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Executive Summary 

 

 

In 2017, the Code of Virginia was amended to establish a goal to increase by five percent, the level of 

employment of individuals with disabilities over the next five years.   

 

One of the requirements for all Executive Branch agencies is the annual submission of a formal 

Employment Plan that outlines the organization's individual strategies for helping the Commonwealth 

achieve its goal.   

 

The Department of Human Resource Management (DHRM) designed an Agency Employment 

Opportunity Plan template to collect required information and enables agencies to align practices 

with overall diversity and workforce planning initiatives.  

 

Sixty-five percent of Executive Branch agencies are in compliance with the mandate, which is a significant 

reduction from last year when the compliance rate was 85 percent. These agencies submitted a Statement of 

Commitment signed by their Agency Head or College or University President, and an updated Employment 

Opportunity Plan outlining their recruitment and retention efforts.  DHRM has followed up with the remaining 

agencies to ensure completion of pending plans.  

 

Agencies have made progress in their recruitment and retention efforts. Representation of Individuals with 

Disabilities has increased from less than 1% to approximately 3% of Executive Branch employees. This 

improvement, in part, can be attributed to the implementation of the Voluntary Disability Self-Identification 

form in May 2020 to improve data collection. However, a continued challenge is that employees are reluctant to 

voluntarily disclose their disabilities which skews the data available to DHRM. The mandate to establish an 

Alternative Hiring Process, once implemented, will provide another resource to enable agencies to fully achieve 

the goal.  

 

 

Approach:  

 

• The DHRM Agency Employment Opportunity Plan template (Attachment A) was used to 

collect required information and enable agencies the ability to align practices with overall 

diversity and workforce planning initiatives. DHRM provided guidance and communications to 

agencies when drafting their plans. 

 

• DHRM continues to provide tools and resources on its webpage to support agencies with their 

Employment Opportunities Plans, including links to Virginia Ability, a non-profit organization that 

educates businesses on workplace disability inclusion, and the Employer Assistance Resource Network 

(EARN) on Disability Inclusion.  

 

• DHRM partnered with the Department for Aging and Rehabilitative Services (DARS) on an awareness 

campaign for National Disability Employment Awareness Month. This included a communication plan 

and outreach to Agency Heads of Executive Branch agencies and Agency HR Directors and HR staff. 

The social media campaign highlighted tools related to disability etiquette, hiring and retaining 

employees with disabilities, making workplaces accessible and job accommodations.  
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• DHRM met with advocates of the disability community to identify additional efforts and needs to 

increase the employment opportunities for individuals with disabilities. Advocates of the disability 

community volunteered to complete an assessment of the state’s Recruitment Management System 

(RMS) to determine ease of use and assist in the identification of any system barriers for those with 

disabilities. The feedback received was relatively positive regarding use of the RMS system and 

recommendations for improvement were provided to vendor.  

 

• DHRM continues to partner with the Department of Veteran Services (DVS) to focus on 

initiatives related to individuals who are both veterans and veterans who have disabilities. An 

action plan was developed and is being implemented. The plan includes video interviewing 

tools and the establishment of a job training program for this targeted group. 

 

• Agencies were asked to continue to examine their internal policies and practices relating to the 

employment of individuals with disabilities, including a review of recruitment efforts, interview criteria, 

testing procedures, and resources to accommodate applicants and workers with disabilities in order to 

identify opportunities for improvement.  

 

• DHRM incorporated reporting for Individuals with Disabilities in Agency Workforce Plan Reporting 

tools. Agency Workforce Plans are part of the annual strategic planning process, which outlines 

succession plans for key personnel, executive positions, and employees nearing retirement. The updated 

EOP template data was included in the 2021 report.  

 

 

 

Findings: 

 

• Recruiting/Talent Managers are leading efforts for most agencies, with 65% of Executive Branch 

agencies in compliance with the mandate to have a formal plan to increase representation. The rate of 

compliance is a significant reduction from prior years. In many agencies, recruitment and retention 

efforts for individuals with disabilities are being combined with those for veterans.  

 

• Without the necessary resources, many agencies are limited in opportunities for aggressive recruitment. 

This challenge is exacerbated by budget constraints.    

o This is especially impacting smaller agencies, which are limited in opportunities to increase 

employee representation through recruitment. 

o Agencies are heavily dependent on the Department for Aging and Rehabilitative Services 

(DARS) as the resource for accommodation expertise for their organizations.  However, DARS 

does not have the bandwidth to absorb consulting responsibilities for all Commonwealth 

agencies without potentially impacting their direct support of the community.  

 

• Agencies continue to be challenged with metrics. To strengthen data collection efforts, DHRM 

implemented the Voluntary Disability Self-Identification form in May 2020, and advised agencies to 

distribute the form to all current employees and include in agency onboarding. The Self-Identification 
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form provides an avenue for employees to anonymously share their disability data and will support our 

ability to measure progress toward the employment goal. (Attachment B)  

 

• Although there has been progress to shift the Commonwealth’s culture from a focus on compliance with 

the Act to a proactive approach to inclusion, work is still needed.  DHRM has advised agencies to 

incorporate their EOP efforts as a component of their One Virginia Plan to provide a more 

comprehensive focus on inclusion.  

 

 

Agency Best Practices:  

 

Agencies best practices were focused in three primary areas:  Recruiting, Accommodations and Retention. 

 

Recruiting 

 

• Agencies continue to reach out to community organizations such as nonprofit organizations, 

vocational rehabilitation facilities, employment networks, American Job Centers and Centers for 

Independent Living to actively recruit people with disabilities. 

• Agencies also continue to partner with the Department of Rehabilitative Services and the 

Department for the Blind and Vision Impaired (DBVI) workforce specialists to encourage 

applications from individuals with disabilities. 

• In order to ensure that executive search partners were well versed in the benefits of joining Virginia 

Commonwealth University (VCU), and the University’s commitment to diversity and affirmative 

action, VCU Human Resources established an internal Executive Search Team which has 

successfully helped run close to 40 searches. This effort included executive search guidelines and 

toolkits with a focus on increasing the diversity of their applicant pools. 

• Many agencies are providing training to their selection committees on diversity hiring, reviewing 

their job descriptions and updating the recruitment guides to ensure there are no barriers that may 

exclude individuals with disabilities from applying.   

• Currently, the Department of Medical Assistant Services (DMAS) works directly with DBVI 

through a blind employee who has used DBVI’s services to test and evaluate assistive technology 

provided by DMAS. DBVI is committed to providing services to assist Virginia's citizens who are 

blind, deafblind or vision impaired in achieving their maximum level of employment. DBVI’s 

primary focus is to assist visually impaired Virginians in achieving quality employment outcomes 

and a partnership with DBVI will strengthen DMAS’s opportunities to promote and increase the 

employment of individuals with disabilities. 

• In partnership with DVS, DHRM is working to cultivate the partnership with the Department of 

Defense Hire Now Vets Fellowship Program. The program provides targeted opportunities for 

disabled veterans and will potentially create a recruitment pipeline for positions in the information 

technology, skilled trades, and public safety specialty areas. 

• Language has been updated on job announcements to highlight the Commonwealth’s focus on the 

employment of individuals with disabilities.  

• Agencies have been providing all applicants the opportunity to interview virtually vs in-person.  This 

change in the interview process removes a potential obstacle to accessibility in recruitment. 
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Accommodations 

 

• Agencies use the interactive process, employee input, and research options in order to provide 

reasonable accommodations to employees. As a consideration, job coaches have been provided for 

new hires or for current employees when job duties have changed. 

• Universities continue to partner with the facilities department regarding doors, walkways, and 

signage to improve accessibility to campuses. 

• Agencies are providing awareness training for supervisors to ensure they are aware of the 

communication plan, opportunities and accommodation resources to enhance the support of 

employees. 

• Higher Education Institutions continue the collaboration with the Office of Educational Accessibility 

and the Employees with Disabilities Association resource group to promote the effective use of 

online tools and resources for employees with identified impairments that may need 

accommodations.  

• Encourage agencies to include the agency accommodation process in New Employee Orientation 

and provide orientation materials in accessible formats when needed. In addition to orientation, 

agencies have the accommodation process posted on their agency intranet site. 

 

Retention 

 

• An agency meets with managers and supervisors of current and past employees with disabilities to 

identify any barriers to retention and develop strategies to remove those barriers.  

• DHRM advised agencies to consult with the Job Accommodation Network (JAN) for 

accommodation recommendations. 

• Agencies improve to return to work opportunities following medically related absences through use 

of flexible scheduling and other accommodations. 

• Develop and implement a succession development program, with a focus on mission-critical 

positions where continuity of operations and tenure of staff is important. 

 

Statewide demographic snapshot:  

 

 

 12/31/2017 6/30/2018 6/30/2019 6/30/2020 6/30/2021 

Number of Employees with 

Disabilities 

321 574 379 366 1260 

Executive Branch Agency 

Headcount 

63086 63086 58681 58313     44269*** 

Percentage of Employees with 

Disabilities (Self-Reported) 

0.51% 0.91%* 0.61%** 0.63% 2.84% 

 * Increase resulting from better reporting from agencies 

**Results impacted by retirements and transition of classified employees to university staff.  

***Headcount of reporting agencies 
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2021 – 2023 Strategies:   

 

• Establish a full time position, in partnership with DARS, to focus solely on the employment of 

individuals with disabilities by state agencies. The position will assist with the design of the alternative 

hiring process, provide training and technical assistance to agency HR, identify jobs in state agencies for 

recruitment to people with disabilities, and collaborate with counselors in DARS Vocational 

Rehabilitation offices to identify qualified applicants for state jobs.  

• Develop and implement comprehensive strategy, including alternative hiring process, communication, 

education and awareness, compliance, and retention of individual with disabilities. 

 

• Continue to work with the disability community and small representative work groups to expand our 

disability network and solicit recommendations for actionable items that will further promote and result 

in the hiring of individuals with disabilities. 

 

• In September 2021 and future years, DHRM will provide reporting on progress and results achieved 

towards meeting the established employment goals.   

   

• The self-service capability in the Cardinal Human Capital Management System will allow employees to 

more accurately reflect their status. As the Cardinal system implementation moves forward to be 

released to all agencies in April 2022, this resource will allow us to leverage reporting tools and 

capabilities such as employee self-service disability data and classified statewide reporting that meet the 

Commonwealth requirements. 

 

• Encourage Agency HR staff involved in recruitment and selection processes to complete the Employing 

Abilities@Work Certification and Veterans at Work Certification offered through the Society of Human 

Resource Management (SHRM), the largest human resource association in the profession.   

o The Employing Abilities@Work certification is an introduction to the benefits and 

implementation of disability and inclusion in the workplace. The program highlights four key 

areas: Best Practices in Recruitment and Hiring, Building a Culture that Supports Disclosure and 

Self-Identification, Understanding the Americans with Disabilities Act, and Breaking Down 

Stereotypes; Building a Culture of Inclusion.  

o The Veterans at Work certification was developed for HR professionals, hiring managers, and 

front-line supervisors to learn the value and skill veterans bring to the civilian workplace and to 

focus on best practices to attract, hire, and retain veterans.  
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