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GRA, Inc. AAP for 503 & VEVRRA

Policy Statement — Equal Employment Opportunity for
Quialified Individuals with Disabilities
and Qualified Protected Veterans

GRA, Inc., will not discriminate against any empdeyor applicant for employment because he
or she is a qualified individual with a disability disabled veteran, a newly separated veteran, a
campaign veteran, or an armed forces service nvetiadan (i.e., qualified protected veterans). It
is also the policy of GRA to take affirmative actito employ, and to advance in employment,

all persons regardless of their status as qualifidtviduals with disabilities or qualified

protected veterans., and to base all employmeigidas only on valid job requirements. This
policy shall apply to all employment actions, irgilug--but not limited to--recruitment, hiring,
upgrading, promotion, transfer, demotion, layodtall, termination, rates of pay or other forms
of compensation and selection for training, inahgdapprenticeship, at all levels of employment.

Employees of and applicants to GRA will not be sabjo harassment, intimidation, threats,
coercion, or discrimination because they have eadjag may engage in filing a complaint,
assisting in a review, investigation, or hearindnave otherwise sought to obtain their legal
rights related to any Federal, State, or localiegarding equal opportunity for qualified
individuals with disabilities or qualified protect@eterans.

As Chief Executive Officer, | am committed to thengiples of Affirmative Action and Equal
Employment Opportunity. In order to ensure dissatiom and implementation of equal
employment opportunity and affirmative action thghaut all levels of the company, | have
selected the Vice President for AdministrationfesEqual Employment Opportunity (EEO)
Manager for GRA. One of the EEO Manager’s dutidshe to establish and maintain an
internal audit and reporting system to allow fdeefive measurement of GRA’s employment
and affirmative action programs.

To effectively promulgate the GRA's policy regargliAffirmative Action and Equal
Employment Opportunity, we have developed a wriiffirmative Action Plan which sets forth
the policies, practices and procedures which GRIRagply to ensure that its policy of non-
discrimination and affirmative action for qualifigadividuals with disabilities and qualified
protected veterans is accomplished. This Affirmathction Plan is available for inspection by
any employee or applicant for employment upon retjae our website atww.GRAInc.com
Interested individuals may also contact Pete Diok$tice President for Administration, at
214.341.2756, PeteD@GRAInc.com

Stephen J. Kenealy
Vice President and CEO
May 1, 2008
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GRA, Inc. AAP for 503 & VEVRRA

Review of Personnel Processes

GRA will annually review its personnel processeddtermine whether these processes assure
careful, thorough and systematic consideratiomefqualifications of known qualified
individuals with disabilities and qualified protedtveterans. This review covers all procedures
related to the filling of job vacancies, as wellaigraining opportunities offered or made
available to employees.

In determining the qualifications of veterans, GR# limit its consideration of a qualified
protected veteran’s military record, including diaoge papers, to only that portion of the record,
which is relevant to the specific job qualificatsofor which the veteran is being considered.

Based upon GRA's review of its personnel process&8A will modify the processes and will
develop new procedures when necessary to ensuat @gployment opportunity. Our 2008
review identified a number of necessary modifigagiancluding notification to State
Employment Services, workforce notification, andblzation of policy statements.
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GRA, Inc. AAP for 503 & VEVRRA

Review of Physical and Mental
Job Qualification Standards

The physical and mental job qualifications of albg will be reviewed during calendar year 2008
to ensure that, to the extent that such qualificetequirements tend to screen out qualified
individuals with disabilities and qualified disableeterans, job qualifications are consistent with
business necessity and the safe performance glithe

GRA will review physical and mental job qualificati requirements whenever a job is vacated
prior to re-filling that job and will conduct a difecations review whenever job duties change.

No pre-employment physical examinations or questiines are used in GRA'’s hiring process.

If GRA should inquire into an employee’s physicahtental condition or should conduct a
medical examination prior to a change in employnséaiius, GRA affirms that information
obtained as a result of the inquiry will be kephftdential, except as otherwise provided for in
the Section 503 regulations. The results of therexation or inquiry will be used in accordance
with the Section 503 Regulations.
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GRA, Inc. AAP for 503 & VEVRRA

Reasonable Accommodation To Physical and Mental Lim itations

GRA commits to making a reasonable accommodatidned&nown physical and mental
limitations of qualified individuals with disabiigs and qualified disabled veterans, unless such
accommodation would impose an undue hardship ondhduct of its business. In determining
the extent of its obligation, GRA will consider lnusss necessity and financial costs and
expenses, among other factors.

Page 5 of 15



GRA, Inc. AAP for 503 & VEVRRA

Harassment Prevention Procedures

Employees of and applicants to GRA will not be sabjo harassment, intimidation, threats,
coercion, or discrimination because they have eadjag may engage in filing a complaint,
assisting in a review, investigation, or hearindnave otherwise sought to obtain their legal
rights related to any federal, state, or local tagarding EEO for qualified individuals with
disabilities or qualified protected veterans. Amypdoyees or applicants who feel that they have
been subject to harassment, intimidation, threaistcion, or discrimination because of their
disability or status as a qualified protected \aateshould contact the EEO Manager at
214.341.2756. This policy is communicated to alpayees and supervisors annually and is
included in the GRA Employee Handbook.
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GRA, Inc. AAP for 503 & VEVRRA

External Dissemination of Policy, Outreach and
Positive Recruitment

All subcontractors, vendors and suppliers will batswritten notification of GRA’s Equal
Employment Opportunity and Affirmative Action poficegarding the employment of qualified
individuals with disabilities and qualified protedtveterans.

All recruiting sources, including State employmageéncies, will be informed of the company’s
policy concerning the employment of qualified indivals with disabilities and qualified
protected veterans and have been advised to acte@luit and refer qualified persons for job
opportunities.

GRA will list all suitable employment openings witle appropriate offices of the State
Employment Service. A copy of GRA’s Affirmative #an Policy for qualified individuals with
disabilities and qualified protected veterans Wdlprovided to the State Employment Service
annually.

The equal employment opportunity clause concertiiegemployment of qualified individuals
with disabilities and qualified protected veteranb be included in all nonexempt subcontracts
and purchase orders.
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GRA, Inc. AAP for 503 & VEVRRA

Internal Dissemination of Policy

Copies of this Affirmative Action Plan will be avable on the GRA website for inspection by
any employee. We will provide this Plan to anylaggmt upon request. Policies are re-
emphasized to managers, supervisors, and emplapeesily.

All applicants who believe they are a qualifiedivndual with a disability, as defined in Section
503 of the Rehabilitation Act of 1973, as amendaedyho are a qualified protected veteran
under the equal employment opportunity provisiohthe Vietnam Era Veterans’ Readjustment
Assistance Act of 1974, as amended, will be invitedientify themselves if they wish to benefit
under this affirmative action program. Employeey sf-identity at anytime.

All employees will be advised annually of this afiative action policy and encouraged to aid in
GRA'’s affirmative action efforts.

All managers and supervisors will be advised aripwdithe applicable regulations and such
affirmative action measures as training and reddereccommodation.

Articles regarding accomplishments of employees atgoqualified individuals with disabilities
and qualified protected veterans shall be includesbmpany publications.
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GRA, Inc. AAP for 503 & VEVRRA

Audit and Reporting Systems

The EEO Manager is responsible for developing thgem AAP. While the EEO Manager
promotes the effective implementation of the AAR basic responsibility for effective
affirmative action is vested with each GRA officeranager, and supervisor.

To help fulfill its affirmative action responsiliies, GRA has established an audit and reporting
system to:

» Measure the effectiveness of the AAP/EEO program;

» Document personnel activities;

» |dentify problem areas where remedial action isiedeand

» Determine the degree to which AAP goals and objesthave been obtained.

The following activities will be reviewed at leastnually to ensure freedom from stereotyping
qualified individuals with disabilities and quadii protected veterans in any manner, including
that which may limit their access to any job forieththey are qualified:

* Recruitment, advertising, and job application pthoes;

» Hiring, promotion, upgrading, layoff, recall frorayloff;

* Rates of pay and any other forms of compensaticinding fringe benefits;
» Job assignments, job classifications, job desomgti

GRA'’s audit system will include an annual reportdmenting the company’s efforts to fulfill
its EEO/AAP responsibilities. Managers and supergisvill be asked to report any current or
foreseeable EEO problem areas and to outline shggestions for solutions. If problem areas
arise, the manager or supervisor is to report praldreas immediately to the EEO Manager.
During annual reporting, the following will occur:

1. The EEO Manager will discuss any problems relatingignificant rejection ratios, EEO
charges, etc., with the CEO.

2. The EEO Manager will report the status of the GRAAP goals and objectives to the
CEO. The EEO Manager will recommend remedial astion the effective
implementation of the AAP.
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GRA, Inc. AAP for 503 & VEVRRA

Responsibility for Implementation of AAP

Responsibilities of the Equal Employment Opportunit y Manager

As EEO Manager, the Vice President for Administnathas the responsibility for designing and
ensuring effective implementation of this AAP. $heesponsibilities include, but are not
limited to:

1. The development of the AAP for individuals with alislities and protected veterans,
policy statements, personnel policies and procesliméernal and external
communication of the policy, and monitoring theeeffveness of these actions;

2. Reviewing all personnel actions, policies, and ptages to ensure compliance with
GRA's affirmative action obligations;

3. Reviewing the qualifications of all applicants ardployees to ensure qualified
individuals are treated in a nondiscriminatory m&mmhen hiring, promotion,
transfer and termination actions occur;

4. Assisting in the identification of problem areasl@he development of solutions to
those problems;

5. Developing and implementing an internal audit agqbrting system that measures
the effectiveness of the AAP;

6. Keeping the CEO informed of equal opportunity pesgrand problems within the
company;

7. Providing officers and managers with a copy ofAlffiemative Action Program for
Qualified Individuals with Disabilities and Quaéfil Protected Veterans and
reviewing the program with them on an annual bsensure knowledge of their
responsibilities for implementation of the program;

8. Reviewing the company’s AAP for qualified individsavith disabilities and
qualified protected veterans with all managerssugervisors at all levels to ensure
that the policy is understood and is followed inp&rsonnel activities;

9. Insuring that the employee website, Employee Haakpband newsletters contain up-
to-date program information;

10.  Serving as liaison between GRA and enforcementaggenand

11.  Serving as liaison between GRA and organizationgdalified individuals with
disabilities and qualified protected veterans.
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GRA, Inc. AAP for 503 & VEVRRA

Responsibilities of Managers and Supervisors

Managers and supervisors will be advised annuélligesr responsibilities under the company’s
AAP for qualified individuals with disabilities argualified protected veterans and of their
obligations to:

1. Review the company’s Affirmative Action policy fqualified individuals with
disabilities and qualified protected veterans sitbhordinate managers and supervisors to
ensure that they are aware of the policy and utaieigheir obligation to comply with it
in all personnel actions;

2. Assist in the identification of problem areas, fotate solutions, and establish
organizational goals and objectives when necessary

3. Review the qualifications of all applicants andpdoyees to ensure qualified individuals
are treated in a nondiscriminatory manner when pir@motion, transfer, and termination
actions occur; and

4. Observe and take action as necessary to ensuralitbatployees adhere to the principles
of non-discrimination in work activities.
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GRA, Inc. AAP for 503 & VEVRRA

Training to Ensure AAP Implementation

Training will be provided to all personnel involvedthe recruitment, screening, hiring,
promotion, disciplinary and related employment psses, to ensure that the commitments made
in GRA’s AAP are implemented.
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GRA, Inc. AAP for 503 & VEVRRA

Invitation to Self-ldentify for
Qualified Protected Veterans

1. GRA is a federal contractor subject to the Vietrtara Veterans Readjustment
Assistance Act of 1974, as amended, which reqé@esral contractors to take
affirmative action to employ and advance in emplegyibgualified disabled veterans and
qualified protected veterans.

2. Aninvitation to veterans of the Vietnam era only: If you are a veteran of the Vietnam era,
we would like to include you under our affirmatiaetion program. If you would like to
be included under the affirmative action prograteape tell us. The term ‘veteran of the
Vietnam era’ refers to a person who served on adtiwty for a period of more than 180
days, and was discharged or released therefromothttr than a dishonorable discharge,
if any part of such active duty occurred in the &g of Vietham between February 28,
1961, and May 7, 1975 or between August 5, 1964 May 7, 1975, in all other cases.
The term also refers to a person who was dischargegleased from active duty for a
service connected disability if any part of suchvacduty was performed in the Republic
of Vietnam between February 28, 1961, and May 7516r between August 5, 1964,
and May 7, 1975, in all other cases.

An invitation to qualified disabled veterans only: If you are a qualified special disabled
veteran, we would like to include you in our affative action program. If you would

like to be included under the affirmative actioognam, please tell us. This information
will assist us in placing you in an appropriateippos and in making accommodations for
your disability. The term "qualified special disablveterarrefers to a veteran who is
entitled to compensation (or who, but for the rptef military retired pay, would be
entitled to compensation) under laws administerethb Department of Veterans Affairs
for a disability rated at 30 percent or more, ¢edaat 10 or 20 percent in the case of a
veteran who has been determined by the Departnigfdterans Affairs to have a serious
employment handicap. The term also refers to eopemho was discharged or released
from active duty because of a service-connectembdity.

An invitation to both (1) veterans of the Vietnam era and (2) qualified disabled veterans:

If you are a veteran of the Vietnam era or a qgigalispecial disabled veteran, we would
like to include you under our affirmative actiorogram. If you would like to be included
under the affirmative action program, please tellthe term "veteran of the Vietham
era refers to a person who served on active duty fmraod of more than 180 days, and
was discharged or released therefrom with other ¢hdishonorable discharge, if any
part of such active duty occurred in the Republigietnam between February 28, 1961,
and May 7, 1975 or between August 5, 1964, and ®jd®75, in all other cases. The
term also refers to a person who was dischargeel@ssed from active duty for a service
connected disability if any part of such activeydwis performed in the Republic of
Vietnam between February 28, 1961, and May 7, 187Bbetween August 5, 1964, and
May 7, 1975, in all other cases. The term ‘qudlifspecial disabled veteran’ refers to a
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GRA, Inc. AAP for 503 & VEVRRA

veteran who is entitled to compensation (or wha fouthe receipt of military retired
pay, would be entitled to compensation) under ladministered by the Department of
Veterans Affairs, for a disability rated at 30 partor more, or rated at 10 or 20 percent
in the case of a veteran who has been determindueldyepartment of Veterans Affairs
to have a serious employment handicap. The terorafsers to a person who was
discharged or released from active duty becausesefvice-connected disability.

3. You may inform us of your desire to benefit undex program at this time and/or at any
time in the future.

4. Submission of this information is voluntary andussl to provide it will not subject you
to any adverse treatment. The information proviédbe used only in ways that are not
inconsistent with the Vietham Era Veterans Readjast Assistance Act of 1974, as
amended.

5. The information you submit will be kept confidetiexcept that (I) supervisors and
managers may be informed regarding restrictiontherwork or duties of qualified
disabled veterans, and regarding necessary accoatimost (ii) first aid and safety
personnel may be informed, when and to the exygmtopriate, if you have a condition
that might require emergency treatment; and (oyeynment officials engaged in
enforcing laws administered by OFCCP, or enfortirgAmericans with Disabilities
Act, may be informed.

6. If you are a qualified special disabled veteramatld assist us if you tell us about (i) any
special methods, skills, and procedures which fugtiu for positions that you might
not otherwise be able to do because of your disabi that you will be considered for
any positions of that kind, and (i) FOR CURRENT EMOYEES ONLY: the
accommodations which we could make which would Engbu to perform the job
properly and safely, including special equipmehgnges in the physical layout of the
job, elimination of certain duties relating to flob, provision of personal assistance
services or other accommodations. This informatvdhassist us in placing you in an
appropriate position and in making accommodationydur disability.

7. A written copy of this Affirmative Action Programs available for inspection by any
employee or applicant for employment by contactimrgEEO Manager at 214.341.2756.
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GRA, Inc. AAP for 503 & VEVRRA

Invitation to Self-ldentify for
Individuals With Disabilities

1. GRA s a Government contractor subject to secti@® & the Rehabilitation Act of 1973,
as amended, which requires Government contraaideske affirmative action to employ
and advance in employment qualified individualdwdisabilities.

2. If you have a disability and would like to be calesied under the affirmative action
program, please tell us.

3. You may inform us of your desire to benefit under program at this time and/or at any
time in the future. This information will assist msplacing you in an appropriate position
and in making accommodations for your disability.

4.  Submission of this information is voluntary andussl to provide it will not subject you
to any adverse treatment. The information proviédbe used only in ways that are not
inconsistent with Section 503 of the RehabilitatAst.

5. Information you submit about your disability wilélkept confidential, except that (i)
supervisors and managers may be informed regardstgctions on the work or duties
of qualified individuals with disabilities, and r@gling necessary accommodations; (ii)
first aid and safety personnel may be informed, wdued to the extent appropriate, if the
condition might require emergency treatment; aingdgovernment officials engaged in
enforcing laws administered by OFCCP or the Amesoaith Disabilities Act, may be
informed.

6. If you are a qualified individual with a disabiljtwe would like to include you under the
affirmative action program. It would assist usdfuytell us about (i) any special methods,
skills, and procedures which qualify you for pasit that you might not otherwise be
able to do because of your disability so that ydulwe considered for any positions of
that kind, and (i) FOR CURRENT EMPLOYEES ONLY:etaccommodations which
we could make which would enable you to performjtieproperly and safely, including
special equipment, changes in the physical laybtieojob, elimination of certain duties
relating to the job, provision of personal assistaservices or other accommodations.

7. A written copy of this Affirmative Action Program available for inspection by any
employee or applicant for employment, during norimadiness hours, by contacting Pete
Dickson, the Vice President for in the Administoati at 214.341.2756 or
PeteD@GRAInc.com.
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