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- INTRODUCTION -

As the 21st century approaches, scientific and technological advances are giving rise to new industries and occupations unheard of only a decade ago. As these advances occur, new employment opportunities are becoming plentiful. However, the majority of working-age individuals with significant disabilities have not shared in this employment prosperity.   Significant disabilities are defined as the nine targeted disabilities established by the Equal Employment Opportunity Commission (EEOC).  They are: Partial Paralysis, Deafness, Convulsive Disorders, Recovered from Mental Illness, Mental Retardation, Blindness, Complete Paralysis, Missing Extremities, and Distortion of Limbs/Spine.
The Federal Government has a statutory obligation to engage in affirmative action with respect to the hiring, placement and advancement of individuals with disabilities.  The Federal Government is committed to taking the lead in charting a public policy that provides clear direction to both the public and private sectors. 

To this end, the President signed Executive Order 13078 on March 13, 1998, establishing the Presidential Task Force on Employment of Adults with Disabilities. The Task Force's mission is to create a coordinated and aggressive national policy to bring adults with disabilities into gainful employment at a rate as close as possible to that of the general adult population. On November 15, 1998, the Task Force issued its first report, "Recharting the Course." On December 14, 1998, the Vice President directed the U.S. Office of Personnel Management (OPM) to develop a plan to increase the representation of adults with disabilities in the Federal workforce.  

On July 26, 2000, President Clinton signed Executive Order (E. O.) 13163, “Increasing The Number Of Individuals With Disabilities Employed In The Federal Government.”  The order declares that the Federal Government will hire 100,000 qualified individuals with disabilities during the five-year period beginning October 1, 2000.  The goal is to increase the representation of individuals with disabilities at all levels and occupations and to establish that the Federal Government will take the lead in educating the public about employment opportunities available for individuals with disabilities.  

The Air Force Plan complies with the Executive Orders and the OPM Plan for Hiring People with Disabilities.  This Plan will help ensure that the Air Force:

· Recruits widely for positions at all levels; provides opportunities for students with disabilities; 

· Gives full consideration to employees with disabilities for inclusion in developmental opportunities; 

· Collects and maintains data to monitor success; and 

· Provides reasonable accommodations for qualified applicants and employees with disabilities, consistent with guidance from the EEOC.  

The Air Force provides this Plan as part of its ongoing support of and commitment to the President's, the Vice-President's, and The Department of Defense’s goal of making the Federal government a model employer of people with disabilities.  This Plan will assist Air Force employers in fulfilling their commitment to become model employers of people with disabilities.

THE PLAN FOR EMPLOYMENT OF PEOPLE WITH

DISABILITIES IN THE DEPARTMENT OF THE AIR FORCE

- RECRUITMENT AND PLACEMENT -

Recruit widely for positions at all levels of the workforce, including GS-13 to 15 and senior executive levels.

Recruitment Strategies 

In developing targeted recruitment strategies for people with disabilities, Air Force commanders and supervisors will recruit widely and develop collaborative efforts with community outreach groups.   By working together, resources are maximized while attracting highly qualified persons with disabilities at all levels.  Specific initiatives are as follows:

· Headquarters Air Force will develop a collection of “best practices” in the public and private sectors of successful recruitment efforts of people with disabilities.  Information will be shared with all activities by memorandum and/or electronic media.  

· Headquarters Air Force will market the Disability Employment Plan. 

· Headquarters Air Force will also share information through Major Commands, Field Operating Agencies, Direct Reporting Units, and local web sites.  These web sites will serve as liaisons between the Plan and the communities.  Air Force senior leadership will also work closely with Federal Executive Boards, Federal Executive Associations, and Personnel (or Human Resources) Councils to disseminate information about planned efforts and best practices.

· By October 1, 2001, Major Commands, Field Operating Agencies, Direct Reporting Units, and local Civilian Personnel Flights will review internal human resource policies and procedures to ensure that every flexibility is considered in areas such as alternate work sites, alternate work schedules, job sharing, and part-time employment.  They will also disseminate employment and other information in alternate formats such as large print, audiocassette, Braille, computer disk, or accessible Internet sites.

· Major Commands, the Air Force Personnel Center, and servicing Civilian Personnel Flights will explore ways to recruit from all sources when filling positions, including Senior Executive, managerial, and supervisory positions at grades GS-13 to 15, in order to attract candidates with disabilities from inside and outside the Federal government.  Resources include:

· OPM (fee basis)--recruiting source for new hires (no status) and current/former Federal employees with status who desire new appointments.

· Delegated Examining Units--special recruiting source available to Air Force activities.  This recruiting source provides the same recruitment flexibility as OPM.

· The Air Force Personnel Center, Directorate of Civilian Personnel Operations, is a primary recruiting source for Air Force activities that it services.

· Air Force hiring activities should establish partnerships and/or agreements with colleges and universities to fully utilize their disability support services to identify potential candidates for recruitment.  This can be accomplished through the college/universities Students with Disabilities Service Centers, Student Education and Employment Program (SEEP), job fairs, fraternities, sororities, or alumni associations.  

· The Air Force will recruit interns from colleges and universities that traditionally have a high population of  students with disabilities.   

· High schools, vocational, and trade schools, in concert with guidance counselors, provide an excellent source for candidate identification through the SEEP, career days, and job fairs.

· State Employment Offices maintain inventories of potential candidates who are currently on Workers’ Compensation or eligible for placement under the provisions of the Joint Training Partnership Act.  These candidate pools should be explored and fully utilized.

· Commanders and supervisors will use appropriate resources and networks to remove barriers to employment and assist them in actively recruiting people with disabilities.  This will include identifying positions that can be relocated to home-based or other off-site facilities and can be filled by qualified people with disabilities including those with significant disabilities.  The available resources for assistance include, but are not limited to, the following: 

· Your activity Disability Employment Program Manager and /or the Civilian Personnel Flight,  Equal Employment and Staffing Division 

· The Job Accommodation Network (JAN) helps Air Force commanders, managers, and supervisors receive expert accommodation information before, during, and after the recruitment process.  JAN is a confidential service that allows any manager or employee to receive individualized information on his or her accommodation issue.  It is run by the President's Committee on Employment of People with Disabilities (PCEPD), and may be reached at (800) 526-7234, web site:  http://janweb.icdi.wvu.edu/links/.

· The Workforce Recruitment Program for College Students with Disabilities (WRP) is one source Air Force employers may tap for potential employees.  The WRP is managed by the President's Committee on Employment of People with Disabilities (PCEPD) and the Department of Defense (DoD).  It is a resource used to connect public or private sector employers nationwide with highly motivated post-secondary students and recent graduates with disabilities.  The WRP has two long-term goals: (1) to provide college students with disabilities the opportunity to obtain temporary employment which may lead to permanent employment in the Federal or private sector; and (2) to break down attitudinal barriers held by employers and co-workers by demonstrating that people with disabilities can work successfully in a variety of jobs.  This is a DoD centrally managed program.  Employers may access the candidate database by contacting their activity’s WRP representative or Disability Employment Program Manager. 

· Project ABLE (Able Beneficiaries' Link to Employers) is a national resume bank that provides an accessible applicant pool of qualified job-ready individuals.  These individuals receive Social Security or Supplemental Security Income disability benefits and are prepared to work.  Employers may request resumes--

- By telephone: (757) 441-3362; 

- By fax: (757) 441-3374; or 

- By Email: projable@opm.gov
· Air Force employers may also access Project ABLE by dialing OPM's Automated Applicant Referral System at (912) 757-3150.  A valid agency identification code is needed to access the system; it may be obtained by calling (912) 744-2085.  For more information on Project ABLE, please contact the Social Security Administration at (410) 965-9040, TTY (410) 966-6210, or through the Internet at: http://www.ssa.gov/work/Employers/able.html. 

· State Vocational Rehabilitation Agencies (SVRA) and the U.S. Department of Veterans Affairs (VA) are also potential recruitment sources.  They provide counseling, evaluation, training and other services to individuals with disabilities, including disabled veterans.  For more information and to locate the nearest SVRA, please access the agency's web site at: www.nchrtm.okstate.edu/ncrtm_links/state_VR.html.  For more information and to locate the nearest VA facility, please access the department’s web site at: http://www.va.gov/stations97/guide/home.asp?DIVISION=ALL.  Also, telephone numbers may be found in the government blue pages section of the local telephone directory.

· Air Force-wide memoranda outlining Air Force policies, initiatives, and hiring goals will be distributed to all commanders with appointing authority.

· Air Force will participate in the Presidential Task Force/OPM sponsored inter-agency working group to implement recruiting, development, and publicity initiatives.    

Vacancy Announcements

· Vacancy announcements will include language that reasonable accommodations will be made for qualified applicants or employees with disabilities, except when doing so would pose an undue hardship on the employing agency. 

Self-Identification

· Headquarters Air Force will develop an informational cover sheet for SF 256, Self-Identification of Handicap, explaining the nature and purpose of the form.

Special Appointing Authorities

· OPM will continue to work with departments and agencies on the use of special appointing authorities available to them when employing people with disabilities. These special appointing authorities include:


Schedule A, 5 CFR 213.3102(gg) for hiring persons with psychiatric disabilities.  This excepted authority is used to appoint persons with psychiatric disabilities.  After two years of satisfactory service under this authority, they are eligible for noncompetitive conversion to the competitive service.


Schedule A 5 CFR 213.3102 (i)(3) for hiring persons with psychiatric disabilities on a temporary appointment.  This appointment may be for longer than two years, however there is no noncompetitive conversion authority with this appointment.


Schedule A, 5 CFR 213.3102(ll) for hiring readers, interpreters, and personal assistants.  This excepted authority is used to appoint readers, interpreters, and personal assistants for employees with severe disabilities.  After one year of satisfactory service, they may qualify for conversion to permanent status.


Schedule A, 5 CFR 213.3102(t) for hiring people with mental retardation. This excepted authority is used to appoint persons with cognitive disabilities (mental retardation). They may qualify for conversion to permanent status after two years of satisfactory service.


Schedule A, 5 CFR 213.3102(u) for hiring people with severe physical disabilities.  This excepted authority is used to appoint persons with severe physical disabilities who have demonstrated satisfactory performance through a temporary appointment, or have been certified as likely to succeed in performing the duties of the job.  After two years of satisfactory service, they may qualify for conversion to permanent status.


Schedule B, 5 CFR 213.3202(k) for hiring people whom have recovered from mental illness.  This excepted authority was abolished effective August 7, 2000; use Schedule A, 5 CFR 213.3102(gg). 


5 CFR 315.604 for hiring disabled veterans enrolled in a VA training program.  This authority is used to hire veterans with disabilities who are eligible for training under the Department of Veterans Affairs (VA) vocational rehabilitation program (38 U.S.C. Chapter 31).  The veterans may enroll for training or work experience at an agency under the terms of an agreement between the agency and VA.  While enrolled in the VA program the veterans are not Federal employees for most purposes, but are beneficiaries of the VA.  Upon successful completion, the host agency and VA give the veterans Certificates of Training showing the occupational series and grade levels of the positions for which trained.  The Certificates of Training allow any agency to appoint the veterans noncompetitively under a status quo appointment that may be converted to permanent status at any time.  (The Rehabilitation Act of 1973, as amended, provides that Federal departments and agencies should initiate efforts with State vocational rehabilitation agencies to develop and enter into work experience agreements similar to those available for disabled veterans under 5 CFR 315.604.)


5 CFR 316.201(b) for hiring worker-trainees for programs such as the Welfare to Work program.  In his memorandum, dated March 8, 1997, the President directed Federal agencies to expand the use of the worker-trainee authority, under TAPER (temporary appointment pending establishment of a register) and other excepted service hiring authorities to appoint welfare recipients to entry-level positions.  Accordingly, Federal agencies may utilize the worker-trainee authority as a vehicle to further its Welfare to Work programs.

5 CFR 316.302(b)(5) and 5 CFR 316.402(b)(5) for hiring 30 percent or more disabled veterans.  These authorities are used to hire veterans who are 30 percent or more disabled under temporary appointments of more than 60 days, or term appointments.  The veterans must have retired from active military service with a 30 percent or more disability rating, or be rated by the Department of Veterans Affairs within the preceding year as having a compensable service-connected disability of 30 percent or more.  The department or agency may convert these individuals to permanent status at any time during the appointment.

-HIRING PROJECTIONS AND GOALS (FY 01-05) -

The Department of Defense will hire 30,000 of the Federal Government’s goal of 100,000 people with disabilities.  Twenty-five per cent of the hires will be people with significant disabilities.  The Air Force fair share of the Department of Defense hiring goal is 7,000 people with disabilities.  Of these, 1750 will be people with significant disabilities.  The following information projects the Air Force plan to hire in all occupational series, at all grade levels, for the five-year life of the Executive Order.
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  Assumptions:  

  1 - Baseline derived from FY99 new hires of 20,000

  2 - Average goal of 7% per year (7,000 divided by (20,000 new hires per year x five 

       years)) 

  3 - Predominant occupational series based on historic trend of ADA hiring (excluding 

       NAF and National  Guard)

  4 - NAF and Senior Executives to be included in recruitment efforts

  5 - Given projected competing sourcing initiatives, training requirements for 

       implementing program, and other competing special recruitment programs/initiatives 

       recruitment opportunities will be limited the first year

  6 - HQ USAF/DP will evaluate accomplishments after one year and assign specific 

       goals, if required

  7 - GS includes all pay plan equivalents, e.g., Acquisition/Lab Demo

  8 - WG includes all FWS pay plans

  9 - Senior Executive includes all pay plan equivalents, e.g. Scientific & Professional, 

       Senior Intel.

10 - Total includes 2 senior executive per year
-HIRING PROJECTIONS BY OCCUPATIONAL SERIES AND GRADE






PAY PLAN
SERIES
GRADE 
OCCUPATIONAL TITLE






GS
0018
05-12
SAFETY & OCCUPTNL HEALTH MGT

GS
0080
05-12
SECURITY ADMINISTRATION

GS
0081
01-12
FIRE PROTECTION & PREVENTION

GS
0101
05-13
SOCIAL SCIENCE

GS
0201
05-12
PERSONNEL MANAGEMENT

GS
0203
 01-07
PERSONNEL CLERICAL & ASST

GS
0204
 01-07
MIL PERSONNL CLERICAL & TECH

GS
0301
05-12
MISC ADMINISTRATION & PGM

GS
0303
 01-07
MISC CLERK & ASSISTANT

GS
0305
 01-07
MAIL & FILE

GS
0318
 01-07
SECRETARY

GS
0322
 01-07
CLERK-TYPIST

GS
0326
 01-07
OFC AUTOMATION CLERL & ASST

GS
0332
 01-07
COMPUTER OPERATION

GS
0334
05-12
COMPUTER SPECIALIST

GS
0335
 01-07
COMPUTER CLERK & ASSISTANT

GS
0343
05-12
MGMT & PROGRAM ANALYSIS

GS
0344
 01-07
MANAGEMENT CLERICAL & ASST

GS
0346
05-12
LOGISTICS MANAGEMENT

GS
0382
 01-07
TELEPHONE OPERATING

GS
0391
05-12
TELECOMMUNICATIONS

GS
0501
05-12
FINANCIAL ADMIN & PGM

GS
0510
05-13
ACCOUNTING

GS
0525
 01-07
ACCOUNTING TECHNICIAN

GS
0560
05-12
BUDGET ANALYSIS

GS
0679
 01-07
MEDICAL CLERK

GS
0802
 01-07
ENGINEERING TECHNICIAN

GS
0809
 01-07
CONSTRUCTION CONTROL

GS
0830
05-13
MECHANICAL ENGINEERING

GS
0855
05-13
ELECTRONICS ENGINEERING

GS
0856
05-07
ELECTRONICS TECHNICIAN

GS
0861
05-13
AEROSPACE ENGINEERING

GS
0895
 01-07
INDUSTRIAL ENGINEERING TECH

GS
1101
05-12
GENERAL BUSINESS & INDUSTRY

GS
1102
05-12
CONTRACTING

GS
1106
 01-07
PROCUREMENT CLERICAL & ASST

GS
1152
 01-07
PRODUCTION CONTROL

GS
1173
05-12
HOUSING MANAGEMENT

GS
1601
05-12
GENERAL FACILITIES & EQUIPNT

GS
1670
05-12
EQUIPMENT SPECIALIST

GS
1702
 01-07
EDUCATION & TRAINING TECHN

GS
1712
05-12
TRAINING INSTRUCTION

GS
1910
05-12
QUALITY ASSURANCE

GS
2001
05-12
GENERAL SUPPLY

GS
2003
05-12
SUPPLY PROGRAM MANAGEMENT

GS
2005
 01-07
SUPPLY CLERICAL & TECHNICIAN

GS
2010
05-12
INVENTORY MANAGEMENT

GS
2091
 01-07
SALES STORE CLERICAL

GS
2102
 01-07
TRANSPORTATION CLERK & ASST

WG
2602
1-15
ELEC MEASUREMNT EQIP MECH

WG
2604
1-15
ELECTRONICS MECHANIC

WG
2610
1-15
ELEC INTEGRATED SYSTMS MECH

WG
2805
1-15
ELECTRICIAN

WG
2854
1-15
ELECTRICAL EQUIPMENT REPRNG

WG
2892
1-15
AIRCRAFT ELECTRICIAN

WG
3359
1-15
INSTRUMENT MECHANIC

WG
3414
1-15
MACHINING

WG
3502
1-15
LABORING

WG
3703
1-15
WELDING

WG
3806
1-15
SHEET METAL MECHANIC

WG
4102
1-15
PAINTING

WG
4607
1-15
CARPENTRY

WG
4749
1-15
MAINTENANCE MECHANIC

WG
5306
1-15
AIR CONDITIONING EQUP MECH

WG
5378
1-15
POWERED SUPPORT SYS MECH

WG
5402
1-15
BOILER PLANT OPERATING

WG
5703
1-15
MOTOR VEHICLE OPERATING

WG
5716
1-15
ENGINEERING EQUIP OPERTNG

WG
5803
1-15
HEAVY MOBILE EQUIP MECHANIC

WG
5823
1-15
AUTOMOTIVE MECHANIC

WG
6904
1-15
TOOL & PARTS ATTENDING

WG
6907
1-15
MATERIALS H&LING

WG
6910
1-15
MATERIALS EXPEDITING

WG
6912
1-15
MATERIALS EXAM & IDENTIFYING

WG
6914
1-15
STORE WORKING

WG
7408
1-15
FOOD SERVICE WORKING

WG
8255
1-15
PNEUDRAULIC SYSTEMS MECHANIC

WG
8602
1-15
ACFT ENGINE MECHANIC

WG
8852
1-15
AIRCRAFT MECHANIC






GS

1-15
OTHER OCCUPATIONAL SERIES

WG

1-18
OTHER OCCUPATIONAL SERIES

ES

00
SENIOR EXECUTIVE SERVICE

ST

00
SCIENTIFIC AND PROFESSIONAL

SL

00
SENIOR LEVEL

IE

00
SENIOR INTELLIGENCE EXEC SVC

IP

00
SENIOR INTELLIGENCE PROFESSIONAL

- REASONABLE ACCOMMODATION -

Provide reasonable accommodations for qualified applicants

 and employees with disabilities, consistent with guidance from

 the Equal Employment Opportunity Commission (EEOC).

· Commanders and supervisors will make reasonable accommodations for qualified persons with disabilities unless doing so would impose an undue hardship.  A reasonable accommodation is an adjustment or alteration that enables a qualified person with a disability to apply for a job, perform job duties, or enjoy equal benefits and privileges of employment.  The concept of reasonable accommodation applies to all aspects of employment, including recruitment, work location and schedule (AFI 36-807 A2.1 and A2.3), training, promotion, reassignment, and developmental assignments.

· Commanders and supervisors will ensure their personnel are familiar with Federal and DoD-specific policies and procedures related to the availability of reasonable accommodations for persons with disabilities.  For more information on reasonable accommodation see the EEOC’s guide, dated March 1, 1999, at EEOC's web site, http://www.eeoc.gov/docs/accommodation.html or call (800) 669-3362.  An additional source of assistance is state vocational rehabilitation agencies.

· Commanders and supervisors will fully utilize the assistance technologies and services of the Department of Defense, Computer/Electronic Accommodations Program (CAP) for employment and development, http://www.tricare.osd.mil/cap
- CAREER DEVELOPMENT -

Give full consideration to employees with disabilities for inclusion in developmental opportunities designed to enhance their leadership skills and to advance their careers.

· Commanders and supervisors will ensure that persons with disabilities are made aware of, and have an equal opportunity to compete for, managerial and executive training or other career development opportunities.  Self-nominations should be invited and encouraged, as well as nominations made by managers and supervisors.

· By October 1, 2001, Headquarters Air Force, Major Commands, Direct Reporting Units, Field Operating Agencies, and Personnel Flights will evaluate training and education facilities, curricula, and delivery media to determine accessibility.  This will include a review of career development and related programs, i.e., Worker Trainee, Developmental Opportunity Program, Student Career Experience Program, intern programs, Air Force Career Programs, etc., to maximize developmental opportunities.  Information on accommodations for training and development is available through the Computer/ Electronic Accommodations Program and must be included in the recruitment material.

· At all levels within the Air Force where work force demographics are reported, include disability.

· Supervisors of employees with disabilities must review and implement their mentoring responsibilities as outlined in AFI 36-3401, Air Force Mentoring.

· Disability awareness training will be included in appropriate courses.  Issues that may be covered include disability culture awareness, eliminating attitudinal barriers, communication between disability and non-disability communities, and transforming organizations to accommodate cultural differences.

- MONITORING AND EVALUATING PROGRESS -

Collects and maintains data to monitor the success in achieving

 a higher percentage of people with disabilities in the work force.

· All Air Force activities are expected to regularly monitor work force data, especially elements concerning work force composition, as set out in EEOC Management Directives.  Periodic surveying of the work force, and evaluating the resulting data, will determine progress and successes.  In turn, the data will be used to develop internal recruiting strategies and work force planning initiatives. 

· During performance reviews, rating and reviewing officials must evaluate efforts and successes of their managers in diversity hiring and development.

· Senior leadership is encouraged to recognize managers and supervisors whose recruiting, hiring, developing, and promoting efforts of those with disabilities are commendable.
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