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IRS Disabled Veterans Affirmative Action Program (DVAAP)

Accomplishments

Fiscal Year (FY) 2008
The IRS continues to successfully execute, upgrade, and maintain an all inclusive recruitment and marketing campaign targeting disabled veterans, especially those who are 30 percent or more disabled.  

1.  Methods used to recruit and employ qualified disabled veterans, especially those who are 30 percent or more disabled. 

The following are some of the primary components that highlighted the campaign in FY 2008:   

IRS utilized public vacancy announcements (i.e., USAJOBS, Career Connector, etc.), newspaper ads, current IRS employees, consultations with the Service-wide National Recruitment Cadre, and communication with regional vocational rehabilitation centers.  In FY 2008, the IRS established and implemented a multi-year initiative to increase the hiring of disabled veterans, participated in local job fairs, and ensured IRS vacancy announcements are displayed at local military bases.
Partnering Federal and state government agencies: 

The IRS promotes the concept of partnering with government and state agencies in an effort to recruit and employ qualified disabled veterans.  The IRS works with the Department of Veteran Affairs to introduce, inform, and educate potential disabled veteran candidates about career opportunities in the IRS by participating in monthly veteran workshops.  In Washington DC, the program manager for veteran's recruitment initiatives has participated in more than eight veteran workshops since being hired in February, 2008.  In the local Washington DC Veterans Rehabilitation and Employment venue more than two-hundred potential disabled veterans have gained knowledge about career opportunities, the IRS culture, and functioning business units resulting in numerous disabled veterans being hired.  In addition to utilizing traditional merit hiring, the IRS takes an interest in utilizing the special hiring authority’s when appropriate. The IRS has worked with the Department of Veterans Affairs Non-Paid Work Experience (NPWE) program for veterans interested in gaining valuable work experience in locations across the United States. 

The IRS has established relationships with the Government of the District of Columbia Washington, DC in conjunction to working on location with the Veterans Rehabilitation and Employment (VR&E) that provides career opportunities with veterans in the local Washington, DC area who have an interest in working for the IRS.   As a result of this shared vision and commitment, positive relationships have been created; disabled veterans have gained a better understanding in the culture and career opportunities available within the IRS. 

The success of the local veteran pilot workshop program has resulted in the development of a strategic recruitment plan to be presented to the Veteran Affairs, VR&E national employment coordinators for Fiscal Year 2009.  Coordinating efforts have been initiated to the IRS business unit managers and the employment coordinators that may have interest in participating.

Veterans Advocacy Outreach Participation: 

As part of our outreach efforts to veteran advocacy groups, the IRS has participated in Operation Warfighter (OWF) located at Walter Reed Medical Center in the Washington, DC area since October 2007.  The OWF program initially yielded single digit participants but has now increased in volume to as much as double-digit participation of military service personnel who may be separating from the military or recovering from injuries sustained in Iraq or Afghanistan.  At a minimum of once a month but totaling twelve visits this calendar year, a representative of strategic recruitment has participated in the employer briefings, and/ or a career symposium at Walter Reed Medical Center for military veterans injured during operations in Iraq and/ or Afghanistan.  The employer briefings provides military veterans with insightful information on the IRS and job opportunities while the career symposium is designed to be prepared to offer a transitioning disabled veteran with an opportunity to work for the IRS based on their qualifications and special skills.  As a result, numerous military veterans have been considered for positions based on business needs and their qualifications to fill existing vacancies.  The challenges with the program have been finding interested military personnel, qualified persons, and position vacancies available in the local area.

Partnerships was established with the Paralyzed Veterans of America (PVA) and the Blinded Veterans Association (BVA) located in the Washington, DC metro area during the period of March to May, 2008.   These two veteran organizations have a national membership with chapters in various regions of the country with 19,000 members in the PVA and 165,000, members in the BVA.  Building long-term relationships and creating a pool of qualified disabled veterans was one of the primary goals during the initial outreach to these non-profit organizations.  At a minimum, the program manager of veterans meet with each organization to discuss hiring initiatives and future strategic recruitment campaigns for disabled veterans on an as needed basis but minimum of once a quarter to maintain positive relations.  When an interest to recruit disabled veterans has been initiated by a business unit, the program manager for veterans reaches out to the veteran organizations.  In August 2008, the program manager for Veterans participated in the BVA Annual convention to discuss career opportunities within the IRS.  A disabled veteran who is a member of the PVA recently accepted an offer with the IRS as a program manager who qualifies and meets Schedule A requirements.  Five interviews have been scheduled for various positions within the IRS business units.

Another partnership was established with the American Legion who sponsors career fairs and a program called Hero’s to Home (H2O).  In March 2008, the meeting objective was to partner with the American Legion on upcoming events that involved seeking disabled veterans for employment opportunities.   Most recently in August 2008, the American Legion invited the IRS to participate in their annual convention job fair located in Phoenix, Arizona.  Numerous disabled veterans gained knowledge about the IRS and career opportunities in the Phoenix, Arizona and local areas during the IRS presentation overview.  Arizona Department of Economic Security Employment Administration veteran representatives were introduced and contact persons established for future projects in support of the IRS hiring initiatives.  

A joint partnership was established with the Wounded Warrior Program which is a non-profit organization headquartered in Jacksonville, Fl.  To date, the Wounded Warrior Program has provided candidates when business units had an interest in hiring disabled veterans.  


Career Fairs Sponsored and Attended:

The IRS Corporate Recruiters cadre attended numerous Veterans career events during FY 2008.  These include the following:

· Recruit Military- Phoenix, Arizona; Las Vegas, Nevada; Dallas, Texas; Seattle, Washington; Boston, Massachusetts; Atlanta, Georgia, and Denver, Colorado.  Additional locations include, Reston, Arkansas, Chicago, Illinois, and Sacramento, California

· Military Officers of America Association-  Washington, DC

· Military Stars- Dallas, Texas; Washington, DC; Jacksonville, Florida; San Diego, California; Atlanta, Georgia, and Baltimore, Maryland

· Military.com- Washington, DC and Los Angeles, California 

· Corporate Gray- Greenbelt, Maryland
· DOD Hire Heroes- San Diego, California

· Paralyzed Veterans of America- Omaha, Nebraska

· Veterans of Foreign Wars- Orlando, Florida

· American Legion- Phoenix, Arizona

· Salute our Heroes- New York, New York
Established third-party veteran recruiting web-sites 

The IRS has purchased memberships with www.Hireveterans.com and www.vetjobs.com in order to post specific business unit requested and mission critical vacancies externally.  Each veteran website is used to post external positions, recruit candidates, and refer based on position qualifications and the veteran’s qualifications.  As of August 2008, Hireveterans.com web-site has 27 positions posted with an average hit/ position of 61.33 hits per position (1,656 hits).  Currently, (as of September, 2008) on Vetjobs.com 109 positions have been posted in specific locations as well as across the country to help veterans have access to current vacancies within the IRS.  Currently, there has been an average of 137.43 hits (14,980 total hits) on the vetjobs.com website.   Additionally, Military.com is an internet website that is used as part of our methods to advertise and post positions to veterans interested in pursuing careers within the IRS.

Strategic Internal IRS Marketing and Networking

Promoting strategic recruitment, marketing and disseminating the veteran program to interested hiring managers within the various business units is an ongoing effort to network.  Internal marketing and news announcements have increased the interest and awareness throughout the IRS.  For example, intranet press releases in support of veteran programs and recent success stories posted on the IRS intranet has gained the interest of hiring managers within the various business divisions. Informally, word of mouth “success stories” on veteran hiring and recruitment by manager’s and recruiter’s has proven beneficial.  Scheduled meeting presentations, conference calls, and informal brainstorming sessions describing the business unit’s strategic approach to support the hiring initiative have resulted in commitments to consider disabled veterans for employment. Strategic recruiters in a combined effort to get information out about the Veteran Program have generated interest from hiring managers.  As a result of the various marketing methods, manager are considering and diversifying their labor market with qualified veterans.

Strategic External IRS Marketing, Networking, and Print Media:
· Create marketing, media flyers, and brochures that are military veteran specific

· Advertise placement opportunities in G.I. Jobs publications 

· Word-of-mouth, referrals by employees, and partnering with federal agencies
· Enhancements on  www.jobs.irs.gov career website to include an overview of information beneficial to disabled veterans 

· Initial contact with military installations on veteran recruitment initiatives

· The Office of the Chief Accessibility Coordinator (CAC), in partnership with Equal Employment Opportunity and Diversity (EEOD), developed three major goals to increase the hiring of disabled veterans:  1.) Effective Recruitment, 2.) Improve Retention Rates, and 3.) Develop and Promote Advancement Opportunities.  
· Staff members of CAC established partnerships with the Department of Veteran’s Affairs (VA) and Council of State Administrators of Vocational Rehabilitation (CSAVR).  
· In addition, CAC established a partnership with the Paralyzed Veteran’s of America (PVA) and several of the Stakeholders Partnership & Education Communication (SPEC) partners.  
· IRS continues to utilize the Department of Labor (DOL), and Workforce Recruitment Program (WRP) database as external sources for qualified candidates with disabilities.

The IRS established a partnership with Stars and Stripes Job Fair, which enabled IRS representatives to access their database.  We conducted specific searches for resumes of Veterans with skill-sets matching open positions within our Modernization and Information Technology Services (MITS).  MITS led the effort to establish a Disabled Veteran Corporate Immersion Event (DV-CIE) program, which is a quarterly event designed to introduce transitioning Veterans to the Federal Hiring system, to prepare them to gain federal employment by conducting resume workshops, mock job fair, and interviews.  The MITS Veterans Program Manager established networking relationships with numerous private, community based, and Federal organization with a goal of working collaboratively to recruit, advance and retain Disabled Veterans within the IRS MITS organization.  The program established a Targeted Disability Hiring Initiative (TDHI), which has Executive level support and focus.  Through TDHI identified open positions and marketed resumes from disabled persons including Veterans to hiring managers within MITS.  35% of the talent pool being marketed were Veterans and of those selected for positions, 22% were Veterans. 

The IRS’s Criminal Investigation (CI) organization has continued to revise and update its hiring process so that they are more efficient and effective.  Criminal investigation used a variety of recruitment methods such as partnerships with colleges and universities, participation at collage’s and/or university’s career fairs, advertisement in a variety of different media, and partnerships with affinity groups.  In FY 2008, CI hired seven veterans, one of which was a 30% or more disabled veteran as a Special Agent.

The IRS’s Large and Mid-Size Business (LMSB) began actively recruiting from external sources, placed job ads and/or employment information on websites for people with disabilities, such as the National Business and disability council website.  In FY 2008, LMSB hired two 10-point vets, one less than thirty percent compensable vet, and six 30% or more compensable disabled veterans.
2.  Methods used to provide or improve internal advancement opportunities for disabled veterans. Please indicate specific efforts and accomplishments in providing developmental (formal training) opportunities for veterans in your narrative.
The IRS has utilized the following programs to recruit and employ disabled veterans including 30% or more disabled veterans. 
· CD ROM marketing material provides training on a day in the life in the IRS. Monthly printed hardcopy reading material through G.I. Jobs.  Managers and career counselors use the CAP guide as a mentoring and counseling tool.  Employees use this guide as a tool for identifying/reviewing career options within the IRS.    

· Continuous training (position focused) and career development for veteran employees
· Manager educational workshops on veterans with disabilities sponsored by coordinating efforts with the EEOD within the perspective business units 
· Recommendation for manager participation on veteran/ disability training workshops sponsored by other federal agencies or reputable private industry businesses
· Coordinated and conference educational awareness on Veteran Programs such as the Veteran Affairs Non-paid Work Experience Program (NPWE) that have goals focused on recruiting and hiring disabled veterans
· IRS Career website @ http://www.jobs.irs.gov/home.html provides beneficial information about the IRS and an overview of career opportunities based on their military background and experience.
· Employees are entitled to educational training that includes a variety of learning and skills enhancement programs related to your job specific functions. The following type of training is designed enhance career opportunities and employee knowledge farther:
· Job specific in-house classroom instructors 

· On-the-job training with experienced OJT instructors 

· On-site training using Web-based distance learning 

· Special courses provided by contract instructors 

· Continuing Professional Education (CPE) career development opportunities 
· Tuition Assistance Program (TAP)

· All external announcements are posted on the OPM USAJOBS website affording Veterans the opportunity to apply and receive consideration for all external vacancies.  

· The IRS Office of Appeals devoted significant time and effort in determining the needs of all their employees, including veterans.  
· The Appeals office continues to have a strong campus presence at collages and universities, allowing for promotional opportunities, and continue to recruit “cadre” positions for their primary frontline supervisory positions.  The positions provided a highly structured and developmental program that prepared individuals for entry into Appeals leadership positions.  

· IRS Agency-Wide Shared Services (AWSS) is developing a web-based manager’s toolkit for hiring, managing, and developing employees with disabilities and veterans, helpful links (including ELMS RA training link), FAQs, and a mentor list.

· Our Cincinnati Employment Office hired two disabled veterans as HR Assistants.  These veterans have quickly adapted to their roles and responsibilities and have successfully demonstrated high levels of performance.  As a result of their outstanding performance, only twenty percent of their work is reviewed.  

· The Large and Mid-Size Business (LMSB) Office worked closely with local managers and the Corporate Recruiter Cadre to identify and attract a diversified applicant pool, including disabled veterans, to ensure that they are given the same consideration as other candidates during the hiring process.   

· The IRS Wage and Investments (W&I) Office continues to maintain a successful working relationship with the Lions World School for the Blind since 2000.  W&I is responsible for Servicewide coordination for training, recruitment, and placement of students who graduate.  Upon graduation, many of these students will be placed in Contact Representative and Tax Examiner positions.  Several IRS employees are detailed to teach on a full-time basis for the calendar year.

· The Career Advancement and Progression Guide (CAP) (developed by the W&I Office) continue to be available to internal candidates.  This guide depicts typical career options for more than 80 percent of the positions in the W&I Customer Assistance, Relationships and Education (CARE), Customer Account Services (CAS), and Compliance operating units.  The CAS office under W&I will continue to educate managers on the various VA appointments.  

Military Outreach Service (MOS) is the IRS’s newest employee organization and was established by IRS employees who are former or current military personnel and/or veterans and their spouses who currently work for the IRS.  MOS-IRS furthers the interests of the IRS employees as the veteran community’s unique features are brought together.  The MOS-IRS forum will be used to keep veteran’s up to date with hiring opportunities.  CAC will have staff members work very closely with the MOS-IRS organization to find out the needs of current IRS veteran’s and potential future forums that could be used to recruit potential veteran applicants.  In addition, the office of Workforce Organization and Transition (WOT), has been working closely with both the CAC and Chief Human Capital Office (CHCO)’s Talent and Technology Office to collect data regarding where the W&I veterans are located in order to enhance the communication efforts with regard to jobs and training opportunities.

3. A description of how the activities of major operating components and field installations were monitored, reviewed, and evaluated.
A report summarizing the number of disabled veterans hired, promoted, temporarily promoted, separated, and retired, is used to evaluate the Service’s improvements in both hiring and the advancement of disabled veterans over the past three years.

Outreach activities are monitored via direct communication and coordination between employee and hiring parties to determine if hiring objectives are met.

When coordinating efforts between business units are used to recruit and hire disabled veterans, feedback and updates are provided when possible through resolution.

When hiring initiatives are not completed timely due to process, procedure, or non-response, communication is established to determine what caused the incomplete or disruption in the hiring process to the appropriate parties.

Data call for veteran reports are used to determine the progress of strategic recruitment and hiring of disabled veterans on a period basis.

Roles and responsibilities reflecting the Service’s expectations for this program have been established in Business Divisions.  Increased numbers of DVAAP Coordinators have the responsibility to elevate veteran issues and to report deficiencies.  
The veteran’s program manager, works with the Special Emphasis Coordinators (SEC) designated within the Business Divisions as it relates to strategic veteran recruitment and veteran outreach activities.
The CAC Office is staffed by our W&I business unit and has a full-time Executive Director and full-time staff members.  This office provides guidance by conducting site visits, work shops, lunch learns etc., regarding the recruitment and retention of those with disabilities and veterans.  This office works closely with the VA and PVA.  The CAC Office has also developed a database for tracking veterans’ applications and programs.  The CAC Office works closely with the Vocational Rehabilitation and Employment Counselors (VR&E).  The CAC office is recognized throughout the country by most government agencies whose primary focus is hiring disabled veterans and those with disabilities. 

Emphasis is placed on hiring veterans for the various Business Divisions, and ensuring that they are always given priority in the consideration process.  In Category Rating, all CP and CPS veterans are considered before other candidates.  The IRS is always available to provide advice and respond to inquiries from anyone with questions on the veteran's regulations.

Our MITS Office Veterans Program Manager initiated a MITS Veterans On-board Strength Report (MVOS).  This report enables MITS to identify its veteran population by Associate Chief Information Officer (ACIO) and percentage to total population.  Newly appointed MITS employees receive formal classroom training and on the job training for the specified curriculum for their occupation and specialty.  Individual development plans and mentors are made available to all employees upon request or as needed. 
4.  An explanation of your organization's progress in implementing the action plan during the FY 2008.  The report should include where progress has not been made, cite the reasons for the lack of progress, along with specific plans for overcoming the obstacles encountered previously.  

Overall, the IRS business divisions have demonstrated consistency and success in their efforts to identify and recruit disabled veterans for consideration of employment opportunities.  Some examples include the recent hiring of the existing veteran program manager (titled, HR Specialist), HR specialist in classifications, and most recently the hiring of a program and analyst manager.  More than five veterans have been interviewed and considered for hiring during the past four months. A veteran of Walter Reed Army Medical Center who is part of the Operation War Fighter program is currently scheduled for interview in the upcoming months (October-November).  The IRS has learned the best approach to hiring disabled veterans is replicate success stories within the organization and identifying qualified veterans who meet the hiring objectives of the perspective business unit.

During FY 2008, MITS Human Capital Board Chapter (HCB) staff members dedicated their focus on establishing partnerships with military and veteran organizations in order to promote IRS as an employer of choice to the veteran community.  The MITS Veterans Program network includes the following organizations:
	Department of Defense (DoD) - Hiring Heroes 

Department of Veterans Affairs (VA) - Veterans Employment Coordination Services

Social Security Administration

The Armed Forces Foundation 

Virginia Employment Commission 

Deloitte Consulting - Ability First Network

Monster Corp. Veteran recruitment symposium

 Disabled Veteran Corporate Immersion Job fair/resume      writing Events 

DoL- Earn Veteran outreach (monthly meetings)
	TecAccess

CACI

Department of Labor (DoL)- Employer Assistance & Recruiting Network (EARN)

Hiring Heroes USA

Wounded Warriors Regiment

Maryland Employment Commission

American Legion

Operation Jump Start-Disabled Veterans transition meeting/job fair

Deloitte Ability First Network (quarterly meetings)

Ft Meade (U.S. Army) Job Fair

GS USDA’s Adjudicating and Applying veterans’ Preference course




The relationships established with the above organizations in FY08 laid the foundation for MITS to effectively market IRS careers to the veteran community.  During FY09 MITS will focus on nurturing these partnerships and utilizing the full range of veteran hiring authorities in order to meet the recruitment goals laid out in the IRS DVAAP plan.

The Appeals Office currently employs approximately 1,815 employees.  Of this number, 152 are veterans and only 18 of these veterans are coded as disabled.  Eight (8) have a 30% disability, five (5) have a service connected disability of less than 30% and five (5) have a service connected disability or are Purple Heart recipients.  

The W&I Office hired 956 Veterans.  Of the 956 veterans, 223 are disabled and 733 are non-disabled.  Disabled veterans have been selected to fill vacancies in both the W&I campuses and call-sites as Customer Service Representatives, Tax Examiners, Secretaries and Clerks.  Several veterans have been selected as Individual Tax Specialist (ITAS) in Field Assistance.  

The AWSS Office has approximately 2,729 employees.  302 are veterans and 87 of these veterans are coded as disabled.  48 veterans have a 30% disability, 24 veterans have a service-connected disability of less than 30% disability and 15 veterans have a service-connected disability or are Purple Heart recipients.   

The AWSS Office also utilized the Schedule A Hiring Authority to increase the number of diverse candidates resulting in AWSS exceeding its goal of hiring persons with disabilities, including four disabled veterans. 

The IRS Careers Website http://www.jobs.irs.gov/home.html  titled “America’s Heroes” contains information on special appointment authorities for disabled veterans. The IRS will continue to utilize special appointing authorities for disabled veterans to ensure the maximum placement opportunities exist for disabled veterans.
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