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Pursuing Extraordinary Talent

VISION: The Department of Education successfully achieves its strategic vision of organizational excellence through being a model employer of Individuals with Disabilities.
INTRODUCTION
The U.S. Department of Education’s (ED) human capital focus is to ensure that diversity, inclusiveness and respect are integral parts of its day-to-day management and work. The focus of its core mission is to ensure equal access to educational opportunities.  In order for ED to carry out its mission, it must set a strong example in its own workforce and continue to acknowledge, appreciate, and respect the differences recognized in every employee.

ED’s workforce is comprised of 4,601 permanent and temporary employees who work in 21 Principal Offices (PO) headquartered in Washington, DC and 10 regional offices around the country. 
EXECUTIVE ORDER 13548

Increasing Federal Employment of Individuals with Disabilities Major Objectives 
· Develop an agency specific plan and mandatory training programs on increasing employment.

· Designate a senior-level official for agency accountability.  

· Implement plans and increase the utilization of Schedule A hiring authority, including participation in internships, fellowships, training, and mentoring programs.   

· Work to improve, expand, and increase successful return to work outcomes for those who sustain work-related injuries as defined under Federal Employees’ Compensation Act (FECA). 

The Department, in alignment with White House Executive Order 13548 is working to ensure diversity in its workforce to create a positive work environment where all employees have the opportunity to reach their full potential and maximize their contributions to achieve ED’s mission. ED’s hiring goal for Individuals with Disabilities is seven (7) percent (an average of 468 employees) of all ED’s hires, and two (2) percent (average of 139 employees) for individuals with targeted disabilities. The Department’s goal is to establish appropriate referral processes to meet the hiring target each year.  
The Department’s, Human Capital and Client Services (HCCS) will work closely with the Office of Personnel Management (OPM), to build its inter-agency network, as it applies best practices and model strategies for successful recruitment of individuals with disabilities.  
WHY DEVELOP A PLAN FOR INDIVIDUALS WITH DISABILITIES (IWD)?  
The business case for the development of this IWD Plan is simple: (1) we must first communicate a commitment to establish collaborative relationships internally and externally, (2) ED is committed to being a model employer of individuals with disabilities. To successfully achieve this goal, ED’s senior leadership must collaborate and ensure accountability to strategically achieve the Fiscal Year (FY) 2011 through FY 2015 hiring targets outlined below.  

 AGENCY OVERVIEW AND INTENDED IMPACT
Individuals with Disabilities Hiring Goals

The Department maintains a relatively stable workforce and the percentage of employees with non-targeted disabilities (5 percent) and targeted disabilities (1 percent) have remained constant from FY 2008 through FY 2010.  Please see Table 1 below which provides a 3-year trend analysis of ED’s workforce, including individuals with disabilities to include both targeted and non-targeted.

Table 1: Disability Workforce Composition 

	Table 01 – Department of Education FY 2008 Through FY 2010 Total Workforce with Disability Composition

	Workforce Disability Status
	FY 2008
	Percentage
	FY 2009
	Percentage
	FY 2010
	Percentage

	NOT IDENTIFIED
	239
	5.50%
	223
	5.28%
	219
	4.82%

	NO DISABILITY
	3,851
	88.65%
	3,748
	88.71%
	4,040
	88.93%

	NON-TARGETED DISABILITIES
	195
	4.49%
	199
	4.71%
	224
	4.93%

	TARGETED DISABILITIES
	59
	1.36%
	55
	1.30%
	60
	1.32%

	DISABILITIES
TOTAL
	254
	5.85%
	254
	6.01%
	284
	6.25%

	ED’s Total Workforce
	4,344
	100%
	4,225
	100%
	4,543
	100%


Data Source: FPPS Datamart - FY 2010 Hiring Report as of pay period ending September 25, 2010.
MISSION CRITICAL OCCUPATIONS

INDIVIDUALS with DISABILITIES vs. INDIVIDUALS without DISABILITIES 
Individuals with Disabilities occupy every mission critical occupation in the Department. Of the 14 Mission Critical Occupations (MCOs)  identified by the Department, Individuals with Disabilities make up 6.4 percent of the total population hired; and of the 3,280 staff members currently serving in MCOs, 211 are Individuals with Disabilities.   Consequently, 163 (5 percent) of employees did not identify their disability status.
  ED will hire Individuals with Disabilities in all 23 occupations, which includes the 14 MCO’s. ED’s efforts to recruit individuals with disabilities will be well distributed across the following series and grades:

	Title
	Series

	Vocational Rehabilitation Program Specialist
	GS-101

	General Administration
	GS-301

	Misc. Clerk and Assistant
	GS-303

	Office Automation Clerk
	GS-326

	Computer Specialist
	GS-334

	Management /Program  Analyst (Grants Management Duties Only)
	GS-343

	Equal Opportunity Specialist
	GS-360

	Auditor
	GS-501

	Accountant
	GS-510

	Financial Management Specialist/Audit Resolution Specialist
	GS-511

	Attorney
	GS-905

	Loan Analyst/Institutional Review Specialist/Case Management Specialist
	GS-1101

	Title
	Series

	Contract Specialist
	GS-1102

	Education Program Specialist
	GS-1720

	Information Technology Specialist
	GS-2210



Data Source: FPPS Datamart - FY 2010 Hiring Report as of pay period ending September 25, 2010.
Highest Number of Individuals with Disabilities Employed

An examination of mission critical occupations shows that the highest number of Individuals with Disabilities employed fall within the following occupations: 0905 - Attorney at 10 percent , 0301 – General Administration at 11 percent, 1101 - Loan Anal20yst/Institutional Review Specialist at 13 percent, and 0343 - Management and Program Analyst at 20 percent.
[image: image2.png]HIGHEST NUMBER OF INDIVIDUALS WITH
DISABILITIES EMPLOYED IN MCOs

» y =0905- Attorney

2000% 0301-General Administration
15.00%
1101-Loan Anayist/Institutional
10.00% Review Specialist

5.00% 0343-Management and

Program Analyst

0.00% -~




Data Source: FPPS Datamart - FY 2010 Total Workforce Hiring Report as of pay period ending September 25, 2010.
HIRING PROJECTIONS
The workforce demographics indicate that 1.3% of ED employees will become eligible to retire offering of the Voluntary Early Retirement Authority (VERA), Voluntary Separation Incentive Payments (VSIP) that relates to challenges within the next five years, thus potentially coupled at continued non-retirement attrition will result in a slightly higher turnover at ED than in the past.  These two factors –Department size and retirement decision may have a slight impact on hiring projection opportunities and retention of talent with disabilities. The Department, however, remains committed to improving employment opportunities for Individuals with Disabilities across all mission critical occupations and grade levels.  The following is a projection of hiring increases for the out years. 
	Hiring Percentage/Number to Achieve
	FY 2011

Baseline (Target)
	FY 2012 (Target)
	FY 
2013 (Target)
	FY 2014 (Target)
	FY
 2015 (Target)

	Total Individuals with Disabilities
	7.0%
	7.5%
	8.0%
	8.5%
	9.0%

	Individuals with Targeted Disabilities
	2.0%
	2.5%
	3.0%
	3.5%
	4.0%


Based on ED’s three year retention rate of individuals with disabilities, especially targeted disabilities, ED’s HCCS will monitor, track progress closely, and re-evaluate hiring and retention goals frequently, on at least quarterly intervals. Monitoring the progress made towards meeting the projections will assist in determining ED’s appropriateness to modify its strategic focus as its hiring climate changes.
STRATEGIC FOCUS
Regulatory mandates highlighted in this plan support Executive Order 13548, signed by President Obama on July 26, 2010, which celebrates the 20th Anniversary of the Americans with Disabilities Act (ADA) and Executive Order 13163. Collectively, these mandates ensure that the Federal Government, as the Nation's largest employer, becomes a model for the employment of Individuals with Disabilities. 

This plan will have the following four strategic focus areas which align with the Executive Order requirements:

The Executive Order 13548, to demonstrate its strong commitment to this initiative, integrates the government-wide goal of hiring 100,000 individuals with disabilities into the Federal Government over the next 5 years and includes individuals with targeted disabilities into its overall human capital strategy.  The human capital Time-to-Hire and Strategic Workforce Planning efforts of the Department will help to align with and monitor the plan’s effectiveness. 
The components and strategic metrics of the plan align with guidance in consultation with and, as appropriate, subject to approval by the Office of Personnel Management (OPM) and the Office of Management and Budget (OMB). The plan includes performance targets as well as numerical goals for employment of individuals with disabilities and of individuals with targeted disabilities.
In accordance with the guidance outlined by OPM’s key strategies, this plan addresses ED’s planning efforts covering FY 2011 through 2015 and includes the following: 

· Principal Office strategies to recruit, hire, and retain individuals with disabilities, including individuals with targeted disabilities; 

· A description of how the department will increase return-to-work outcomes for employees who sustained work-related injuries and illnesses as defined under the Federal Employees Compensation Act (FECA);
· Signed Certification identifying the name of the Department senior-level official who will be accountable for enhancing employment opportunity options and return to work initiatives for individuals with disabilities and targeted disabilities within the Department; and
· A description of how ED will ensure the participation of appropriate principal office leaders in mandatory training to assess and increase the impact of leadership’s use of effective tools and hiring flexibilities to recruit, hire, and retain individuals with disabilities.
STRATEGIC FOCUS:  Recruitment and Hiring

The Department’s recruitment strategy will utilize technology, existing hiring flexibilities, such as OPM’s Schedule A hiring authority, Bender Consulting Shared Register of Candidates with Disabilities, and pre-hiring consultation with HCCS human resources staff.  The designated Human Resources (HR) Specialist, Division Director, and/or Branch Chief will meet with the Executive Officer and the hiring official(s) for the position to be posted, prior to filling any position. During the meeting the HR Specialist outlines the various hiring flexibilities and options available to the Principal Office (PO).  The HR Specialist, dependent upon the expressed needs of the PO, provides the hiring official with a pre-screened Certification Listing of Schedule A applicants, to include listings of individuals with disabilities and targeted disabilities.  HCCS will strongly encourage hiring officials to consider these certifications for several reasons: provides quality applicants, reduces time to obtain an applicant, and resource savings.  All aid in assisting the Department to meet its mission and overall recruitment and hiring goals.

ED will provide opportunities which increase the use of Schedule A, Excepted Service hiring authority for individuals with disabilities.  This is being accomplished at ED by referring Schedule A certificates from the OPM contractor, and increased selection of individuals with disabilities through student hiring, internships, training and mentoring programs, and fellowships such as the Presidential Management Fellows (PMFs) program. 
STATEGIC FOCUS: Enhancing Agency Retention
The importance and success of any hiring initiative rests with the leadership, more specifically, with senior leadership of the Department in recognizing this business reality.  Each agency is required to designate a senior-level agency official to be accountable for enhancing employment opportunities for individuals with disabilities and individuals with targeted disabilities. The Department’s Chief Human Capital Officer (CHCO) is accountable for developing and implementing the agency's plan, creating opportunities to educate senior officials, and developing recruitment and training programs that will facilitate the employment of individuals with disabilities and targeted disabilities. In implementing its retention strategies, ED provides training and development, mentoring, reasonable accommodation programs, combined education of managers, application of afford, and equitable performance management processes
Employment Opportunities for Students with Disabilities
tc  \l 1 "EMPLOYMENT OPPORTUNITIES FOR STUDENTS"In addition to other appointing authorities, ED will continue to employ students with disabilities through student employment programs to ensure greater emphasis on these employment strategies to recruit and retain students with disabilities. ED 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 Department will also seek opportunities to implement a Student Career Experience Program (SCEP) component to complement disability and diversity recruitment efforts.  
· Participates in the Workforce Recruitment Program (WRP), which employs students with disabilities in many offices throughout the Department.  ED continues 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 are 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.
· The PMF Program is another opportunity to hire talent. It is a two-year, entry-level career development and training program designed to attract Masters and Doctoral students in a variety of academic disciplines.  ED continues to participate in the PMF program and seeks additional opportunities to employ graduate students with disabilities.  Upon successful completion of the two-year internship, PMFs are eligible for conversion to permanent status.  
· The Pathways Program, once fully implemented, will encompass the SCEP, STEP, and PMF. The Pathways Program is a new design which will offer additional employment opportunities for individuals with disabilities. ED will explore how Pathways might help to support all of its employment diversity initiatives once guidance is outlined by OPM.
· Works with the Principal Offices to improve outreach efforts through traditional ways such as campus visits, as well as and targeting of professional organizations and publications and using technology in recruiting to serve the interests of people with disabilities. ED provides staff members (particularly those individuals with disabilities) the opportunity to participate in campus visits to recruit students with disabilities through the WRP.
· Improves awareness of student employment programs through its HCCS hiring consultations with managers and supervisors as additional avenues to attract students with disabilities to the Department’s workforce.  HCCS takes advantage of OPM’s leadership role in identifying accredited schools and programs with a high concentration of students with disabilities, and will explore tailoring OPM master cooperative education agreements for use at ED
Additional Student Hiring Innovations and Collaborations

Project Search is a school-to-work transition program for DCPS high school students with developmental disabilities who are aging out of school-based programs.  The students spend their last year of high school at the workplace, dividing their time between classroom instruction and work experience.  The department is partnering with Project Search leadership to accomplish the programmatic goal to ready all graduates from the program for competitive employment.  Seven students were in the department during 2010. Each rotated through various Principal Offices during the department’s inaugural year with Project Search.  The Department extended an employment offer to one of the students in 2011.  ED provides onsite support with a fulltime DC Public Schools (DCPS) teacher and two job coaches.
STRATEGIC FOCUS: Return to Work for Individuals with Disabilities

Here at the Department of Education, in the Office of the Human Capital and Client Services we offer the assistance to our principal offices the opportunity to access the duties of the injured employee and provide the necessary accommodations to return injured employees back to a safe and healthy work environment.
The Department will make special efforts, to the extent permitted by law, to ensure the retention of those who are injured on the job and are prepared to return to work. This includes working to improve, expand, and increase successful return-to-work outcomes for employees who sustain work-related injuries and illnesses as defined under the FECA.  HCCS works directly with the Principal Office hiring official to increase available targeted job opportunities and individual accommodations each fiscal year.  This helps ED to meet its goal to remove the disincentive for FECA claimants to return to work. 
The Department of Education is dedicated to incorporating the seven goals of President Obama’s Protecting Our Workers and Ensuring Reemployment (POWER) INITIATIVE plan. ED will utilize strategies to effectively return injured employees back to work. The following strategies include: the opportunity to work part time, telecommuting, modifying work duties, modifying schedules, and implementing reasonable accommodations to provide employees with the tools and resources they need to carry out their responsibilities.  The strategies will assist injured workers to return to work in a suitable time, reduce lost time injury rates, and production rates. ED currently does not have a plan in place for injured workers. However, the department coordinates return-to-work outcomes with the Department of Labor’s Office of Workers’ Compensation Program (OWCP) utilizing the strategies and accommodations available to injured employees.
STRATEGIC FOCUS: Training of Managers and Human Resources Professionals
New regulatory mandates as well as creative innovations by the Department’s Learning and Development Division will lead the efforts in this area.  Training of employees and managers will be enhanced and strongly supported through recent legislative changes.  The Department has invested significant financial aid and human resources toward this effort and will continue its training and education in the areas of employee information and management knowledge enhancement.  

ED has mandatory trainings available to managers and supervisors that assist with Human Capital (HC) policies and procedures. The course HC Essentials Supervision Skills training course is required for all new supervisors to take within their first year of becoming a supervisor. The HC Essential Supervision Skills trainings are held online and in a classroom setting. The Essentials Supervision Skills Follow-Up course is held 2-4 months after the training. These two trainings assist supervisors with knowledge of effective recruiting, hiring, and retaining individuals with disabilities. This training program for supervisors will assist in hiring and retaining Individuals with Disabilities.
STRATEGIC METRICS

This plan answers three questions related to the Department’s commitment in hiring individuals with disabilities. They are: 
· What are we doing?

· When do we plan to do it?

· How will we measure the results?
OUTCOME METRICS:
Strategy A Recruit and Hire: Recruit and hire individuals with targeted and non-targeted disabilities that assist the Department in accomplishing its mission.
	Action Item(s)  

	FY  2011
	FY 2012
	FY 2013
	FY 2014
	FY 2015

	1.Develop Individuals with Disabilities Activities FY 11Project Plan to update annually and coordination with EEOS

	Use internet, intranet, and e-mail systems to assist in recruiting individuals with disabilities and to raise awareness of ED
	Post quarterly tracking reports by PO of IWD hires
	Post quarterly tracking reports by PO of IWD hires
	Post quarterly tracking reports by PO of IWD hires
	Post quarterly tracking reports by PO of IWD hires

	2. Launch OPM Reporting Tool
	All OPM mandated IWD reports will be completed and ready for internal leadership review at least 2 weeks prior to the deadline
	Provide PO quarterly updates
	Provide PO quarterly updates
	Provide PO quarterly updates
	Provide PO quarterly updates

	3. Increase Job Opportunity Announcements (JOAs) that include information related to Individuals with Disabilities/Targeted Disabilities
	19% of JOAs include information
	50% of JOAs include information

	60% of JOAs include information

	70% of JOAs include information

	80% of JOAs include information



Strategy B: Develop Organizational cultural strategies that can enhance the Departments retention of Individuals with Disabilities.
	Action Item (s)


	FY 2011

	FY 2012

	FY 2013

	FY 2014

	FY 2015


	1. Collaborate annually with EEOS, HCCS, and Hiring Managers on competency gaps, training objectives, scheduling and process for implementing Mandatory training to ED’s management officials.
	55% of Stakeholders participate
	60% of Stakeholders participate
	65% of Stakeholders participate
	70% of Stakeholders participate
	75% of Stakeholders participate

	2.  Conduct Informal Lunch and Learns on Disabilities topics and leading practices
	Annually
	2 Per Year
	  3 Per Year
	4 Per Year
	4 Per Year

	3. Create FAQs for hiring managers on non-competitive hiring authorities 
	Release Inaugural FAQ’s
	Update Annually
	Update Annually
	Update Annually
	Update Annually


Strategy C:  Develop strategies that facilitate the efficient and effective return to work of Individuals with Disabilities.

	Action Item (s)


	FY 2011
	FY 2012
	FY 2013
	FY 2014
	FY 2015

	1. Collaborate with Workers Compensation Specialist to update report.
	Annually
	Bi-Annually
	  Quarterly
	    Monthly
	Monthly

	2. Provide status reports of RTW data.
	Annually
	Bi-Annually
	 Quarterly
	    Monthly
	Monthly

	3. Actively market various non-competitive hiring programs to meet workforce goals 
	Annually
	Bi-Annually
	Quarterly
	Quarterly
	Quarterly


Strategy D:  Develop mandatory training programs for both human resources personnel and hiring managers on the employment of Individuals with Disabilities.
	Action Item (s)


	FY 2011
	FY 2012
	FY 2013
	FY 2014
	FY 2015

	4. Educating and developing communications tools for managers to train hiring officials on the use of various non-competitive hiring authorities
	   Q3
Develop initial framework
	Q4
Update training and offer updates 
	Q4
Update training and offer updates
	Q1
Update training and offer updates
	        Q4
Update training and offer updates

	5. OPM Individuals  with Disabilities Data                                                                                                             
	   Q2
Provide PO/ Managers annual updates
	Q2
Provide PO/ Managers annual updates
	      Q2 
Provide PO/ Managers annual updates

	       Q2 
Provide PO/ Managers annual updates

	        Q2 
Provide PO/ Managers annual updates


	6. Create and Update FAQs for hiring managers on non-competitive hiring authorities 
	   Q4
Issue initial FAQs
	Q4
Annual update
	Q4
Annual update
	      Q4
Annual Update
	        Q4
Annual update
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ED’s leadership realizes that effective efforts to change workforce demographics require valid data, data-driven decisions, leadership, and management accountability.  HCCS and EEOS staff regularly monitors data concerning workforce composition, as set forth in OPM guidance and EEOC Management Directives.  

HCCS and EEOS will continue using Datamart, ED’s data management system, to track long-term employment data and trends and analyze the results to evaluate the effectiveness of its strategies. Periodic quarterly reviews of this data will determine if ED is making progress toward achieving greater employment of people with disabilities in support of the President’s Executive Order.   
HCCS and EEOS staff will continue collaborating and partnering on the following initiatives to help achieve hiring goals: 
· Implement disability Executive Order;

· Engage and train managers on Schedule A hiring authority and resources;
· Collaborate with key ED disability partners and champions, strengthening  internal   partnerships to reach greater results; and
· Strongly encourage Principal Offices to utilize diversity trends and demographics in workforce planning efforts.
OVERALL PROGRESS MONITORING AND EVALUATION MATRIX
	Strategy  and Progress Outcome
	FY  2011
	FY 2012
	FY 2013
	FY 2014
	FY 2015

	Strategy A: Recruit and hire individuals with targeted and non-targeted disabilities that assist the Department in accomplishing its mission.
	____MET

___NOT                   MET
	       ___MET

___NOT    MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET

	Strategy B:  Develop organizational cultural strategies that can enhance the Department’s retention of individuals with disabilities.
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET

	Strategy C:  Develop strategies that facilitate the efficient and effective return to work of  individuals with disabilities
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET

	Strategy D:  Develop mandatory training programs for both human resources personnel and hiring managers on the employment of individuals with disabilities.
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET
	____MET

___NOT MET


APPENDIX (1)
Special Appointing Recruitment Authorities

· 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(u), for hiring Individuals with Intellectual Disabilities, Severe Physical Disabilities, or Psychiatric Disabilities and have documentation from a licensed medical professional (e.g., a physician or other medical professional certified by a state, the District of Columbia, or a U.S. territory to practice medicine); a licensed vocational rehabilitation specialist (i.e., state or private); any Federal agency, state agency,  agency of the District of Columbia, or a U.S. territory that issues or provides disability benefits may apply for non-competitive appointment through the Schedule A (5 C.F.R. 213.3102(u)) hiring authority. They may qualify for conversion to permanent status after two years of satisfactory service.

· 5 CFR 315.604 for hiring veterans with disabilities 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 316.201(b) for hiring worker-trainees for programs such as the Welfare to Work program.  On 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, ED may utilize the worker-trainee authority as an additional tool to increase employment opportunities for people with disabilities under the Welfare to Work program.

APPENDIX (2)
OPM Shared List of People with Disabilities
New users can gain access to the Shared List by completing the following steps:

Step 1: Join the OPM Shared List of People with Disabilities Contact Group

· Join the Contact Group 

https://max.omb.gov/maxportal/register/group/AGY-OPM.DISABILITIESHIRING 
1. If you already have a MAX account, you will automatically be added to the group.

2. If you do not yet have a MAX account, you must first fill out a short registration form. The form can be found at: https://max.omb.gov/maxportal/registrationForm.action.  Once you’ve completed the registration form, you will automatically be added to the group. 

Step 2: Visit the OPM Shared List online

· Go to the Homepage at https://max.omb.gov/community/x/SpEZIQ for the OPM Shared List. 

· View helpful resources, search the shared list for candidates, and view resumes.

Step 3: Have Questions?
· For more information on registering for or using the Community or the Shared List, contact MAXSupport at maxsupport@omb.eop.gov or 202-395-6860.

Additional Information

For additional information regarding this shared list, please contact Jesse Frank at 202-606-0040 or Jesse.Frank@opm.gov.
TRAINING of MANAGERS and HR PROFESSIONALS


Engage and train ED hiring officials on Schedule A hiring and provide resources to align with training of managers.





RETURN to WORK for INDIVIDUALS with DISABILITIES


Align diversity trends and demographics in workforce planning efforts to assist persons to return to work





ENHANCING AGENCY RETENTION


Collaborate with key ED disability partners and champions to enhance agency retention





RECRUITMENT and HIRING


Align Recruitment and Hiring efforts to Implement Executive Order signed by President Obama on July 26, 2010.
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