AFFIRMATIVE ACTION PLAN FOR EMPLOYMENT

OF PERSONS WITH DISABILITIES

OCTOBER 1, 2001 TO SEPTEMBER 30, 2002

U.S. Department of Energy Albuquerque Operations Office

P.O. Box 5400, Albuquerque, New Mexico  87185-5400

POLICY STATEMENT

on

Selective Placement Program for Persons with Disabilities

It is the policy of the Department of Energy (DOE) Albuquerque Operations Office to support the Selective Placement Program for persons with disabilities.  To that end, we recruit and hire qualified persons with disabilities (including employees who become disabled after appointment) to the fullest extent possible and provide them an opportunity to develop and advance as DOE employees.

SIGNATURE:______________________________________________DATE:___________

Yolanda Ruiz


Equal Employment Opportunity


  and Diversity Program Manager


Office of Equal Opportunity

SIGNATURE_______________________________________________DATE: ___________



W. John Arthur, III


Manager

1. OBJECTIVES:

a. Achieve full commitment to program goals.

b. Delegate appropriate authority to direct and accomplish program goals.

c. Include sources of persons with disabilities from external recruitment sources.

d. Assure that persons with disabilities receive equal opportunity in hiring, placement, and retention.

e. Assure that program policies and procedures for merit promotion, upward mobility, and training programs provide equal opportunity for persons with disabilities to participate on an equal basis.

f. Ensure accessibility of buildings and facilities.

g. Maintain data collection systems for purposes of program assessment and planning.

h. Evaluate program status and achievements in a systematic manner.

2. RESPONSIBILITIES

a. The Manager:


The Manager has ultimate responsibility for achieving affirmative action results within the Albuquerque Operations Office.

b. Director of the Office of Human Resources and Training (OHRT):
(1) Provides for the integration of the affirmative action program for disabled persons into the day-to-day personnel management program.

(2) Assures that adequate resources are allocated to achieve program objectives.

(3) Designates the Selective Placement Coordinator (SPC) for individuals with disabilities.

(4) Assures that the merit promotion plan, awards, upward mobility, and training programs provide an equal opportunity for disabled veterans and persons with disabilities to participate.

(5) Assures that personnel specialists are kept abreast of special appointing authorities and other relevant staffing provisions that promote the hiring of persons with disabilities, and utilize them whenever feasible.

(6) Coordinates with supervisors their responsibilities on employee development of disabled employees.

(7) Assures that necessary accommodations are provided for disabled employees attending training.

(8) Coordinates job restructuring, if necessary, with supervisors and SPC.

c. The Equal Employment Opportunity (EEO) and Diversity Program Manager:

(1)  Assures that established program goals and objectives meet the requirements as set forth in management directives issued by the EEO Commission.

(2)  Assures that an internal data system is implemented for purposes of program assessment and planning.

(3)  Assures that the reporting requirements for the affirmative action program for disabled persons are met.

(4) Publicizes the affirmative action program in order to create a local office awareness of the abilities of disabled employees and to dispel myths and misconceptions about their qualifications, capabilities, and needs.

(5) Assists in providing reasonable accommodations to disabled employees when necessary.

(6) Assures that disabled employees engaged in training courses are provided, when necessary, special assistance.

(7) Assures that resource groups, which service disabled persons, are included in local recruitment efforts.

(8) Provides counseling for disabled applicants and employees who believe they have been discriminated against based on their disability.

(9) Reviews promotion certificates to insure managers and supervisors are considering the disabled in order to meet affirmative action goals.

(10)  Maintains a budget for special accommodations such as interpreters, Braille literature for training purposes, computer equipment, etc.

(11)  Advises senior management of issues affecting disabled employees.

(12) Oversees the program to ensure that all aspects of the program such as    accommodations, training, employment, etc., are executed.

(13)  Participates with other agencies, schools, and universities in Career Fairs.

d. The Selective Placement Coordinator:
(1) Maintains liaison with public and private organizations, state vocational rehabilitation agencies concerned with the training, rehabilitation, and employment of disabled persons.

(2) Counsel’s applicants and employees with physical/or mental challenges.

(3) Identifies disabled applicants for vacant positions.

(4) Coordinates with Staffing and Employee Relations Section, Committee for People with Disabilities, and the Office of Equal Opportunity (OEO) on recruitment of disabled applicants.

(5) Conducts training and orientation for managers and supervisors to improve their knowledge of the Selective Placement Program.

(6) Coordinates accommodation such as work site modifications, restructuring jobs, work schedule adjustments, modification of equipment or devices, etc.

(7) Attends career fairs where there is high volume of disabled applicants.

(8) Reviews, with personnel specialist, position and job descriptions to determine if they are restrictive to employment of disabled individuals.

e. Committee for People with Disabilities (CPWD):
(1) Assists OEO and OHRT in the recruitment, development, training and advancement of individuals with disabilities.

(2) Provides advice to disabled applicants/employees on all types of issues.

(3) Identifies transportation and work site barriers and suggests modifications to be made.

(4) Develops activities to provide awareness about the disabled in order to promote capabilities and qualifications of disabled persons.

f. Managers and Supervisors:

(1) Assure that policies concerning disabled employees and applicants are carried out within their respective organizations.

(2) Assure that equal employment opportunity applies to and is an integral part of all aspects of their personnel policies and practices in employment, advancement and treatment of employees who may be physically or mentally disabled.

(3) Provide staff involved with the affirmative action program for individuals with disabilities the opportunity to participate in training courses which will enhance their expertise in providing selective placement assistance.

(4) Assure that all vacant positions are reviewed to determine whether duties can be performed or restructured to accommodate a disabled person.

(5) Assure that Individual Development Plans are established for all employees including disabled employees to identify short-term and long-term career objectives and identify formal training, on-the-job training, potential cross training, and/or reassignments.

3.  DEFINITIONS:


a. Disabled Person, as defined in FPM Chapter 306, Subchapter 1, is one who:

(1) has a physical or mental impairment, which substantially limits one or more of such person’s major life activities;

(2) has a record of such impairment; or

(3) is regarded as having such impairment.

b. Physical or Mental Impairment:

Any physiological disorder or condition, cosmetic disfigurement, or anatomical loss affecting one or more of the following systems:  neurological; musculoskeletal; special sense organs; cardiovascular; reproductive, digestive; genito-urinary; hemic or lymphatic, skin or endocrine; or any mental or psychological disorder, such as mental retardation, organic brain syndrome, emotional or mental illness, and specific learning disabilities.

c. Reasonable Accommodation:


Adaptations or adjustments required to make the working environment suitable and usable for a disabled person without causing extreme hardship or expense to the employer.  Such accommodations may include:  modification of the work site; removal of physical barriers; provision of aids, devices, interpreters or assistants; modification of job tasks; changing work hours or schedules; placement in a position where a given disability constitutes less of a handicap to job placement or adapting written materials in a usable format for visually impaired persons.

d. Targeted Disabilities:


Disabilities targeted for emphasis in comprehensive affirmative action programs.  The disabilities and the codes that represent them on the Standard Form 256, “Self-Identification of Reportable Handicap,” are as follows:  deafness (16 and 17); blindness (23 through 25); missing extremities (28 and 32 through 39); partial paralysis (64 through 68); complete paralysis (71 through 78); convulsive disorders (82); mental retardation (90); mental illness (91); and distortion of limbs and/or spine (92).

The following action items are incorporated into the FY 2003 plan:

I.
Problem/Barrier Statement - need to retain the representation of persons with disabilities, and to also train, develop, and advance disabled individuals who are currently employed.

Objective:  To provide or improve internal advancement opportunities for employees with disabilities.

	ACTION ITEM


	RESPONSIBLE OFFICIAL
	TARGET DATE

	Disseminate a copy of the Annual Affirmative Action Program Plan for Persons with Disabilities to managers and supervisors.


	EEO and Diversity Program Manager
	October 2002

	Continue to advise managers and supervisors about the various options available for improving internal advancement opportunities for employees with disabilities.
	EEO and Diversity Program Manager and Staff
	Throughout FY 2003



	Continue to maintain contacts with various organizations, such as Career Services and Division of Vocational Rehabilitation, in promoting employment for persons with targeted disabilities.


	Selective Placement Coordinator/CPWD/

Recruitment Manager OEO Special Emphasis/

EEO Counselor Program Manager


	Throughout FY 2003



	As appropriate, utilize excepted appointing authorities and other relevant staffing provisions that promote the internal advancement of disabled employees.
	OHRT
	Throughout FY 2003


Objective:  To provide or improve internal advancement opportunities for employees with disabilities.

	ACTION ITEM


	RESPONSIBLE OFFICIAL
	TARGET DATE

	Make reasonable accommodations for employees with known disabilities.  Accommodations may include specialized equipment, facility modifications, and adjustments to work schedules or job duties.
	Selecting Officials

OEO/SPC/OCTS/OHRT
	Throughout FY 2003



	For vacant positions not restricted to DOE/AL employees, accept applications from individuals with disabilities.
	OHRT/Selective Placement Coordinator
	Throughout FY 2003



	Continue to monitor AL’s vacancy announcements on weekly basis.
	OEO Staff
	Weekly

Throughout FY 2003



	Establish Individual Development Plans and regular career development counseling for all employees including disabled employees to identify short term and long term career objectives and identify formal training, on-the-job training, potential cross training and/or reassignments.


	Supervisors/Managers

OHRT
	On-going

	Provide career counseling to all AL employees.
	OHRT
	Throughout FY 2003


Objective:  To provide or improve internal advancement opportunities for employees with disabilities.

	ACTION ITEM


	RESPONSIBLE OFFICIAL
	TARGET DATE

	Maintain career development programs such as:  Executive Potential Program, AL Fellowship Program, Women’s Executive Leadership Program, and SES Candidacy Program.


	OHRT
	Throughout FY 2003

	Provide opportunities for supervisors, managers, and employees to attend awareness/sensitivity, and other diversity training.


	EEO Officer/OEO/OHRT


	Throughout FY 2003



	Provide opportunities for supervisors and managers to attend training on the requirements for reasonable accommodations for persons with disabilities.
	EEO Officer/OEO/OHRT

CPWD
	Throughout FY 2003


 II.  Problem/Barrier Statement:  Assure that buildings and facilities are accessible to persons with disabilities whether in a work environment or when training courses are held away from DOE/AL facilities.


Objectives:  To continue to modify the work site and remove 


   physical barriers in order for buildings to be accessible for persons with disabilities.

	ACTION ITEM


	RESPONSIBLE OFFICIAL
	TARGET DATE

	Ensure training facilities are accessible to individuals with disabilities, prior to finalizing a contractual agreement.
	OHRT
	Throughout FY 2003

	Assure that buildings and facilities at AL are accessible to persons with disabilities.
	Barrier Committee/

CPWD/OCTS
	Throughout FY 2003
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PLAN FOR SPECIAL RECRUITMENT PROGRAM

Agencies are to establish and maintain special recruitment programs for individuals with disabilities and specified severe disabilities.  The purpose is to obtain applications from qualified individuals with disabilities.  Revised and improved plan for special recruitment program is required unless:

A.   the agency met its previous year’s employment objectives.



(if so, check here:  [  ])

or

B.   the number of applications received from persons with targeted disabilities was at least two

       times the number of accessions that would have been necessary to achieve the objectives.



(if so, check here:  [  ])

IF NEITHER OF THESE CONDITIONS HAS BEEN MET, list recruiting strategies that will be instituted so that the agency can meet its current employment objectives.

Due to downsizing and reorganization, the Albuquerque Operations Office has been under an external hiring freeze, except for a few intern positions, for all of FY02.  However, we will continue to work closely with the Special Emphasis Program Managers and the Office of Equal Opportunity when filling positions internally through merit promotion, detail, or reassignment.  The Special Emphasis Programs will be encouraged to participate in recruiting at Job Fairs to promote AL's diverse programs. Additionally, the Albuquerque Operations Office implemented a policy that requires all detail and reassignment opportunities with some exceptions to be announced by a solicitation for interest.  This provides information and opportunities for developmental assignments to everyone. 

There were some major recruitment efforts in FY 2002 that resulted in hiring 28 summer hires, and interns.  NNSA will aim for a significant reduction in Federal staffing over the next five years.  When vacancies do occur, priority consideration will be given to applicants including disabled persons in accordance with the Department of Energy's Career Transition Assistance Program.  However, if there are no displaced or surplus applicants, priority consideration will be given to applicants in the following order:  1) Albuquerque Operations Office employees, 2) Career Transition Assistance Program employees, 3) other Department of Energy employees, 4) Interagency Career Transition Assistance Program employees from other Federal agencies in the commuting area who have lost their jobs, 5) civil service employees with career or career-conditional status, Veteran Readjustment Act (VRA) eligible, 30% disabled veterans, individuals with disabilities, and other who may be eligible for special employment programs.

Because of the hiring moratorium, the focus this past year has been on internal advancement opportunities.  The focus this year will be on internal and/or advancement opportunities.  AL will maintain the following development programs in order to provide or improve these opportunities:
Aspiring Leader Program:  Prepares GS 5/7 levels for positions as team leaders, supervisors and managers.

Mid-Level Leadership Development:  Provides GS 11/12/13 supervisory/managerial training and developmental opportunities for high-potential employees (mid-level leadership development program).

Executive Potential Program:  Designed primarily for GS 13/14/15 occupational specialists at the journeyman level who are transitioning into management as a second profession.

AL Fellowship Program:  A full-time work-related post-graduate study at an accredited university for GS-13-15. 

SNL Weapon Intern Program:  To accelerate the development of engineers and scientists in their understanding of the enduring stockpile and the science-based stockpile stewardship tools processes and techniques to keep the stockpile safe, secure, and reliable in the absence of underground nuclear testing. 

Clerical/Secretarial Training Program:  To provide participants training and GS 1/4 work experience that will enable them to be successful in Federal government employment, and providing the skills and training needed to successfully compete for future technical/administrative positions within AL.

Technical Intern Development Program:  To provide AL with a continuing highly GS 5/9 qualified technical personnel pool at entry and middle level positions.

Leadership Development Program:  A program designed to provide management and leadership training and appropriate developmental experiences to high-level employees.

Senior Executive Service (SES) Candidacy Program:  The purpose of the Candidacy program is to train or develop senior people for potential SES assignments.

Additional recruitment efforts include participation, by our Special Emphasis Programs, in conferences and job fairs to solicit interest and recruit minorities, women, and people with disabilities.   AL also places recruitment advertisements in minority publications.

The AL tracks the pool of applicants by minority representation and people with disabilities to determine if the recruitment efforts being used are effective in attracting applicants with diverse backgrounds.  Optional ethnic origin forms are used to obtain information on ethnicity as well as disabilities.  The information obtained from this source is used for statistical purposes only.

The AL strongly encourages selecting officials to conduct interviews for all positions, particularly supervisory and team leader positions (GS-13 and above).  When there is a need for an interview or ranking panel, an Equal Opportunity/Diversity Representative participates in the process.   The EEO Office reviews all selection certificates prior to selection.

Since July 2000, the Office of Equal Opportunity (OEO) has been meeting with selecting officials prior to selection on GS-14 and above positions to provide statistics of the organization by grade level and occupation identifying areas of under-representation by group.  As of March 4, 2002, the Office of Equal Opportunity expanded advisory services to GS-13 and above positions in order to provide the statistics of the organization by grade level and occupation identifying areas of under-representation by group. 

The Site Offices and Federal Agency Facility Command Centers are being contacted by telephone.

Additional recruitment efforts include participation, by our Special Emphasis Programs, in conferences and job fairs to solicit interest and recruit minorities, women, and people with disabilities.   AL also places recruitment advertisements in minority publications.

FACILITY ACCESSIBILITY
A.  LIST ANY UNMET OBJECTIVES FOR BARRIER REMOVAL THAT WERE ESTABLISHED IN PREVIOUS SUBMISSIONS BUT HAVE NOT BEEN ACCOMPLISHED.  REMOVAL STRATEGIES ARE TO BE REVISED SO THAT THESE OBJECTIVES CAN BE ACCOMPLISHED PRIOR TO THE END OF THE FISCAL YEAR COVERED BY THIS PLAN.

	OBJECTIVES

STRATEGIES

No objectives were identified in the FY 2002 report.
	ORIGINAL

TARGET DATES
	REVISED

TARGET DATES
	REMOVAL


B.  LIST ADDITIONAL OBJECTIVES FOR BARRIER REMOVAL DURING THE PERIOD COVERED BY THIS PLAN.

OBJECTIVES

At this time, there are no additional objectives for barrier removal; however, facilities will be monitored throughout FY 03 for any potential barrier removal. 

REPORT ON FACILITY ACCESSIBILITY
DESCRIBE YOUR AGENCY’S BARRIER REMOVAL ACTIVITY DURING THE REPORTING YEAR.

A.  SUMMARIZE YOUR AGENCY’S BARRIER REMOVAL ACTIVITY.

The AL Safety and ADA Projects completed in FY2002 to assist individuals with disabilities included an ADA concrete ramp and actuated buttons project; concrete steps, sidewalks and curb demolition and upgrade project, Energy Training Center electrical transformer; north parking lot project and DOE/AL safety related project installation of concrete barricades.  The cost of these modifications was $25,578.43. 

Ergonomic accessories and special adaptive devices were purchased. The cost of these evaluations and materials was $500.00.  

B.  IS GSA PROVIDING ASSISTANCE WITH BARRIER REMOVAL?


[X] NOT APPLICABLE     [ ] YES     [ ] NO; DESCRIBE

C.  DESCRIBE ANY DIFFICULTIES THAT HAVE BEEN ENCOUNTERED IN ATTEMPTING TO REMOVE BARRIERS THAT REMAIN IN AGENCY FACILITIES.


Not applicable.

D.  DESCRIBE ACTIONS BEING TAKEN TO OVERCOME DIFFICULTIES DESCRIBED IN ITEM “C” ABOVE.


Not applicable.

AGENCY INITIATIVES AND NOTEWORTHY ACCOMPLISHMENTS

Workforce Analysis - Employees with Disabilities
As of 6/29/02, employees with disabilities comprise 5.3% (66/1235) of the work force at AL.  Employees with targeted disabilities at AL comprise 1.2% (15/1235) of the total work force.  68.8% (11/16) of AL's employees with targeted disabilities are employed in Professional and Administrative positions, and range from GS-9 to GS-15.

Promotions – Employees with Disabilities

During FY 2002, 207 employees were promoted by either merit promotion selections or career ladder promotions. Of the 207 employees promoted 13 (6.3%) of AL’s employees with disabilities were promoted.

Career Development
The Albuquerque Operations Office Employee Resource Center (ERC) was established in June 1997.  The ERC provides career development training, career transition information and services to both our local and remote site employees.  Employee benefit information is also available to aid employees in making the right choices on their benefits and retirement planning.  The center is accessible for all employees featuring ergonomic computer/information stations and closed-caption videos.

Promotion and Awareness Activities

Due to heightened security on base, the Committee for People With Disabilities was not able to hold their celebrations.

	Department of Energy Analysis of Work Force:

White Collar (SC) Grade Levels Part 1

	CATEGORY
	GS-1
	GS-2
	GS-3
	GS-4
	GS-5
	GS-6
	GS-7
	GS-8
	GS-9
	GS-10
	GS-11
	GS-12
	GS-13
	GS-14
	GS-15
	SES
	OTHER
	TOTAL

W/C

	TOTAL 

WORKFORCE
	5

0.5%
	2

0.2%
	5

0.2%
	19

1.5%
	10

0.8%
	35

2.8%
	40

3.2%
	53

4.3%
	43

3.5%
	64

5.2%
	93

7.5%
	166

13.4%
	229

18.5%
	256

20.7%
	77

6.2%
	15

1.2%
	125

10.1%
	1235

100%

	Not Identified


	0
	0
	0
	0
	2

1.7%
	2

1.7%
	 2

1.7%
	1

0.9%
	4

3.4%
	3

2.5%
	11

9.3%
	22

18.6
	22

18.6
	28

23.7%
	18

15.3%
	2

1.7%
	1

0.9%
	118

100%

	No Disability


	4

0.3%
	2

0.2%
	3

0.3%
	18

1.5%
	7

0.6%
	28

2.4%
	34

2.9%
	52

4.5%
	40

3.4%
	64

5.5%
	86

7.4%
	157

13.4%
	218

18.6%
	246

21.0%
	75

6.4%
	15

1.3%
	120

10.3%
	1169

100%

	Reportable Disability 
	1

1.5%


	0

0%
	0

0%


	1

1.5%
	3

4.6%
	7

10.6%
	6

9.1%
	1

1.5%
	3

4.6%
	0

0%
	 7

10.6%
	9

13.6%
	11

16.6%
	10

15.2%
	2

3.0%
	0

0%
	5

7.6
	66

100%

	Total Targeted Disability
	0

0%
	0

0%
	0

0%
	0

0%
	1

6.7%


	2

13.3%
	0

0%
	0

0%
	1

6.7%
	0

0%
	1

6.7%
	1

6.7%
	4

26.6%


	2

13.3%
	2

13.3
	0

0%
	1

6.7%
	15

100%

	Deafness *


	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

100%

	Blindness*


	0

0%
	0

0%
	0

0%
	0

0%
	1

33.3%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

33.3%
	0

0%
	1

33.3%
	3

100%

	Missing Extremities*
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

50%
	1

25.0%
	0

0%
	0

0%
	0

0%
	0

0%
	2

100%

	Partial*

Paralysis
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

100%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

100%

	Complete*

Paralysis
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

25.0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

25.0%
	0

0%
	1

25.0%
	0

0%
	1

25.0%
	0

0%
	0

0%
	4

100%

	Convulsive* Disorder 
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

33.3%
	0

0%
	0

0&
	0

0%
	1

33.3%
	1

33.3%
	0

0%
	0

0%
	0

0%
	3

100%

	Mental*

Retardation
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%

	Mental Illness* 
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	1

50%
	1

50%
	0

0%
	0

0%
	0

0%
	2

100%

	Distortion* IMB/Spine 
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%
	0

0%


*Disabilities targeted for emphasis in comprehensive affirmative action programs.

**Composite of EK, EN, EJ, & SL pay categories

PART 1: PROGRAM PLAN UPDATE

FOR THE PERIOD OCTOBER 1, 2001 THROUGH SEPTEMBER 30, 2002

NUMERICAL OBJECTIVES (GOALS) FOR EMPLOYMENT OF PERSONS WITH SPECIFIED SEVERE DISABILITIES

Agencies are to use this format to establish numerical objectives for the period October 1 through September 30.  Anticipated changes in the work force are taken into account as objectives are calculated on the basis of losses from the work force as well as accessions.  The planned rate of accessions (if any are anticipated) must be adequate to achieve the desired work force profile as of September 30.  Guidance is provided in Appendix B of this directive.

   






Anticipated Changes in Work Force

	
	From October 1, 2001
	To September 30, 2002

	Losses (Total Work Force)
	               -26
	               -2.1%

	
	
	

	Losses with Handicap Reported
	               - 1 
	               -1.5%

	
	
	

	Losses with Targeted Disabilities
	               - 0
	                - 0%

	
	
	

	Accessions (Total Work Force)
	               +80
	                6.5%

	
	
	

	Accessions with Handicap Reported
	                +5
	                .40%

	
	
	

	Accessions with Targeted Disabilities
	               +1
	                 .08%    


	
	Work Force Profile:

Actual Data as of

September 30, 2001
	Anticipated Changes in Work Force from October 1 to September 30, 2002
	Work Force Profile:  Anticipated Data as of September 30, 2002

	Total work force
	1261
	100%
	-26
	-2.1%
	1235
	100%

	Handicap Reported
	67
	5.3%
	-1
	-1.5%
	66
	5.3%

	Targeted Disabilities
	17
	1.3%
	      -2
	11.8%
	15
	1.2%


*Calculate this percentage by dividing the number + or – by the corresponding number in the work force profile as of the beginning of the reporting period.

Numerical Objectives for the Period October 1, 2001 to September 2002:

a. Total number of accessions of persons with targeted disabilities: 


1
b. Percent of accessions of persons with targeted disabilities:



0.8%

c. Total number of persons with targeted disabilities on board 

as of September 30, 2002:






15

d. Percent of total work force with targeted disabilities as of 

September 30, 2002:







15

PART 2:  REPORT OF ACCOMPLISHMENTS

FOR THE PERIOD OCTOBER 1, 2001 THROUGH SEPTEMBER 30, 2002

Affirmative Action Program for

Individuals with Handicaps

STAFFING COMMITMENT

Provide data indicating staffing commitments as of September 30, 2002.  Include selective placement coordinators, handicapped program managers, and other key staff assigned to the affirmative action program for individuals with handicaps.  Do not include equal employment opportunity counselors and other personnel processing complaints of discrimination on the basis of handicap.

a.    Headquarters personnel with nationwide responsibility:

(1) Agency-wide responsibility (department-wide, if applicable)

Number of persons:         13



Total staff years (full-time equivalents allocated to the program_______________________

(2) Responsibility for Major Operating components (if none, indicate not applicable)

Number of persons:           2


Total staff years (full-time equivalents allocated to the program_______________________

b. All other personnel (not accounted for above) at headquarters, in component agencies, or in field installations responsible for management and coordination of the program.



	Percentage of Time

Allocated to the Program
	 Indicate Number

In Each Group



	1-5%
	6

	6-10%
	

	11-25%
	7

	26-75%
	

	76-100%
	

	
	


c.
Number of agency personnel offices with appointing authority:____________________

SUMMARY OF ACCOMPLISHMENTS IN AFFIRMATIVE ACTION PROGRAM FOR EMPLOYMENT OF  INDIVIDUALS WITH HANDICAPS – TOTAL WORK FORCE

	
	Total Work force
	Persons with Handicaps
	%
	No

Handicap
	%
	Other 01 and not Available
	%
	Persons with targeted Disabilities
	%

	Sept.30, 2002
	 1235
	51
	5.3%
	1169
	.9%
	-0-
	0
	15
	1.2%

	Objective
	n.a
	n.a
	n.a
	n.a
	n.a
	n.a
	n.a
	n.a
	n.a

	
	
	
	
	
	
	
	
	
	


Total number of Accessions from

  Oct. 1, 2001 to Sept. 30, 2002   

80    

Total number of losses from

   Oct. 1, 2001 to Sept. 30, 2002   

2  



Special Recruitment Program – Accessions and Losses – Targeted Disabilities

	
	
	Deaf

(16-17)
	Blind

(23-25)
	Missing Extremities

(28, 32-38)
	Partial Paralysis (64-68)
	Complete Paralysis

(71-78)
	Convulsive Disorders

(82)
	Metal Retardation

(90)
	Mental Illness

(91)
	Distortion IMB/Spine

(92)

	On-board persons 

with targeted disabilities
	
	0
	3
	2
	1
	4
	3
	0
	2
	0

	Applications from Oct. 1,2001 to Sept. 30, 2002
	
	*
	*
	*
	*
	*
	*
	*
	*
	*

	Accessions from Oct. 1,2001 to Sept. 1,2002
	
	0
	1
	0
	0
	0
	0
	0
	0
	0

	Losses from voluntary & involuntary separations

From Oct. 1,2001 to Sept. 30, 2002
	
	0
	0
	0
	2
	0
	0
	0
	0
	0

	On-board persons with targeted disabilities as of Sept. 30, 2002
	
	0
	3
	2
	1
	4
	3
	0
	2
	0


* Information not available.

SUMMARY OF ACCOMPLISHMENTS IN AFFIRMATIVE ACTION PROGRAM FOR EMPLOYMENT OF INDIVIDUALS WITH HANDICAPS – (TEMPORARY  WORK FORCE)

	
	Total Workforce

(TEMP)
	Persons with Handicaps

(TEMP)
	%
	No

Handicap

(TEMP)
	%
	Other 01 and not Available

(TEMP)
	%
	Persons with targeted Disabilities

(TEMP)
	%

	Sept.30, 2002
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Objective
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	


Total number of Accessions from

  Oct. 1, 2001 to Sept. 30, 2002   

0

 

Total number of losses from

   Oct. 1, 2001 to Sept. 30, 2002 

0    



Special Recruitment Program – Accessions and Losses – (TEMPORARY) Targeted Disabilities

	
	
	Deaf

(16-17)
	Blind

(23-25)
	Missing Extremities

(28, 32-38)
	Partial Paralysis (64-68)
	Complete Paralysis

(71-78)
	Convulsive Disorders

(82)
	Metal Retardation

(90)
	Mental Illness

(91)
	Distortion IMB/Spine

(92)

	On-board persons 

with targeted disabilities
	
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Applications from Oct. 1,2001 to Sept. 30, 2002
	
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Accessions from Oct. 1,2001 to Sept. 1,2002
	
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Losses from voluntary & involuntary separations

From Oct. 1,2001 to Sept. 30, 2002
	
	0
	0
	0
	0
	0
	0
	0
	0
	0

	On-board persons with targeted disabilities as of Sept. 30, 2002
	
	0
	0
	0
	0
	0
	0
	0
	0
	0


DEPARTMENT OF ENERGY

REASONABLE ACCOMMODATION

REQUESTS FOR FY 2002

Field or Headquarters name and location:

Albuquerque Operations Office, Albuquerque, NM

Name and telephone number of person completing this form:

Daniel T. O’Shea, (505) 845-6365

	NAME OF REQUESTOR
	DESCRIBE REASON FOR & ACCOMMODATION REQUESTED
	DATE OF REQUEST AND DISPOSITION OF/OR STATUS OF REQUEST

	Negative Report
	Negative Report
	 Negative Report

	
	 
	


13
15

