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OVERVIEW OF THE GENERAL SERVICES ADMINISTRATION (GSA)
GSA was established by President Harry Truman on July 1, 1949, to streamline the administrative work of the federal government.  GSA consolidated the National Archives Establishment, the Federal Works Agency and its Public Buildings Administration, the Bureau of Federal Supply and the Office of Contract Settlement, and the War Assets Administration into one federal agency tasked with administering supplies and providing workplaces for federal employees. 
GSA’s original mission was to dispose of war surplus goods, manage and store government records, handle emergency preparedness, and stockpile strategic supplies for wartime. GSA also regulated the sale of various office supplies to federal agencies and managed some unusual operations, like hemp plantations in South America.
Today, through its two largest offices, the Public Buildings Service (PBS) and the Federal Acquisition Service (FAS), and various staff offices, GSA provides workspace to more than one million federal civilian workers, oversees the preservation of 425 historic buildings, facilitates the purchase of high-quality, low-cost goods and services from quality commercial vendors, and influences the management of $500 billion in federal assets.









GSA ORGANIZATIONAL UNITS
Federal Acquisition Service - Supports the mission of government agencies by ensuring a positive, efficient and compliant buying experience.
Public Buildings Service - Provides superior workplaces for federal customer agencies at good economies to the American taxpayer.
Office of Government-wide Policy - Ensures that government-wide policies encourage agencies to develop and utilize the best and most cost-effective management practices for the conduct of their specific programs.
Office of the Chief Financial Officer - Ensures that GSA operates in a compliant and efficient manner by providing accurate, cost-effective financial and performance analysis, reporting and advice.
Office of the Chief People Officer - Works to attract, motivate, develop and retain GSA employees through the implementation of effective programs, policies and operations regarding human capital.
Office of the Chief Information Officer - Pursues new ways of applying computing and communications technology to the practical problems of information management in order to reduce the cost and improve the quality of government services, reduce technology risk, and share the results of projects throughout the federal sector.
Office of Congressional & Intergovernmental Affairs - Serves as advisor to the Administrator and supervises and maintains agency liaison with all members of congress and congressional committees. 
Office of Citizen Services & Innovative Technologies - Serves as the nation’s focal point for information and services offered by the federal government.
Office of Small Business Utilization - Promotes increased access to GSA’s nationwide procurement opportunities.
Office of Communication & Marketing - Focuses on conveying information about GSA to federal employees and external audiences, including the media, agency customers, stakeholders, and the American public.
Office of General Counsel - Provides sound and timely legal advice and representation to GSA clients to enhance their ability to help federal agencies better serve the public by offering, at best value, superior workplaces, expert solutions, acquisition services and management policies.
Office of Civil Rights - Ensures equal opportunities and nondiscrimination in GSA programs and activities.
Office of Emergency Response & Recovery - Ensures that GSA maintains a constant state of readiness to perform its essential functions in response to emergencies, and prepares for the swift resumption of normal operations during emergency situations.
Office of Inspector General - Promotes economy, efficiency, and effectiveness within GSA and works to prevent and detect fraud, waste, and abuse in the agency's programs and operations.
Board of Contract Appeals - Hears and decides contract disputes between government contractors and executive agencies.







  MISSION
GSA’s mission is to use expertise to provide innovative solutions for our customers in support of their missions and by so doing foster an effective, sustainable, and transparent government for the American people.
VISION
GSA means excellence in the business of government. GSA has a more diverse range of business lines compared with any number of large corporations. Excellence in the business of government means meeting customer expectations for high value, effectiveness and efficiency.  GSA is a leader in government sustainability efforts and strives for Zero Environmental Footprint (ZEF).

STRATEGIC GOALS
Innovation:  Develop new and better ways of conducting business that result in more productive and effective federal policies and administrative operations. GSA strives to provide our customers with the best solutions to address their needs.
Operational Excellence: Improving our bottom line.  GSA strives to ensure that offerings provide best value, low cost, convenience and high quality by effectively managing its performance.  
Customer Intimacy:  Understanding the needs of each customer to improve our ability to deliver best solutions.  GSA strives for highest customer satisfaction by customizing real property, products and services solutions that best respond to customer needs.     
GSA strives to establish and maintain customer confidence and dependency to provide best-in-class solutions to the Federal government in terms of products, services, policies and real property.  The best-in-class standard requires solutions that are tailored, well-coordinated and continue to provide best value, reliability, and convenience.  GSA’s customers and the American public deserve best-in-class solutions that provide the government with greater efficiency and effectiveness.  
GSA has a significantly diverse range of business lines to ensure that it can respond to the needs of its customers.  The commitment of GSA’s workforce toward understanding the expectations, needs and requirements of their customers is an essential component to mission success.   In order for GSA to be successful, its workforce must provide proactive, knowledgeable, and change-oriented expertise about GSA products and services that address core customer needs and enable customers to have the greatest capacity for success in accomplishing their missions.  
GSA’s workforce must stay abreast of latest product and service advancements to ensure that it provides customers with the best solutions.   It collaborates with its customers, its vendors and the Federal government to produce best solutions, better performance and results and transparency.  By improving GSA performance, GSA customers have a greater ability to succeed.  This partnership ensures best value for the American public.   
GSA has some responsibilities that focus on governmental socio-economic obligations, such as helping small businesses to grow and prosper and leading by example in areas such as sustainability, open government, energy conservation, historic preservation, and environmental responsibility.

 (
GSA’s Core Values
Integrity
Accountability and Transparency in Operations 
Effective Leadership 
Responsible Decision-Making
)







GSA strategies focus on innovation; operational excellence; and customer intimacy. The General Services Administration’s 2007-2012 Strategic Plan provides the foundation for ensuring that the organization is well aligned in meeting or exceeding its human capital goals.  There are seven human capital goals that align with the organization needs regarding recruitment, acquiring, motivating, and rewarding a high performing workforce:

1. Ensure strategic and organizational alignment;
2. Ensure continuity and quality of executive leadership;
3. Compete for and retain a workforce that is talented and effectively deployed;
4. Promote a diverse workforce;
5. Create a culture that motivates employees for high performance; 
6. Promote a culture and climate of knowledge sharing and continuous learning and improvement; and
7. Provide a working environment where employees can be most productive.

Each of these seven goals addresses an aspect of the human capital management landscape that GSA believes to be of critical importance for mission accomplishment. The Human Capital Strategic Plan (HCSP) includes an assessment of the agency workforce, its diversity, the human capital needs, and provides a framework for the Regions, Services and Staff Offices in driving continuous improvement toward greater effectiveness, efficiency and regulatory compliance.  

The HCSP includes GSA’s Human Capital Vision: Skilled Employees in the Right Jobs, At the Right Time, Focused on the Right Work and Doing it Right.  This vision provides GSA with a well-rounded framework to improve workforce recruitment, retention and development efforts to ensure that GSA achieves a highly talented, competent, and diverse workforce which includes disabled veterans. 

GSA’s affirmative employment efforts are designed to promote the recruitment, hiring, retention, training and advancement of persons with disabilities, persons with targeted disabilities, and qualified disabled veterans, giving special emphasis to those who are 30% or more disabled.  Managers are urged to take a direct role in assuring consideration of persons with disabilities, persons with targeted disabilities, and disabled veterans, and that reasonable accommodations are made available.

In support of executing Executive Order 13548,Increasing Federal Employment of Individuals with Disabilities, GSA has adapted the framework of the Federal Government-wide Model Strategies for Recruitment and Hiring of People with Disabilities Plan to increase the employment of people with disabilities.  GSA will employ each of the strategies and actions listed below to support the goals of the Executive Order and become a model employer of people with disabilities/targeted disabilities.  

Strategy #1:  Develop a Solid Foundation – GSA will develop the foundation necessary to accomplish the goals set by the President in the Executive Order.

Strategy #2: Evaluate the Hiring Processes – GSA will identify and revise criteria and standards that are unnecessarily restrictive and potentially exclude people with disabilities.

Strategy #3: Indentify Qualified People with Disabilities through Existing Resources – GSA will focus on resources currently in existence and explore new opportunities that can help the agency make progress towards the goals set by the President in the Executive Order.
 
Strategy #4: Focus on Student Programs – GSA will look to students as a viable source of qualified people with disabilities. Specifically, when recruiting for internship programs, ensure that we include students with disabilities.

Strategy #5:  Become a Model Employer of People with Disabilities/Targeted Disabilities – GSA will deploy targeted human resource strategies to support the retention and career development of employees with disabilities.

Strategy #6: Use Innovative Approaches to Provide Reasonable Accommodations – GSA will assure appropriate and timely assessment and provision of reasonable accommodations, including access to assistive technology, for employees with disabilities. 

These strategies will be aligned with the GSA seven human capital goals to support the overall Federal Government-wide disability hiring initiative.  

 (
GSA’s mission is to use expertise to provide innovative solutions for our customers in support of their missions and by so doing foster an effective, sustainable, and transparent government for the American people.
)	ROLES AND RESPONSIBILITIES OF KEY STAKEHOLDERS 		   General Services Administration senior leadership is committed to increasing the hiring of people with targeted and non-targeted disabilities to include disabled veterans. The following outlines some responsibilities for key stakeholders.
GSA Administrator:
· Ensure GSA leadership is committed to supporting the presidential initiative on the recruitment, hiring and retention of people with disabilities.
· Communicate to all Heads of GSA Service and Staff Offices and Regional Offices leaders, strategies to increase the hiring and retention of people with disabilities to include disabled veterans.

Chief People Officer, Human Resources Division Directors:
· Lead the organization in implementing GSA’s Human Capital Goals with proper accountability systems to measure outcomes.
· Ensure that the Disability Hiring Plan is linked to the organization vision and goals for strategic management of human capital to support the hiring throughout GSA.
·  Advocate and communicate the GSA Administrator’s vision and commitment to support the increase of people with disabilities throughout GSA.
· Educate hiring managers on Schedule A hiring flexibilities. 
Disability Program Manager:
· Establish relationships with the Office of Disability Employment Programs, Department of Labor, and others on programs that provide developmental training opportunities to people with disabilities.
· Collaborate with servicing human resources staff and managers to identify and consider qualified disabled applicants for job opportunities.
· Collaborate with active hiring managers who have open vacancy announcements.
· Provide career counseling to disabled applicants and advocate the employment of people with disabilities throughout GSA.
· Coordinate disability recruitment activities throughout GSA.
· Develop and conduct annual training sessions for all hiring managers and human resource practitioners. 




PROFILE OF GSA’s DISABILITY WORKFORCE
The following chart shows the GSA Workforce is comprised of 104 people with targeted disabilities and 711 people with 
non-targeted disabilities.

	People with Targeted Disabilities
	People with Non-Targeted Disabilities

	104
	711



                   


In FY2010 GSA hired 14 people with disabilities using the Schedule A hiring authority.  The total GSA workforce is comprised of .80% of people with targeted disabilities and 5.52% of people with non-targeted disabilities while GSA’s total workforce is comprised of 12886 personnel. In support of Executive Order 13548 Increasing Federal Employment of Individuals with Disabilities GSA’s goal is to increase the number of people hired with targeted disabilities to 3% over the next five years. At the same time, GSA has set a goal to increase the number of people hired with non-targeted disabilities to 8% over the next five years.  In order to achieve these targets GSA will hire 320 people with disabilities over the next 5 years or 64 people with disabilities per year. Of the 320 people who will be hired 285 of them will be people with targeted disabilities.


STRATEGY #1: Develop a Solid Foundation – GSA will develop the foundation necessary to accomplish the goals set by the President in the Executive Order.

· The GSA Administrator has appointed a senior Agency official in the Office of the Chief People Officer who is accountable for enhancing employment opportunities for individuals with disabilities within the agency and for meeting the goals of the Executive Order.

· As a subset of the Labor Management Forum, GSA has established a subcommittee for Reasonable Accommodations. The subcommittee is composed of GSA management, as well as labor union representatives from the American Federation of Government Employees, AFL-CIO (AFGE) and the National Federation of Federal Employees, IAMAW/AFL-CIO (NFFE).The subcommittee was formed to examine reasonable accommodation laws and regulations and to conduct a gap analysis to identify program strengths, weaknesses and opportunities for improvement.

· GSA will conduct mandatory training for Senior leadership, hiring managers, HR staffing and employee relations specialists on the agency's plan to promote employment opportunities for people with disabilities, including use of the Schedule A authority for people with disabilities and Reasonable Accommodations.   The training will be made available through GSA Online University and be tracked to ensure that all required employees complete the training.

· GSA has a Disability Program Manager in place to advise management on disability recruitment, hiring, advancement and retention. The Disability Program Manager is trained in Schedule A for people with disabilities and other excepted hiring authorities, the Rehabilitation Act, Reasonable Accommodation requirements and responsibilities and on how to conduct workforce representation analysis, developing recruitment strategies, and establishing contacts with external recruitment sources to reach individuals with disabilities.

· The Disability Program Manager will organize an agency disability recruitment task force made up of human resources staff, EEO staff, current employees with disabilities, and managers who have hired people with disabilities. The taskforce will help the agency establish a network of disability recruitment resources and take a critical look at current policies and practices in the public and private sector as they pertain to attracting, hiring, promoting, and retaining people with disabilities.  

· GSA will review and update all employment information and recruitment materials to ensure accessibility for people with disabilities. Ensure that all information posted on the agency's Internet and Intranet sites is reviewed for Section 508 compliance and, in particular, screen-reader compatibility. Employment information will also be made available in alternate formats such as large print, Braille, and CD. 

STRATEGY #2:  Evaluate the Hiring Processes – GSA will identify and revise criteria and standards that are unnecessarily restrictive and potentially exclude people with disabilities.

· GSA will continue to use plain language in vacancy announcements stating that the agency will make reasonable accommodations for qualified applicants or employees with disabilities, except when doing so would pose an undue hardship on the agency. All job announcements will also state that GSA is an equal opportunity employer and will encourage candidates with disabilities to apply. Vacancy announcements are posted on the Internet.  In addition, GSA will use targeted outreach and advertising through various media, as appropriate to the staffing situation.	

· When conducting a job analysis, HR professionals will review the agency's eligibility criteria and any agency-specific qualification standards for positions and identify and revise criteria and standards that are unnecessarily restrictive and potentially exclude people with disabilities.

· In accordance with EEOC Management Directive (MD)715, the Disability Program Manager will work with the EEO/Civil Rights office to collect, maintain, and analyze applicant flow data and to examine existing recruitment programs and hiring practices to identify and eliminate any barriers to recruiting/hiring individuals with disabilities and, in particular, individuals with targeted disabilities. 

· GSA will continue to take advantage of the special appointing authorities available when employing people with disabilities. These special appointing authorities include:  

· 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. 
· 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 A, 5 CFR 213.3102(gg), for hiring people with psychiatric disabilities.  This excepted authority is used to appoint persons who have demonstrated their ability to perform satisfactorily under a temporary appointment or who are certified as likely to be able to perform the essential functions of the job, with or without reasonable accommodation.  Upon completion of two years of satisfactory service under this authority, the employee can be converted to competitive status.
· 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 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 allows any agency to appoint the veterans non-competitively under a status quo appointment that may be converted to permanent status at any time. 
· 5 CFR 316.302(b)(4) and 5 CFR 316.402(b)(4) 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 VA within the preceding year as having a compensable service-connected disability of 30 percent or more.  They may be converted to permanent status at any time during the appointment.
STRATEGY #3:  Indentify Qualified People with Disabilities Through Existing Resources – GSA will focus on resources currently in existence that can help the agency make progress towards the goals set by the President in the Executive Order. Some existing resources that GSA will continue to use are:
· State Vocational Rehabilitation Agencies (SVRAs) and the U.S. Department of Veterans Affairs (DVA) are excellent potential recruitment sources.  They provide counseling, evaluation, training and other services to individuals with disabilities, including disabled veterans.  Vocational Rehabilitation Agencies (VRA) can assist with information regarding accommodations, effective retention strategies, Americans with Disabilities Act (ADA) compliance, and sensitivity training for GSA offices.  They play a critical role in certification of candidates for applicable Schedule A appointing authorities.

· The Job Accommodation Network (JAN) provides 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 managed by the President’s Committee on Employment of People with Disabilities (PCEPD).

· The Workforce Recruitment Program for College Students with Disabilities (WRP) is a source of candidates for federal employment opportunities.  The WRP is managed by the PCEPD and the Department of Defense.  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 seeks to: (1) provide college students with disabilities the opportunity to obtain summer employment that may lead to permanent employment in the federal or private sector; and (2) break down attitudinal barriers held by employers and co-workers by demonstrating that people with disabilities can work successfully in a variety of jobs.  The Department has employed summer interns through the WRP for over six years, and plans to continue using the WRP as a source of candidates for temporary and permanent positions.

· Project ABLE is a national résumé bank that provides employers an easily accessible applicant pool of qualified job-ready individuals.  The résumé bank operates through the joint efforts of OPM, Social Security Administration (SSA), Rehabilitation Services Administration, Department of Veterans Affairs (VA) and State Vocational Rehabilitation Agencies (SVRA). The goal is to provide employers convenient access to quality human resources while providing training and employment services to eligible people with disabilities.

· OPM's Shared Register of Candidates with Disabilities. OPM, in collaboration with the Chief Human Capital Officer (CHCO) Council, established a contract to populate a shared register of individuals with disabilities who have an interest in working for Federal agencies and who satisfy the requirements of positions federal agencies are frequently required to fill. On a monthly basis, the current vendor will recruit, screen, and direct a minimum of 50 individuals with disabilities to the shared register. This register is sent bi-weekly to the CHCO Council, Deputy CHCOs and agency designated contacts. 

· Ticket-to-Work Employment Networks and Employment One-Stop Career Centers. The Ticket-to-Work Program provides people receiving Social Security benefits (beneficiaries) choices for receiving employment services. Under this program, the Social Security Administration (SSA) issues tickets to eligible beneficiaries who may assign those tickets to an Employment Network (EN) of their choice to obtain employment services, vocational rehabilitation services, or other support services necessary to achieve a vocational (work) goal. One-Stop Career Centers (One-Stops) were established under the federal Workforce Investment Act to provide a full range of job seeker assistance under one roof. One-Stops are located at a variety of locations in each state, with more than 3,200 centers across the country.

· Rehabilitation Services Administration (RSA), a component of the Department of Education that provides Federal funds in support of the Projects with Industry (PWI) program, the Centers for Independent Living (CIL) program, and the Migrant Seasonal Farm Workers (MSFW) program. Individuals receiving services from these programs are not always clients of state Vocational Rehabilitation Services programs. Often times, through the provision of independent living services, individuals with severe disabilities can reach a level of employment.

· GSA will also use the Internet and social media such as Face Book and Twitter to help recruit individuals with disabilities and raise awareness of the agency as an employer.

· GSA will develop an electronic mailing list of disability advocacy groups in the local geographic area. Send regular  notices to these organizations with all job openings and include a description of the Schedule A authority for people with disabilities and basic instructions on how to apply for a Federal job using this Schedule A authority. The notice is a great opportunity to reinforce the agency's commitment to become a model employer of people with disabilities.

· GSA will seek collaborative recruiting relationships with community and governmental groups to improve outreach and access to employment opportunities for minority individuals with disabilities. 

STRATEGY #4: Focus on Student Programs – In addition to other appointing authorities listed previously in this plan, the General Services Administration will continue to employ students with disabilities through student employment programs and will ensure greater emphasis on employment strategies to recruit students with disabilities.

· GSA currently uses the Student Temporary Employment Program (STEP) and offers employment opportunities to some students with disabilities through this program.  While continuing to use the STEP, the agency will also seek opportunities to implement a Student Career Experience Program (SCEP) component to complement disability and diversity recruitment efforts.  

· GSA participates in the Workforce Recruitment Program (WRP), described above, and has employed students with disabilities in many offices throughout the Department. GSA will continue to participate in this program and will work to achieve its goal of hiring more students through this program over the next five years.  Managers will be encouraged to use the WRP database to fill permanent positions as well as temporary positions, as many of the candidates are completing college or graduate degrees and are seeking permanent positions.

· GSA will improve awareness of student employment programs to managers and supervisors as additional avenues to attract students with disabilities to the agency’s workforce.  

· GSA will take advantage of the Office of Personnel Management’s (OPM) leadership role in identifying accredited schools and programs with a high concentration of students with disabilities.

· The Presidential Management Fellows (PMF) Program is a two-year, entry-level career development and training program designed to attract masters and doctoral students in a variety of academic disciplines. GSA will continue to participate in the PMF program and seek additional opportunities to employ graduate students with disabilities.  Upon successful completion of the two-year internship, PMFs are eligible for permanent status. 

· GSA will improve outreach efforts through campus visits and targeting of professional organizations and publications    serving the interests of people with disabilities. GSA will provide staff members (particularly those with disabilities) to participate in campus visits.

Strategy #5: Become a Model Employer of People with Disabilities/Targeted Disabilities – GSA will deploy targeted human resource strategies to support the retention and career development of employees with disabilities.

Currently, people with disabilities/targeted disabilities leave the Federal Government at a rate three times higher than of those without a disability. Retention is essential to making the investment that GSA is making to identify and hire qualified people with disabilities pay off.  Workforce demographics indicate that 40% of our current employees will become eligible to retire within the next five years.  Individual employees’ decisions to retire may result in somewhat greater turnover at GSA than in the past. In any case, the agency is committed to improving employment opportunities for people with disabilities across all career fields and grade levels.  Including temporary, student and summer hires, it is anticipated that GSA will hire approximately 5345 new employees over the next five years. The following job series have the greatest potential for placement opportunities: GS-301, GS-303, GS-326, GS-334, GS-343, GS-1176, GS-510, GS-1101, and GS-1102. 
The strategies and actions listed in this section should create an accessible, positive, and welcoming environment for job applicants and employees with disabilities.

· GSA will recruit from all sources when filling positions, including those in the Senior Executive Service and managerial and supervisory positions at grades GS-13 to 15, in an effort to attract a more diverse applicant pool, including candidates with disabilities.

· GSA will strive to make every aspect of the agency employment experience accessible to people with disabilities. This  includes facilities, programs, technology, websites, and the benefits and privileges of employment. 

· GSA will ensure employees with disabilities are provided training opportunities at the beginning and throughout their careers. GSA will provide reasonable accommodations in a timely manner to ensure all training programs are accessible. 

GSA employees are encouraged to prepare in consultation with their supervisors Individual Development Plans (IDP) to assist them through their career progression.  All employees are encouraged to participate in career development programs. GSA’s “Leadership Institute” provides focused leadership development programs that create future leadership potential, and ensures that the current leadership cadre has the essential knowledge and skills to build highly effective workplaces and achieve results. 

 The Institute offers the following agency wide programs that provide career development for all employees, including women, minority and disabled employees:

· Advanced Leadership Development (ALDP).  This program is built around GSA's Leadership Competencies, and allows employees to apply and compete for selection into a unique 12-month leadership development program.  

· The Leadership for New Supervisors Program (LNS).  This program creates an extended and intensive, leadership learning experience for new supervisors. Based on a foundation of the GSA Leadership Competencies, this program utilizes the best in adult learning principles, and corporate learning best practices, within a GSA-specific framework.  

· The Leading Edge Program (LEP).  This program is designed for new, transitioning or experienced supervisors, employees who want to develop increasing leadership capacity, and employees who want to become more competitive for senior leadership development programs.

GSA will work closely with nominating offices to ensure they are nominating employees with disabilities for these and other leadership programs.

GSA’s New Employee Celebrations:
GSA offers all new employees, through the New Employee Celebration, an opportunity to learn about their organization, and the mission, value and goals of the agency.  GSA also provided the following to improve opportunities for disabled employees in GSA’s workplace.

GSA’s Special Emphasis Programs:
All GSA Regions feature Special Emphasis Program activities to help increase diversity awareness.  During Disability Awareness month, arrangements are made for speakers, informative literature, posters, exhibits and performances from internal and external sources to help educate and foster an appreciation of employees with challenges.    
 
· GSA will use and publicize workplace flexibility strategies such as telework, flexi place, and flextime, including the availability of these flexibilities for people requiring reasonable accommodations, to enhance employment opportunities for individuals with disabilities.

· Agency leadership will encourage and participate in agency-wide events that publicize successful efforts to recruit and hire people with disabilities/targeted disabilities. Leaders will also promote the formation of an employee affinity group for employees with disabilities. Regular meetings with this group will provide leadership with the information they need to address issues impacting this community in the workplace. Both actions will demonstrate the agency's commitment to become a model employer of people with disabilities. 

· Supervisors/HR Personnel will conduct exit interviews of any person with a disability leaving Federal employment to collect information and develop data necessary to determine and eliminate barriers to retention. 

· As a means of helping injured and ill employees return to work, GSA will engage in an interactive process to determine the availability and appropriateness of reasonable accommodations. Such accommodations could include but are not limited to telework, temporary light duty assignments, and job reassignment. 

· Conduct appropriate succession planning that includes a strategy to recruit and retain people with disabilities for positions and career paths in which they are interested. Where staff input is sought, provide entry and mid-level employees with disabilities an opportunity to be included when planning for the agency's future management and leadership. 

· Share successful approaches for recruitment and hiring of people with disabilities through the CHCO Council and EEO Director Meetings as well as other venues, so that other agencies may benefit from this information. 

· Conduct Equal Employment Opportunity (EEO) training for new supervisors, which include reasonable 
      accommodation training to ensure that no qualified individual would be denied the opportunity for advancement solely           based upon of his or her disability.

· Create reports for senior leaders to evaluate progress on the disability hiring initiative.

· GSA will adopt a range of practices to assist employees’ return to work such as:

· Planning rehabilitation programs that recognize the existing skills, experience and capabilities of individual        employees and provide workplace training and placements, where appropriate. 
· Utilizing retraining and redeployment programs when it is not possible to return an employee to their previous duties. 
· Making arrangements with an approved provider to provide quality services tailored to the workplace or a specific injury type. 

· GSA will monitor quarterly return-to-work success under the President’s Protecting Our Workers and Ensuring Reemployment Initiative (POWER) to 

· Reduce total workplace injury and illness case rates; 
· Reduce lost time injury and illness case rates; 
· Analyze lost time injury and illness data; 
· Increase the timely filing of workers' compensation claims; 
· Increase the timely filing of wage-loss claims; 
· Reduce lost production day rates; and 
· Speed employees' return to work in cases of serious injury or illness. 

Strategy #6: Use Innovative Approaches To Provide Reasonable Accommodations – GSA will assure appropriate and timely assessment and provision of reasonable accommodations, including access to assistive technology for employees with disabilities. 

· GSA will review reasonable accommodation procedures and update them if necessary. Consistent with Executive Order 13164 (Requiring Federal Agencies to Establish Procedures to Facilitate the Provision of Reasonable Accommodations), GSA will submit to the EEOC any modifications to reasonable accommodation procedures at the time that those modifications are adopted.

· Establish/continue partnership with DOD Computer/Electronic Accommodations Program (CAP), a program that provides technology-based accommodations to interns and employees with disabilities at no charge to the agency.

· GSA will explore the establishment of a centralized fund to cover accommodation costs for which the agency is financially responsible. Further, GSA will make clear to management and staff that the determination of whether the cost of a particular accommodation represents an undue hardship is based, as a matter of law, on the agencies' overall budget, not the specific budget of the program office where the accommodation is needed. 




· Consult with the Job Accommodation Network (JAN), a service offered through the Department of Labor's Office of Disability Employment Policy. JAN provides expert accommodation information before, during, and after the recruitment and hiring process. It is a confidential service that allows any manager, applicant or employee to receive individualized information on his or her accommodation issue.

GSA is committed to equal opportunity for all individuals including people with disabilities.  Our affirmative employment efforts promote recruitment, hiring, training and advancement of qualified people with disabilities.  We will continue to explore ways to increase representation of disabled veterans and people with targeted and non-targeted disabilities.  


“You Can Do That Here” Recruitment Campaign 

GSA’s award-winning marketing campaign “You Can Do That Here” is for all levels of recruiting and continues to address a highly competitive recruitment market. The objective is to attract the brightest applicants with a compelling message of why they should consider joining GSA. The campaign includes a recruitment video that showcases and highlights GSA as an “employer of choice”. This video is used in conjunction with recruitment and display booths at career fairs and on college campuses to attract a diverse pool of candidates. This reinforces GSA’s appeal as a great place to work and is linked to the GSAJobs electronic application system, thus providing applicants with all of the information needed to apply online.  

GSA senior leadership will continue to monitor the efficiency and effectiveness of disability employment programs and will periodically make adjustments (if needed).  The Office of the Chief People Officer will continue to utilize statistical data and analysis to monitor the recruitment, hiring, and career development opportunities for people with disabilities.  In addition, we will keep managers and supervisors informed of the recruitment, hiring and career development/training activities for people with disabilities, on a recurring basis throughout the fiscal year.


GSA’s mission is to use to and transparent government for the American people.


People with Targeted Disabilities	People with Non-Targeted Disabilities	TOTAL WORKFORCE	104	711	12886	
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