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Affirmative Action FAQs 
 

What types of affirmative action obligations are covered by written Affirmative Acti

ƽƖŔƣƣĲŰШ ÂƚЮШÑőĲШĦŸůƓŸŰĲŰƣƚШŸŉШċШƽƖŔƣƣĲŰШ ÂШċĬĬƖĲƚƚШĤŸƣőШŰŸŰĬŔƚĦƖŔůŔŰċƣŔŸŰШċŰĬШċǭŔƖůċƣŔƻĲШ
action obligations. Written AAP components include the following: 

Executive Order 11246: Comparing the utilization of women and minorities to their availability; 
setting placement goals if women or minorities are underutilized; assessing recruitment and 
ŸƨƣƖĲċĦőШĲǭŸƖƣƚбШċŰĬШĬĲƻĲũŸƓŔŰŊШċŰĬШĲǂĲĦƨƣŔŰŊШċĦƣŔŸŰ-oriented progrċůƚШƣŸШċĬĬƖĲƚƚШŔĬĲŰƣŔǯĲĬШ
problems.  

éEéÅ аШ ƚƚĲƚƚŔŰŊШƓĲƖƚŸŰŰĲũШƓƖŸĦĲƚƚĲƚШċŰĬШƚƣċŰĬċƖĬƚбШƨƚŔŰŊШĲǭĲĦƣŔƻĲШƖĲĦƖƨŔƣůĲŰƣШċŰĬШŸƨƣƖĲċĦőШ
ĲǭŸƖƣƚШĬĲƚŔŊŰĲĬШƣŸШƖĲĦƖƨŔƣШƓƖŸƣĲĦƣĲĬШƻĲƣĲƖċŰƚбШċƚƚĲƚƚŔŰŊШƖĲĦƖƨŔƣůĲŰƣШċŰĬШŸƨƣƖĲċĦőШĲǭŸƖƣƚбШ
developing and executing action-ŸƖŔĲŰƣĲĬШƓƖŸŊƖċůƚШƣŸШċĬĬƖĲƚƚШŔĬĲŰƣŔǯĲd problems; and 
establishing a hiring benchmark. 

ÉĲĦƣŔŸŰШΡΜΟаШ ƚƚĲƚƚŔŰŊШƓĲƖƚŸŰŰĲũШƓƖŸĦĲƚƚĲƚШċŰĬШƚƣċŰĬċƖĬƚбШƨƚŔŰŊШĲǭĲĦƣŔƻĲШƖĲĦƖƨŔƣůĲŰƣШċŰĬШ
ŸƨƣƖĲċĦőШĲǭŸƖƣƚШĬĲƚŔŊŰĲĬШƣŸШƖĲĦƖƨŔƣШƕƨċũŔǯĲĬШŔŰĬŔƻŔĬƨċũƚШƽŔƣőШĬŔƚċĤŔũŔƣŔĲƚбШċƚƚĲƚƚŔŰŊШƖĲĦƖƨŔƣůĲŰƣШ
ċŰĬШŸƨƣƖĲċĦőШĲǭŸƖƣƚбШĬĲƻĲũŸƓŔŰŊШċŰĬШĲǂĲĦƨƣŔŰŊШċĦƣŔŸŰ-oriented proŊƖċůƚШƣŸШċĬĬƖĲƚƚШŔĬĲŰƣŔǯĲĬШ
problems; and using the §ǭŔĦĲШŸŉШ[ĲĬĲƖċũШ9ŸŰƣƖċĦƣШ9ŸůƓũŔċŰĦĲШÂƖŸŊƖċůƚШы§[99ÂьШutilization goal 
as a benchmark to measure representation of individuals with disabilities in its job groups and/or 
workforce. Although not required, §[99ÂШƖĲŊƨũċƣŔŸŰƚШĲǂƓƖĲƚƚũǃШƓĲƖůŔƣШĦŸŰƣƖċĦƣŸƖƚШƣŸШĬĲƻĲũŸƓШċŰĬШ
implement training and employment programs for employees with disabilities.  

 

May a contractor set quotas as a way to meet its affirmative action obligations? 

 ŸЯШ§[99ÂШƖĲŊƨũċƣŔŸŰƚШĬŸШŰŸƣШƓĲƖůŔƣШƕƨŸƣċƚЯШƓƖĲŉĲƖĲŰĦĲƚЯШŸƖШƚĲƣШċƚŔĬĲƚЮШÑőĲǃШċƖĲШƚƣƖŔĦƣũǃШ
forbidden. Placement goals (under Executive Order 11246), utilization goals (under Section 503), 
and hiring benchmarks (under VEVRAA) are not to be interpreted as a cĲŔũŔŰŊШŸƖШǰŸŸƖШŉŸƖШƣőĲШ
employment of particular groups of persons but, rather, should serve as a benchmark against 
which the contractor measures the representation of persons within its workforce. Placement 
goals, utilization goals, and hiring benchmarks ċƖĲШŰŸƣШƖŔŊŔĬШŸƖШŔŰǰĲǂŔĤũĲШƕƨŸƣċƚШƣŸШĤĲШůĲƣШĤƨƣЯШ
ƖċƣőĲƖЯШƚƣċŰĬċƖĬƚШŸŉШůĲċƚƨƖĲůĲŰƣШŸŉШőŸƽШċШĦŸŰƣƖċĦƣŸƖШŔƚШŉƨũǯũũŔŰŊШŔƣƚШċǭŔƖůċƣŔƻĲШċĦƣŔŸŰШŸĤũŔŊċƣŔŸŰƚЮШ
When a contractor fails to meet a utilization goal or hiring benchmark, the contractor assesses its 
empũŸǃůĲŰƣШƓƖċĦƣŔĦĲƚШċŰĬШƣċťĲƚШċƓƓƖŸƓƖŔċƣĲШůĲċƚƨƖĲƚШƣŸШċĬĬƖĲƚƚШŔĬĲŰƣŔǯĲĬШƓƖŸĤũĲůШċƖĲċƚШċŰĬШ
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What if a contractor does not meet its affirmative action obligations? 
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How does the federal government define "disability"? 

[ŸƖШƓƨƖƓŸƚĲƚШŸŉШŰŸŰĬŔƚĦƖŔůŔŰċƣŔŸŰШũċƽƚШыĲЮŊЮШƣőĲШ ůĲƖŔĦċŰƚШƽŔƣőШ?ŔƚċĤŔũŔƣŔĲƚШ ĦƣЯШSection 503 of the 
Rehabilitation Act of 1973 and Section 188 of the Workforce Investment Act), a person with a 
ĬŔƚċĤŔũŔƣǃШŔƚШŊĲŰĲƖċũũǃШĬĲǯŰĲĬШċƚШƚŸůĲŸŰĲШƽőŸШыΝьШőċƚШċШƓőǃƚŔĦċũШŸƖШůĲŰƣċũШŔůƓċŔƖůĲŰƣШƣőċƣШ
substantially limits one or more "major life activities," (2) has a record of such an impairment, or (3) 
is regarded as having such an impairment. 

 

Why are individuals with a disability asked to self-identify? 

The Section 503 regulations permit contractors to invite applicants to self-identify as an individual 
with a disability at the same time that the contractor collects demographic data regarding race, 
gender, and ethnicity from applicants, as required by Executive Order 11246. There is also a 
requirement that contractors regularly invite all of their employees to voluntarily self-identify as an 
individual with a disability. Contractors are required to invite their employees to self-identify every 
ǯƻĲШǃĲċƖƚЮШ


