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[bookmark: _GoBack]        (8) Severely disabled individual. - The term "severely disabled
      individual" means an individual or class of individuals under a
      physical or mental disability, other than blindness, which
      (according to criteria established by the Commission after
      consultation with appropriate entities of the Federal Government
      and taking into account the views of non-Federal Government
      entities representing the disabled) constitutes a substantial
      handicap {To cause to be at a disadvantage; impede} to employment and is of a nature that prevents the
      individual from currently engaging in normal competitive
      employment.  

The Definition sub-group could identify data points the Commission can use to make the determination that the disability “impedes normal competitive employment”.  Data point ideas such as: 
	Census Bureau data on employment of people with disabilities/significant disabilities; survey of fortune 500 companies (top, midpoint, bottom); survey of small businesses (top, midpoint, bottom)
	survey of federal agencies represented on the Commission; survey of 1-2 federal or state agencies not represented on the Commission. 
	 Benchmark a Commission standard for when  “normal competitive employment” of our population exists.
	Complete the benchmarking by using historical and existing employment of previously “impeded or disadvantaged groups/people (minorities, women, etc.)” 
	Require the Commission to review and determine parameters for “impedes normal competitive employment” when employment of people with significant disabilities reaches the 2013 percent (of representation) that other previously disadvantaged groups had. 
	For example: 
	Census Bureau data from 2000 for people age 16-64 shows a consistent between the employed without a disability and those employed WITH a disability.  Examining 5 elements we found that the person without the disability was employed 39-64% more often than a person WITH a disability. People employed with NO disabilities typically ranged between 71-80%.  People employed WITH disabilities ranged between 20-49%.
	In the area of work limitations in the year 2000 80% of people with NO work limitations were employed and 24% of people WITH work limitations were employed.
	Ten years later in the area of work limitations the census bureau reported that in 2012 73% of people with NO work limitations were employed and 15% of people WITH work limitations were employed.
	These statistics clearly demonstrate that an individual with a disability or significant disability (mental, senory, physical, self-care etc)is not employed at a reasonable or comparable rate to that experienced by individuals without a disability. 
	Statistics on women (historically disadvantaged in employment) show that the unemployment rate for women without disabilities was 7-8% in August 2013 and unemployment for women with disabilities 17-18%. 
	This statistic also demonstrates that in a segment of the population with a shared history of facing impediments to employment, the population with disabilities is experiencing higher unemployment.       
	Having analyzed facts and data from multiple sources it is evident that people with disabilities are not selected for competitive employment in numbers or percentages that demonstrate competitive employment is available for the disabled or that those with disabilities are sought out or well received in the employment market.  
	It is important to note that competitive employment of the AbilityOne population was not available at the time of the JWOD Act. In the 75 years since then, the competitive employment opportunities and jobs for people with disabilities continues to significantly languish behind the competitive employment opportunities and jobs for people without disabilities. 
	Notwithstanding the ADA, EEO laws, and Executive Orders of multiple Presidents the employment market has not evolved for people with disabilities as it evolved for women and minorities. There has been little change since 1938 and in our most recent 10 years progress is slight and even declined in some instances.  
	It is reasonable to conclude that when competitive employment can be obtained by people with significant disabilities the statistics will change for this segment of the population as it did for others who were once disadvantaged or impeded when seeking competitive employment.
	Based on the information presented we recommend that the Commission take the following actions.

· Update their regulations to base determinations of competitive employability on the following:
· U.S. Census statistics and other credible federal sources that demonstrate people with disabilities are being competitively selected in the employment market.
· Require AbilityOne Central Nonprofit Organizations and Nonprofit or CRP organizations to have a Commission approved individual development business system whose purpose is to prepare and assist individuals in obtaining competitive employment.
· Require these agencies to report to the Commission on their competitive employment placement data, continually improve their individual development business system, provide recommendations on how to increase competitive employment (share best practices) and
·  implement recommendations from non-federal and federal organizations that have or can assist in achieving competitive employment of people with disabilities in the marketplace.

· Update Commission regulations and policy to include the following:
	
“When people with significant disabilities achieve competitive employment and or 
	when the unemployment rate of people with significant disabilities and or
	when the employment rate and ratio of people with significant disabilities 

is within a reasonable range of nondisabled employment statistics, the Commission may determine that people with significant disabilities are competitively employable.”
	


· Develop agreements and aggressively work with federal, non-federal, subject matter experts and commercial industries on policy and business practices to achieve competitive employment of the AbilityOne population.
· Report progress to Commission members as required by the Chair but not less than semi-annually.
· Continually improve and broaden the means of achieving competitive employment 
	
 
	 

