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the agency or unit, nature of jobs and
their wage or pay scale may be consid-
ered in focusing recruitment for var-
ious job categories.

(e) In addition to the underrepresen-
tation determinations described in
paragraphs (b), (¢) and (d) of this sec-
tion, agency plans must, at a min-
imum, include:

(1) An assessment of grades or job
categories and numbers of jobs in such
categories expected to be filled in the
current year, and on a longer term
basis (based on anticipated turnover,
expansion, hiring limits and other rel-
evant factors) identification of those
occupational categories and positions
suitable for external recruitment, and
description of special targeted recruit-
ment programs for such jobs and posi-
tions;

(2) A similar assessment for job cat-
egories and positions likely to be filled
by recruitment from within the agency
and/or the Federal civil service system
and a description of recruitment pro-
grams developed to increase minority
and female candidates from internal
sources for such positions;

(3) A further assessment of internal
availability of candidates from
underrepresentated groups for higher
job progressions by identifying job-re-
lated skills, knowledges and abilities
which may be obtained at lower levels
in the same or similar occupational se-
ries, or through other experience;

(4) A description of methods the
agency intends to use to locate and de-
velop minority and female candidates
for each category of underrepresenta-
tion and an indication of how such
methods differ from and expand upon
the recruitment activities of the agen-
cy prior to establishment of the special
recruitment program or the last revi-
sion to the agency’s plans;

(5) A description of specific, special
efforts planned by the agency (or agen-
cy component) to recruit in commu-
nities, educational institutions, and
other likely sources of qualified minor-
ity and female candidates;

(6) A description of efforts which will
be undertaken by the agency to iden-
tify jobs which can be redesigned so as
to improve opportunities for minorities
and women, including jobs requiring bi-
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lingual or bicultural capabilities or not
requiring English fluency.

(7) A list of priorities for special re-
cruitment program activities based on
agency identification of:

(i) Immediate and longer range job
openings for each occupational/grade-
level grouping for which underrep-
resentation has been determined;

(ii) Hiring authorities which may be
used to fill such jobs;

(iii) The possible impact of its ac-
tions on underrepresentation.

(8) Identification of training and job
development programs the agency will
use to provide skills, knowledge and
abilities to qualify increased numbers
of minorities and women for occupa-
tional series and grade levels where
they are significantly = underrep-
resented.

(9) Identification of problems for
which the assistance of the Office of
Personnel Management is needed and
will be requested.

(f) Equal opportunity recruitment
program plans must be consistent with
agency Upward Mobility program plans
and should be developed with full con-
sideration of the agency’s overall re-
cruiting and staffing planning objec-
tives.

(g) All plans required under this sub-
part must be developed not later than
October 1, 1979.

[44 FR 22031, Apr. 13, 1979, as amended at 44
FR 33046, June 8, 1979]

§720.206 Selection guidelines.

This subpart sets forth requirements
for a recruitment program, not a selec-
tion program. Nevertheless, agencies
are advised that all selection processes
including job qualifications, personnel
procedures and criteria must be con-
sistent with the Uniform Guidelines on
Employee Selection Procedures (43 FR
38290; August 25, 1978).

§720.207

(a) Not later than November 1 of each
year, agencies must submit an annual
report on their equal opportunity re-
cruitment program to the Office of
Personnel Management, in a form pre-
scribed by the Office. The Office may
require submission of any additional

Reports.



