for non-Federal service, advances in hire salary, temporary and 

part-time job shares, professional career development and training,  9/11 Authority for waiver of offset of salary of rehired annuitant by amount of annuity, entry-level hires, full performance level hires, paid interns (Federal Career Intern Program), Co-ops (Student Career Experience Program), volunteer interns, Presidential Management Fellows, IPAs (Intergovernmental Personnel Act), Student Temporary Employment Program, consultants and experts.  The Agency also participates in annual career fairs and training conferences.

Fiscal Year 2009 Recruitment Strategies
1.
Increase the Agency's recruitment efforts by establishing and maintaining cooperative relationships with organizations that may be a resource for applicant referral, including persons with disabilities.  Among these organizations are the Black Veterans Association, the Asian Veterans Association, the Vietnam Era Veterans Association, Rehabilitation Centers, and United States Department of Veterans Affairs.

2.   Work with OHR to identify positions for qualified applicants who contact the Agency through its Disability Program.

3.   Coordinate recruitment opportunities and outreach activities for individuals with a 

disability by visiting and/or establishing contacts with colleges and universities.

4.   Contact local universities to develop a roster of their Disability Support Services Offices 
and respective contact persons to aid in developing an applicant pool of qualified persons with disabilities.

Fiscal Year 2009 Hiring and Advancement Strategies

1. Utilize special appointment hiring authorities to help management recruit and hire persons with targeted disabilities.

2. Address career developmental needs of persons with disabilities through individual development plans and mentoring.
1.  Table 2 – In fiscal year 2006, please note 54 males and 40 females were classified in the Two or More Races category.


2.  Table 2 – In fiscal year 2007, please note one male and one female were classified in the Two or More Races category.
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