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Introduction
In 2022, the Department of Wildlife Resources (DWR) embarked on a journey towards 
Inclusive Excellence with the establishment of the 2022-2026 Inclusive Excellence 
Strategic Plan (the Plan). The Plan is a product of the “business case” for diversity, 
equity, and inclusion, which is based on measurable, sustainable outcomes that benefit 
the agency’s overall goals. 

The Plan was segmented into four “core principles”: Recruiting, Culture, Awareness, and 
Connecting. 

 
These areas are where DWR must demonstrate excellence to best serve all Virginians 
and become a workplace where all can reach their full occupational potential. Each 
core principle has goals that are accomplished by executing specific Strategic Initiatives. 
To be intentional in producing results, the Plan features Targeted Outcomes which will 
ultimately determine success. While creating a diverse and inclusive workplace is the 
responsibility of every employee, some divisions are more responsible for the execution 
of specific initiatives than others. The Plan includes Accountable Divisions charts that 
assign responsibility for each initiative. 

This third report will continue to assess DWR’s progress towards the desired outcomes 
highlighted in the Plan, address progress towards the recommendations from the 2024-
2025 report, and recommend the next steps to ensure sustainable progress towards 
those outcomes. For each core principle, we will review the definition and goals and 
offer narratives based on analysis of both qualitative and quantitative data. Included 
are data from the 2025 Employee Climate Survey that are indicative of the workforce 
perspectives. Also, the report will gauge the progress for each strategic initiative 
using red (up to 25% accomplished or progressing), yellow (26-75% accomplished or 
progressing), and green (over 75% accomplished or progressing). 

Recruiting Culture Awareness Connecting
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Recruiting
Using a broad spectrum of talent acquisition best practices to attract a diverse 

and highly skilled applicant pool. To manage a process free from artificial barriers 
that would discourage the hiring of underrepresented candidates.

GOALS 
	• Complete transparency of the recruitment and selection process allowed 
within federal and state law and Department of Human Resource 
Management (DHRM) policy.

	• Elimination of all artificial barriers to hiring.

The recruitment process at DWR follows the Department of Human Resource 
Management’s requirements. Positions are posted, and applicants are first screened by 
DWR Human Resources staff and then interviewed by a panel of DWR employees who 
make a recommendation to the hiring manager. To reach the widest talent pool possible, 
the recruitment manager, with the assistance of the Law Enforcement Division, develops 
a comprehensive schedule which includes college career fairs, targeted outdoor events, 
and law enforcement-specific recruiting events.

In 2025, DWR experienced budgetary constraints that greatly reduced participation in 
the overall recruitment effort, specifically those that targeted underrepresented groups. 
Additionally, the agency eliminated paid summer interns for 2026, thus eliminating one 
of the pipeline efforts. This makes what is already a challenging recruiting environment 
for diverse candidates interested in conservation careers more difficult.

The agency is an active participant in the Southeastern Association of Fish and Wildlife 
Agencies’ (SEAFWA) Conservation Access, Relevancy, and Engagement Committee 
(C.A.R.E.), which identifies best practices and recommends initiatives or programs 
that member agencies may implement to enhance the recruitment, professional 
development, and retention of highly skilled employees. One such initiative is the C.A.R.E. 

|   RECRUITING
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Fellowship Program, which funds a workshop for college students at the SEAFWA 
conference. This program has yielded several entry-level employees for state agencies. 
Unfortunately, DWR has not had the opportunity to hire a C.A.R.E. fellow.

The Law Enforcement Division (Law) remains the most consistent source of entry-level 
positions at the agency. Law has conducted four training academies in the past five years.

WORKPLACE DEMOGRAPHICS
Below is the demographic breakdown of the agency at the conclusion of 2021  
(prior to the implementation of the Plan), 2023, 2024, and 2025.

In 2025, DWR experienced an overall decline of 3.3% or 17 employees. Due to the 
relatively smaller numbers of women and Black/African Americans within the agency 
workforce, it would appear that those groups are disproportionately affected by the 
decline; however, this attrition represents only seven and two employees, respectively. 
The number of employees identifying as Hispanic/Latino increased, and the number of 
Asian/Pacific Islanders remained at six.

|   RECRUITING

DEC. 31,  
2021

DEC. 31,  
2023

DEC. 31,  
2024

DEC. 31,  
2025

DELTA  
2024 –2025

Total 472 503 516 499 -17 (-3.3%)

Male 344 (72.9%) 351 (69.8%) 358 (69.4%) 348 (69.7%) -10 (-2.8%)

Female 128 (27.1%) 152 (30.2%) 158 (30.6%) 151 (30.2%) -7 (-4.4%)

White 402 (85.2%) 436 (86.7%) 443 (86.9%) 440 (88.2%) -3 (-0.7%)

Black/Afr. Am. 30 (6.4%) 29 (5.8%) 26 (5.0%) 24 (4.8%) -2 (-7.7%)

Hispanic/Latino 9 (1.9%) 11 (2.2%) 7 (1.9%) 10 (2.0%) +3 (+42.9%)

Asian/Pac. Isl. 2 (0.4%) 4 (0.8%) 6 (1.2%) 6 (1.2%) 0 (0.0%)

Alaskan Native/ 
American Indian 6 (1.3%) 7 (1.4%) 6 (1.2%) 5 (1.0%) -1 (-16.7%)

Two or more race 3 (0.6%) 4 (0.8%) 7 (1.9%) 4 (0.8%) -3 (-42.9%)

Not applicable/ 
No response 20 (4.2%) 12 (2.4%) 21 (4.1%) 10 (2.0%) -11 (-52.4%)



DWR Inclusive Excellence Report 2025-2026 4|   RECRUITING

LEADERSHIP
While this chart demonstrates little change from 2024, the DWG has recently 
experienced the departures of both the Director of Finance and Planning (Black Male) 
and the Director of Human Resources (White Female). These positions have yet to be 
back-filled, a change that will likely be reflected in future demographic reporting. 
 

 

LAW ENFORCEMENT DIVISION
In 2019, the Office of the State Inspector General issued an audit of the natural 
resources law enforcement agencies targeting the lack of gender and racial diversity 
in each agency’s law division. The Department of Wildlife Resources proposed several 
corrective actions that would be intended to result in diversifying the number of sworn 
officers in the Law Enforcement Division. Per the recommendations in the 2023-24 
Inclusive Excellence report, Law conducted a barrier analysis of the CPO recruiting and 
vetting process and established an exit interview process.

The recommendations from the 2024 IE Report and their responses are below:

•	 Adopt findings from the Audit and Barrier Analysis. Specifically, modernizing 
the background checks to reduce subjectivity and reorient screening to 
interpersonal skills.

Response: These findings were fully adopted by the Law Division in its 2025 
Conservation Police Officer Hiring Process Review. (Attached as Addendum A)

•	 Combine data from the exit interview worksheets into a report with actionable 
recommendations on CPO retention.

Response: The Law Division has offered exit interviews to all sworn personnel leaving 
the agency through resignation/retirement.  For those who choose to complete one, 
the document is shared with the senior command staff who have documented these 
exit interviews and kept track of trends which have led to recommendations and 
actionable changes to the division since its implementation. 

DEC. 31, 2021 DEC. 31, 2023 DEC. 31, 2024 DEC. 31, 2025

Total 13 11 12 12

Male 9 7 8 8

Female 4 3 4 4

White 12 9 9 10

Black/Afr. Am. 1 2 2 2
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RECRUITING STRATEGIC INITIATIVES SCORECARD

2023 2024 2025  
STATUS

1.	 Create a college and university recruitment plan featuring 
internships and mock interviews that is inclusive of HBCUs.

2.	 Develop enhanced relationships with college administrators and 
proficiency with HANDSHAKE technology.

3.	 Track applicant flow data for various demographics.

4.	 Engage diverse recruiting venues, websites, magazines, and 
outdoor affinity organizations.

5.	 Provide clear applicant preferred education qualifications to 
colleges.

6.	 Engage subject matter expert(s) to review interview processes to 
ensure objectivity.

7.	 Establish an employer branding strategy which includes images of 
underrepresented populations.

8.	 Develop a centralized Internship Program with a start-to-finish 
participation plan.

9.	 Foster an environment in which interns are paid a living wage.

10.	 Review the LawFit measurables and water swimming 
requirements.

11.	 Offer training to ensure background investigations are equitable 
and free from bias.

12.	 Expand advertisements through all avenues that will attract a 
diverse population.

13.	 Communicate and follow hiring timelines including CPO academy 
requirements.

14.	 Standardize the sharing of information regarding perquisites and 
conditions of positions.

15.	 Perform salary studies to ensure equity in all offers of 
employment.

16.	 Avoid including minimal requirements in a position description 
that can be obtained after employment.
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Culture
To promote and sustain a workplace that is inclusive of all people, talents, 

and ideas so that members of the workplace may achieve their highest 
level of engagement and full occupational potential.

GOALS
	• Develop a workforce that resembles 

the diverse racial, gender, and cultural 
differences of the Commonwealth.

	• Value non-traditional approaches and 
skill sets that can further DWR’s mission.

	• Adopt a “best idea wins” approach  
to decision-making.

	• Treat others as THEY wish to be  
treated and not as YOU wish to be 
treated.

Workplace Culture is the cornerstone of employee engagement. An organization can excel 
at acquiring talent, but possessing a toxic workplace culture would only result in high 
employee turnover and the costs associated with it. It is imperative that DWR leadership 
remains knowledgeable of the concerns of the workforce while developing policies and 
initiatives that send a clear message as to what behaviors are valued, encouraged, and 
prohibited.

DWR conducts an Employee Climate Survey, a study of employees’ perceptions and 
perspectives, every 18 months. The third survey was conducted in October 2025. While 
the prior surveys were identical to track movement on all questions, this survey was 
revised to be more concise and to better gauge alignment with the agency’s mission and 
the perception of the workforce.

Survey participation remained high, with 82.7% (353) of the workforce participating and 
65.1% (278) completing the survey.

|   CULTURE
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KEY TAKEAWAYS FROM THE SURVEY

Sharp Decline in Sense of Individual Value
•	 “I feel my contribution is valued”: 

Dropped from 72.4% (2024) to  
64.0% (2025).

•	 Recognition: Only 51% feel they receive 
adequate recognition for good work.

•	 Takeaway: Despite high mission 
alignment, there is a growing disconnect 
between employee effort and perceived 
agency appreciation.

Financial Stress Impacting Retention
•	 Cost of Living: 24.2% find pay 

“completely inadequate” for the cost of 
living (up from 20.5%).

•	 Salary Alignment: 16.8% strongly 
disagree that their pay reflects their 
contribution.

•	 Turnover Risk: 42.7% of staff are 
considering leaving within 3 years;  
“Low Pay” is the #1 cited reason.

•	 Takeaway: Economic pressure is the 
primary threat to workforce stability.

The Burnout Threshold: Workload Sustainability
•	 Manageable Workload: Only 21.3% 

strongly agree their workload is 
manageable (down from 27.6%).

•	 Time Constraints: 55.5% report they 
do not have enough time to finish core 
responsibilities.

•	 Management Strength: Supervisory 
relationships remain a “bright spot,” with 
76% positive sentiment regarding direct 
management.

•	 Takeaway: High performance is being 
sustained by a burden that employees 
feel is becoming unmanageable.

Workforce Support for Mission Evolution
•	 Mission Shift: 62.5% prioritize 

“Connecting People to the Outdoors”  
(up from 59%).

•	 Diverse Engagement: 61.2% support 
engaging new stakeholders, even if it 
shifts traditional focuses.

•	 Internal Friction: 67.1% of the workforce 
believes DWR does not adapt well to 
change.

•	 Takeaway: Staff support the direction of 
the agency’s future but remain skeptical 
of the internal process for getting there.

While there are areas of dissatisfaction in the aggregate data, the divisional data 
may prove more probative in addressing these issues of compensation, value, and 

leadership. One major positive takeaway is that there is a clear mandate for modernizing 
DWR’s focus, with most employees favoring the expansion of public engagement and the 

diversification of stakeholders, even if it requires shifting traditional focuses.
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DIVERSITY, EQUITY, AND INCLUSION
There remains a disconnect between the Inclusive Excellence Plan’s goals and employee 
perceptions. While an overwhelming majority of the employees recognize that DWR seeks 
a workplace where all can achieve their occupational potential, some interpret that as a 
bias towards hiring and promoting women and people of color. The demographic makeup 
of the workforce does not seem to be enough to dissuade this notion. A repeated theme 
among commenters self-identifying as CPOs is that the hiring of women and people of 
color is somehow compromising the effectiveness of the force. However, hiring statistics 
do not support any critical mass of hiring of underrepresented candidates in that division.

More telling of the workforce’s perception are the following survey results:

•	 Only 41% believe employees are challenged or held accountable for inappropriate or 
discriminatory behavior.

•	 Only 40% believe staff members have equal opportunity for advancement, regardless 
of their background.

While the agency can point to several policies, procedures, and instances to dispute this 
perception in the workforce, the perception remains.

Recommendation #1

Develop a comprehensive internal communication plan that specifically 
addresses issues of agency culture, workplace conduct, and how to report 

incidents of inappropriate or discriminatory behavior.

Recommendation #2

Institute an Ombuds program to serve as a confidential and neutral resource to 
help staff members resolve conflicts without filing a formal grievance.
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CULTURE STRATEGIC INITIATIVES SCORECARD

2023 2024 2025  
STATUS

1.	 Challenge and ensure accountability for unacceptable cultural 
behaviors.

2.	 Conduct an annual climate survey of the workforce.

3.	 Move beyond the “rites of passage” approach to starting a career.

4.	 Allow employee work profiles to include bonafide non-career 
activities.

5.	 Consider how an applicant's views align with the vision/values of 
DWR.

6.	 Develop an Ombudsman Program.

7.	 Develop an Employee Appreciation Program.

8.	 Establish a standardized on-boarding process.

9.	 Challenge seemingly innocuous office practices that exclude 
members.

10.	 Conduct a standardized exit interview/survey.

11.	 Emphasize practical experience as a proxy for academic 
credentials.

12.	 Require specialized cultural awareness education for customer-
facing personnel.

13.	 Encourage transparency in career development practices.

14.	 Conduct a review of all policies to ensure alignment with IE goals.

15.	 Create a framework for employee resource groups.
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Awareness
To develop learning opportunities to equip members of the workforce with 
the ability to promote inclusive excellence and be active and accountable 

in building an inclusive work environment.

GOALS
	• Initiate Agency-wide, mandatory Inclusive Excellence training.

	• Integrate Inclusive Excellence principles in all policies, practices, and procedures going 
forward.

	• Build training to accommodate diverse learning styles.

Since the inception of the Plan, the agency has been very intentional in providing training 
that would advance inclusion in the workplace. Due to budgetary limitations, agency-wide 
training has not been offered since the last report. However, the Law Division was trained 
on encountering neurodivergent citizens by the Autism Society of Central Virginia in FY26.

One recommendation from the 2024-25 report regarding Awareness was:

“Workforce diversity, opportunity, and inclusion initiatives should be preceded by an 
explanation of how larger, more diverse pools of applicants are more likely to yield 
stronger candidates, thus countering the myth that merit only exists within certain racial 
and gender profiles.”

As mentioned above, budgetary limitations removed most diversity training from the 
agency’s priorities in the covered period. However, agency leaders took every opportunity 
to discuss how our success in recruiting and retention is influenced by “casting the 
widest net” and being an organization that allows employees “to reach their full 
occupational potential.”
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AWARENESS STRATEGIC INITIATIVES SCORECARD

2023 2024 2025  
STATUS

1.	 Offer regular training on Inclusive Excellence and cultural 
competency.

2.	 Communicate information that raises awareness and promotes 
civility.

3.	 Hold leadership accountable via 360 reviews for IE environments.

4.	 Develop tailored training courses for employee roles.

5.	 Bring broader perspectives with third-party trainers.

6.	 Offer training specifically for hiring managers.

7.	 Focus training on integrating IE concepts into all aspects of the 
agency.

8.	 Educate public-facing personnel on cultural competency.

9.	 Require management training of all new managers within one 
year.

10.	 Produce annual report on advancement of IE.

11. Maintain an engaged Inclusive Excellence Council.

Recommendation #3

Partner with organizations who can provide relevant, valuable training 
to the workforce at no cost to the agency.
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Connecting
Utilizing resources and strategies to make the outdoors available, 

accessible, and safe for all Virginians.

GOALS
	• Increase education about and access 
to Virginia’s wild spaces and the fish 
and wildlife that live in them.

	• Provide targeted, direct outreach 
to underrepresented and 
underserved populations.

	• Expand partnerships with outdoor-oriented affinity organizations.

The “Connecting” core principle has been the most successful element of the DWR 
Inclusive Excellence Strategic Plan. Unlike workforce diversity issues, where some see 
employment and promotion as a zero-sum game, most employees recognize that “the 
outdoors is for everyone.” They embrace initiatives to connect with those underrepresented 
in outdoor activities. Every division continues to work intentionally to broaden the DWR 
constituency through access and connection. Furthermore, we expect the new Director 
of Outdoor Recreation position within the Natural and Historic Resources Secretariat to 
broaden outdoor access and participation for underrepresented communities.

A recommendation from the previous report was:

“Continue to explore appropriate uses of DWR lands that align with growing outdoor 
activities (such as wildlife viewing and recreational shooting) which demonstrate a growing 
interest among non-traditional populations.”
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Implemented initiatives that address this recommendation include:

•	 The updated DWR “Explore the Wild” 
app features Wildlife Viewing, Primitive 
Camping, and Hiking as activities users 
can use to learn which of our properties 
are ideal for them.

•	 The agency established the Recreational 
Shooting Work Group … to promote 
recreational shooting through elevating 
existing programs, partnering with 
stakeholders, and developing a 
recreational shooting strategic plan. 

•	 Developed a page within the DWR 
website dedicated to archery and 
recreational shooting.

•	 A Voluntary Public Access and Habitat 
Incentive Program (VPA-HIP) agreement 
in Tazewell County has provided barrier-
free trails for hiking and other outdoor 
activities.

INITIATIVES REACHING UNDERREPRESENTED 
AND UNDERSERVED POPULATIONS

Aquatics:

•	 FishLocalVA: Continues to stock over 100,000 catfish and 30,000 trout in areas 
frequented by underserved populations.

•	 Collaborated with the Pamunkey and Upper Mattaponi tribes regarding fish sampling 
techniques and management of Atlantic sturgeon, American shad, and river herring.

Boating Division:

•	 Conducts an online boating course in Spanish.

Human Resources:

•	 Developed an American with Disabilities Act (ADA) Accommodation Program for 
DWR employees.
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Outreach Division:

•	 Continues to promote “Virginia Outdoor 
Women.” 

•	 Hosts “Free Fishing Days” allowing 
fishing without licenses. 

•	 Increased the number of hunter 
education workshops. 

•	 Worked with Wheel’n Sportsman to 
improve communication to the mobility 
impaired community.  

•	 Removed economic barrier for 
participating in the Birding Classic. 

•	 Hosted archery opportunities for 
persons with disabilities through both 
Beyond Boundaries and Jacobs Chance. 

•	 Hosted hunter safety education 
specifically for the Upper Mattaponi, 
Pamunkey and Chickahominy tribes. 

•	 Through 2025, partnered with Black 
female content creator and outdoors 
influencer, Rivah Sistah, Patricia 
Clement. 

•	 Partnered with Asian American content 
creator and influencer Wade Troung 
of Elevated Wild, on a campaign to 
promote fishing licenses.

 •	Conducted a fishing program at 
southeast Virginia VA hospital for PTSD 
patients. 

•	 Recognized affinity observances on 
social media platforms. 

•	 Conducted hunter education programs 
for the Amish and Mennonite 
communities. 

•	 Conducted Spanish language hunter 
education course. 

•	 Assured that the Virginia Wildlife 
Grant Program recipients had a DEI 
component in their applications.  

Events in Urban Areas: 
•	 “Hooked on Freedom: Hook, Line & 

Sinker” free fishing clinic at Dorey Park. 
•	 Riverrock in downtown Richmond, VA. 
•	 The Richmond Renaissance Faire. 
•	 Fishing event at Virginia State University 

Wildlife Division:
•	 Maintained barrier-free trails for fishing 

and hunting at Clinch Mountain Wildlife 
Management Area (WMA). 

•	 Upgraded maps for POWRR properties 
to be more accessible for colorblind 
individuals. 

•	 Established new access opportunities 
around recently acquired parcels in 
Accomack County.

•	 Maintained ADA-accessible hunting 
blinds at the Phelps WMA. 

•	 Supported landowners interested 
in restoring their ecosystem with 
prescribed burns across parts of 
underserved Southeast Virginia. 

•	 Collaborated with the Pamunkey and 
Mattaponi tribes regarding propagation 
and recovery of freshwater mussels.

INITIATIVES REACHING UNDERREPRESENTED 
AND UNDERSERVED POPULATIONS
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CONNECTING STRATEGIC INITIATIVES SCORECARD

2023 2024 2025  
STATUS

1.	 Create DWR branded content highlighting mission/involvement.

2.	 Create branded content for the Project WILD educational program.

3.	 Establish strategic relationships with outdoor affinity organizations.

4.	 Include more diverse images in print and electronic media.

5.	 Implement a language access strategy for multi-lingual speakers.

6.	 Update website with inclusive images and languages.

7.	 Partner with other Virginia outdoor organizations to create synergy.

8.	 Seek opportunities to acquire lands near urban communities.

9.	 Convert or expand usage of DWR lands for diverse activities.

10.	 Host events targeting underrepresented populations.

11.	 Seek sponsorships in outdoor programs for underrepresented 
populations.

12.	 Develop a Community Engagement Plan.

13.	 Share Inclusive Excellence awareness content on social media.

Recommendation #4

Enter Outreach programs in the SEAFWA C.A.R.E. Awards to gain 
recognition and better promote the opportunities available to Virginians.
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Conclusion
The Department of Wildlife Resources remains committed to recruiting and retaining 
a workforce selected from a large, qualified, and diverse talent pool; maintaining 
work environments that will allow employees to reach their full occupational potential; 
and strategically utilizing agency resources to make the outdoors safe, accessible, 
and enjoyable for all Virginians. Budgetary considerations have diminished the ability 
to advance workforce awareness through training, but we are committed to finding 
resources that advance inclusion in our workplace. The agency continues to excel at 
connecting underrepresented and underserved Virginians to outdoor activities. The 
two-pronged approach of exposing non-traditional audiences to our traditional sports 
and using agency resources to support the non-traditional outdoor activities in which 
Virginians participate has proved successful. 

Later this year, with guidance from the Commonwealth’s Office of Diversity, Equity, and 
Inclusion and the agency’s Inclusive Excellence Council, we will reconvene to develop a 
new Inclusive Excellence Strategic Plan for the next five years. 

While long-term, sustainable change is incremental, we are seeing positive results from 
our efforts. 

RESPECTFULLY SUBMIT TED BY:
George P. Braxton, J.D., C.D.E.

Chief Diversity and Inclusion Officer
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1. Purpose

2025 Conservation Police Officer 

Hiring Process Review 

This document outlines the standardized hiring procedure used during the 15th Academy 
recruitment cycle (June 2025-February 2026). Its intent is to ensure consistency, fairness, 
and operational efficiency in future hiring efforts. 

2. Process Overview

The 2025 CPO hiring process utilized updated standards and implemented 
recommendations identified through previous cycles. The hiring consisted of nine 
sequential stages that provided in-depth assessment of candidates' suitability for the 
position. The steps included: 

Job Posting/ Application/ Human Resources Screening 
Personal History Questionnaire 
POST Written Testing 
Virginia Work Performance Test (LawFit) 
Panel Interview 
Conditional Offer 
Background Investigation 
Polygraph Examination 
Medical Screening 
Psychological Screening 
Final Offer 

Each stage of the hiring process is detailed in this report to support repeatability and 
clarity. 

3. Detailed Procedures

3.1 Job Posting/ Application/ Human Resources Screening 

The conservation police officer position was posted on June 20 and closed July 13. The 
position announcement included a set of mandatory screening questions that were based 
on the Law Division's automatic screening criteria. The questions were written to solicit a 
"Yes" or "No" response from the applicants. Care was taken to not include any ADA 
prohibited elements. 

The team coordinated with the Outreach section to have the Law Division Recruiting 
website updated for the 2025 CPO hiring launch. This included a review of the content and 
updating the Frequently Asked Questions page. The updated information was shared with 
the Training and Recruiting Section as well as the Regional Recruiters. This ensured that 
the public would receive standardized responses to employment inquiries. 













Applicant Status-An Excel spreadsheet was utilized for candidate-tracking. The document 

was editable by the hiring team. 

Communications-A dedicated email was created, cpo,hiring@dwr.virginia.go� was 

created for the hiring process. The hiring team had access to it. 

Testing platforms 

• Written testing utilized Stanard and Associates' National Police Officer Selection

Test (POST)

• Physical fitness testing utilized LawFit, Inc. Virginia Work Performance Test

Interviews 

• Held virtually via Teams.

6. Metrics and Evaluation

Hiring process metrics were captured throughout the cycle.

Total number of applications received: 418 

Screened in by HR: 355 

Progressed through PHQ step: 174 

Progressed through written testing and LawFit step: 98 

Progressed through interview step: 61 

Progressed through background and polygraph: 30 

Progressed through medical and psychological: 17 

Selected: 1 O 

Staffing needed for each step: 

Written testing: 2 (one proctor and one assistant; to welcome, sign in, and score 

tests) 

LawFit: 4-5 staff needed each session (7 total were used) 

Interviews: 3-person panels, four panels were used 

Background: 21 Investigators were used 

Medical/Psychological/ Uniform Fitting/ Fingerprinting: 1 

See Appendix J for hiring process numbers. 

7. Hiring Team Meetings

The Law Division Hiring Team set regular planning meetings leading up to the start of the

process. These meetings switched to.check-in and status meetings and were held at

regular intervals throughout the hiring process. Agendas were utilized and work

assignments were clarified prior to adjournment. A collaborative team effort was

emphasized throughout.
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The Commonwealth has changed dramatically since the birth of this agency in
1916. Along with the evolution of successes and new challenges in wildlife
conservation, Virginia’s rich geographic and biological diversity is now
matched by its demographic diversity. Preservation of species, habitat, and
promotion of wildlife-based recreation for the generations to come depends on
our ability to reach both new and traditional constituencies and to serve the
needs of all Virginians. 

Accordingly, I am pleased to present the Department of Wildlife Resources’
2021-2025 Inclusive Excellence Strategic Plan. This Plan, which was developed
with input from staff throughout the agency via our Inclusive Excellence
Council, outlines our goals and initiatives to build a workforce that will deliver
on our mission to “CONSERVE. CONNECT. PROTECT.”

Implementing the Inclusive Excellence Strategic Plan will increase our
capabilities; promote diversity, opportunity, and inclusion among the agency’s
staff; make the outdoors available, accessible, and safe for all Virginians; and
help ensure that wildlife and outdoor recreation are enjoyed and supported by
generations to come. To paraphrase President John F. Kennedy’s memorable
speech, we choose this undertaking not because it is easy, but because it is
hard; because these goals will serve to organize and measure the best of our
energies and skills, because this challenge is one that we are willing to accept,
one we are unwilling to postpone, and one we intend to accomplish.

Each of us is responsible for ensuring the success of this Plan and I look
forward to working with colleagues and constituents to achieve these
important objectives.

MESSAGE FROM THE DIRECTOR
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Ryan Brown
Executive Director, 
Department of Wildlife Resources



If an organization is going to move towards Inclusive Excellence, there must be
alignment of goals and mutual intentionality. This is not achievable without a shared
vocabulary. To that point, some of the terms below can be found in the Governor’s
ONE Virginia Plan and will be repeated throughout the Virginia Department of
Wildlife Resources’ (DWR) journey. 

INCLUSIVE EXCELLENCE TERMS

is defined broadly as all of the characteristics that make individuals unique. It is used
to describe the various combinations of group/ social differences (e.g., race/ethnicity,
class, gender, gender identity, sexual orientation, country of origin, and ability, as well
as cultural, political, religious and other affiliations) and human differences (e.g.,
personality, learning style, and life experiences). DHRM’s working definition of
diversity is to foster a collaborative work environment that is inclusive of every
employee by recognizing and effectively utilizing their talent, skills, and perspectives
to create a unified and high-performance workforce.

DIVERSITY
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INCLUSION
is used to describe the active, intentional, and ongoing engagement with diverse people,
practices, and communities (intellectual, social, cultural, geographical) in ways that
increase one’s cultural affirmation and respect, content knowledge, cognitive
sophistication, and empathetic understanding of the complex ways individuals interact
with and within systems and organizations. More importantly, genuine and full
inclusion fosters a sense of belonging and respect for the differences and uniqueness
that all employees bring to the workplace, without the impact of inequities.



INCLUSIVE EXCELLENCE
requires that we establish a welcoming and productive community that engages all of its
diversity in the service to an organization, for both internal and external stakeholders. It
requires affirmation and respect for cultural, social, racial, religious, gender, and ability
differences among the organization’s stakeholders. It includes organizational
improvements in access/success, climate/culture, education/training, infrastructure/
accountability, and community engagement.

INTENTIONALITY
is the characteristic of an individual’s or organization’s acts that requires them to: 
1) have goals; 
2) select behaviors that are in the service of attaining the goals; and 
3) to call into conscious awareness a desired future state. It is this philosophy that will
move DWR towards Inclusive Excellence.

UNDERREPRESENTED
refers to populations that are disproportionately lower in number relative to their
number in the national/state population.
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OPPORTUNITY
is a critical factor in making Virginia the best place to live, work, and raise a family. The
Commonwealth has dedicated resources to promoting ideas, policies, and practices that
improve quality of life and expand economic opportunities for Virginians. Opportunity
refers to ensuring that all individuals have equal access to employment, advancement,
and development, regardless of factors such as gender, race, sexuality, age, and other
characteristics. It emphasizes creating a level playing field where everyone has a fair
chance to succeed based on their abilities and efforts. Opportunity requires that people
are free from disparate and unlawful obstacles in pursuing their own happiness and
success. Opportunity, however, is not opposed to different outcomes resulting from
conscientious and fair efforts, as long as everyone faces the same obstacles.



DWR’s INCLUSIVE EXCELLENCE VISION

The Virginia Department of Wildlife Resources (DWR) will strive to create a
work environment that provides all employees equal access to information,
development and opportunity. By building an inclusive work environment, we
will promote, then leverage, the diversity of people, talent and ideas. As a
public agency, our ability to understand, embrace and operate in a
multicultural Commonwealth — both among our stakeholders and our
employees — is critical to our long-term sustainability and specifically impacts
our ability to meet DWR's mission.
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Below are the four core principles of Inclusive Excellence at DWR. Each has a
specific Goal(s) that is to be accomplished by executing on specific Strategic
Initiatives. It is anticipated that this list of initiatives will continue to grow over
the four-year lifespan of this plan and such additions will be noted in the
annual report on progress.

Too often, strategic plans require certain “outputs” from organizational
components. In order to be intentional in our efforts, the plan features
Targeted Outcomes which will ultimately determine success. While creating a
diverse, equitable, and inclusive workplace is the responsibility of every
employee, some divisions are more responsible for the execution of specific
initiatives than others. 

The Accountable Divisions charts assign responsibility for each initiative. The
accountable divisions for each strategic initiative are requested to collaborate
in the submission of proposed metrics for each of the strategic initiatives
within 90 days of the final approval of this plan, as they possess the subject-
matter expertise to execute more efficiently. 

INCLUSIVE EXCELLENCE
CORE PRINCIPLES

Recruiting
Culture
Awareness
Connecting
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RECRUITING
Using a broad spectrum of talent acquisition best practices to attract a
diverse and highly skilled applicant pool. 

To manage a process free from artificial barriers that would discourage the
hiring of underrepresented candidates.

GOALS
Complete transparency of the recruitment and selection process allowed
within federal and state law and Department of Human Resource
Management (DHRM) policy.
Elimination of all reasonable artificial barriers to hiring.

STRATEGIC INITIATIVES
1. Create a college and university recruitment plan featuring internships and
mock interviews that is inclusive of historically Black colleges and universities
in the Commonwealth and contiguous states.

2. Develop enhanced relationships with college administrators and proficiency
with HANDSHAKE[1] technology to assist in recruitment.

3. Track applicant flow data for various demographics. Provide a semi-annual
report to leadership for action and accountability consideration.

4. Engage diverse recruiting venues, websites, magazines, business
publications, and professional and college outdoors-oriented affinity
organizations. 

[1] HANDSHAKE is an online employment solution for college students used by more than 500,000
employers. 
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5. Provide clear applicant preferred education qualifications and certification
requirements to all colleges and universities.

6. Engage subject matter expert(s) to review interview processes to ensure
objectivity in candidate selections.

7. Establish an employer branding strategy which includes images of
underrepresented and underserved populations.

8. Develop a centralized Internship Program for all divisions with one point of
contact, a start-to-finish participation plan, and a way to capture participant
and division feedback with the goal of full-time employment. 

9. Foster an environment in which interns are paid a wage that will allow them
to live independent of other income during the internship.

10. Review the LawFit[2] measurables and water swimming requirements to
ensure that they are appropriate and/or can be obtained at the conclusion of a
CPO academy. 

11. Offer training to ensure that individuals conducting background
investigations are doing so equitably and the process is free from bias.

12. Expand advertisements through all avenues that will attract a diverse
population such as radio, billboards, social media sites, LinkedIn, Indeed, etc. 

13. Communicate and follow hiring timelines including the requirements for
completing the Conservation Police Officers academy.

14. Standardize the sharing of information regarding perquisites and
conditions of positions to all interviewing candidates. 

15. Perform salary studies to ensure equity in all offers of employment. 

16. Avoid including minimal requirements in a position description that can be
obtained after employment.

[2] The LawFit LLC is an initial physical fitness assessment tool developed by the National Center for
Public Safety Fitness of George Mason University. After this assessment is complete the candidate is
expected to complete several hours of physical fitness training leading to optimal performance,
endurance, and strength with the management of disease, fatigue, and stress and reduced sedentary
behavior. Candidates are tested periodically over a 26-28 week training period. 
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TARGETED OUTCOMES
Increased number of underrepresented applicants in the pool.
Increased rate of underrepresented candidates interviewed and hired.
Increased the number of interns from underrepresented groups.
Increased rate of underrepresented interns entering the conservation field
and working for DWR.
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CULTURE
To promote and sustain a workplace that is inclusive of all people, talents
and ideas so that members of the workplace may achieve their highest level
of engagement and full occupational potential. 

GOALS
Develop a workforce that resembles the diverse racial, gender, and cultural
differences of the Commonwealth.
Value non-traditional approaches and skill sets that can further DWR’s
mission.
Adopt a “best idea wins” approach to decision-making.
Treat others as THEY wish to be treated and not as YOU wish to be treated.

STRATEGIC INITIATIVES
1. Challenge and ensure accountability for unacceptable cultural behaviors by
both employees and customers.

2. Conduct an annual climate survey of the workforce. Track progress and
course correct towards a more inclusive work environment.

3. Move beyond the “rites of passage” approach to starting a career in
conservation to one which does not present barriers based on means.

4. Allow employee work profiles and screening criteria to include bonafide and
relevant non-career activities when measuring an applicant’s qualifications
and interests.
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5. In the employment process, when not in contradiction with any state, federal
or local law or regulations, consider how an applicant’s views and past actions
align with the vision, mission and values of DWR. 

6. Develop an Ombudsman Program that provides a safe space for those who
have difficulty in the workplace. 

7. Develop an Employee Appreciation Program and demonstrate authentic
appreciation that is communicated to the entire staff. Ensure that recognition
awards are given annually. 

8. Establish a standardized on-boarding process that includes a presentation on
“Inclusive Excellence at DWR” and agency-wide introduction of new staff.

9. Challenge seemingly innocuous office practices that could ultimately
exclude certain members of the workforce.

10. Conduct a standardized exit interview/survey of all departing staff
members with data reported annually to leadership for future action.

11. Emphasize non-traditional/practical experience as a proxy for academic
credentials whenever possible.

12. Require specialized cultural awareness education for all customer-facing
personnel.

13. Encourage participation and transparency in career development practices
for all DWR employees.

14. Conduct a review of all policies, practices, and procedures to ensure
alignment with Inclusive Excellence goals.

15. Create a framework for the development of employee resource groups
where employees with similar backgrounds and interests may network,
mentor, and create a safe space consistent with DWR’s policies.
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TARGETED OUTCOMES
Reduction in grievances. 
Reduction in EEO/discrimination claims.
Reduction in customer complaints.
Increased employee retention rates.
Increased employee engagement.
Increased applicants.
Increase scores on annual climate surveys.
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AWARENESS
To develop learning opportunities to equip members of the workforce with
the ability to promote inclusive excellence and be active and accountable
in building an inclusive work environment.

GOALS
Initiate Agency-wide, mandatory Inclusive Excellence training.
Integrate Inclusive Excellence principles in all policies, practices and
procedures going forward.
Build training to accommodate diverse learning styles.

STRATEGIC INITIATIVES
1. Offer regular training on Inclusive Excellence, cultural competency and
awareness.

2. Regularly communicate information that raises awareness and promotes
civility in the workplace.

3. Hold agency leadership accountable, via 360 reviews, for creating an
environment within their divisions that promotes inclusive excellence.

4. Develop training courses that are tailored appropriately for employee’s roles
and responsibilities.

5. Bring broader perspectives with the use of third-party trainers with
experiences beyond DWR. 13



6. Offer training specifically for hiring managers that emphasizes development
of job descriptions, bias recognition and elimination, panel selection, etc.

7. Focus training and awareness opportunities on integrating Inclusive
Excellence concepts into all aspects of the agency.

8. Educate outreach personnel, conservation police officers, and other public
facing personnel, on cultural competency and building relationships across
cultures.

9. Require management training of all new managers within one (1) year of
hiring/promotion.

10. Produce annual report on advancement of Inclusive Excellence by Chief
Diversity and Inclusion Officer.

11. Maintain an engaged Inclusive Excellence Council composed of members of
each division who will champion Inclusive Excellence throughout the agency.

TARGETED OUTCOMES
Increased hiring and promotion of those from underrepresented
populations.
Improved communication between employees from different
backgrounds.
Improved support for Inclusive Excellence.
Reduction in EEO/discrimination claims.

AWARENESS
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CONNECTING
Utilizing resources and strategies to make the outdoors available,
accessible, and safe for all Virginians.

GOALS
Increase education about, and access to, Virginia’s wild spaces and the fish
and wildlife that live in them.
Provide targeted, direct outreach to underrepresented and underserved
populations.
Expand partnership with outdoor-oriented affinity organizations.

STRATEGIC INITIATIVES
1. Create DWR branded content that highlights DWR’s mission and ways to get
involved to be distributed at parks, schools and colleges.

2. Establish strategic relationships with outdoor affinity organizations to better
understand their views on outdoor activities and conservation. 

3. Include more diverse images in both print and electronic media.

4. Implement a language access strategy for multi-lingual speakers and
individuals with disabilities.

5. Update website with images and languages that are inclusive of those in the
Commonwealth.

CONNECTING
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6. Partner with other Virginia outdoor organizations to create synergy in
messages to diverse audiences.

7. Seek opportunities to acquire and develop lands and waters that will assist in
promoting high-quality outdoor wildlife experiences closer to our urban
communities. 

8. Seek to convert or expand the usage of DWR’s current lands and waters to
accommodate activities in which underrepresented groups participate. [4]

9. Host events that target underrepresented populations. 

10. Seek sponsorships and participation in outdoor programs and events that
are held by, or target, underrepresented populations.

11. Develop a Community Engagement Plan and dedicate an employee to its
execution.

12. Share Inclusive Excellence awareness content on website and social media.

TARGETED OUTCOMES
Increased participation of underrepresented populations at outreach and
community engagement events.
Increased visitation at Wildlife Management Areas (WMA), and other wild
spaces, by underrepresented populations.
Increased allowable alternative use of WMAs.[5]
Increased participation in events designed to introduce underrepresented
populations to outdoor activities.

[3] & [4] This plan in no way promotes interference with WMAs' primary purpose as wildlife habitat.
Any use must be consistent with the purposes for which the property was purchased or compatible with
management objectives. 

CONNECTING
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CONCLUSION 
The Inclusive Excellence Council (IEC) is composed of the representatives from
each DWR division and led by the Chief Diversity and Inclusion Officer.  
Primary among the IEC’s charges were developing an Inclusive Excellence
Strategic Plan that would address the Agency’s need to evolve both internally
and externally. The IEC utilized the following plan development process:

• Defined parameters of Diversity, Opportunity, and Inclusion 
We studied the Agency’s mission and R3 Strategic Plan and worked within
the Commonwealth’s ONE Virginia Plan for diversity, equity and
inclusion which clearly defines the Governor’s vision for an inclusive
Commonwealth. 

• Developed a Vision Statement
The developed vision was vetted and approved by the Director’s Working
Group.

We reviewed areas of improvement highlighted in previous diversity
studies, Joint Legislative and Review Commission (JLARC) study and
Office of State Inspector General (OSIG) audit. The IEC also retained a
third-party facilitator to perform a qualitative assessment through
meetings with members of the workforce.

• Assessed Needs

• Reviewed Best Diversity and Inclusion Practices in
Conservation

While relatively a new area, we were able to study industry trends and
challenges.
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• Established Priorities

• Determined Accountability and Measures

Once the Core Principles were determined, the IEC divided into teams to
establish goals, initiatives and targeted outcomes for each one.

The final and most important task to insure success was assigning
accountability to agency divisions to devise measures and produce
outcomes.

In developing the Plan, the IEC believes it has given DWR a roadmap to
becoming an employer of choice among the Commonwealth’s agencies and a
model steward in making Virginia’s outdoor spaces available, accessible and
safe for its diverse population.  We look forward to working toward the
continued growth of the Agency through Inclusive Excellence.

2024-25 DWR Inclusive Excellence Council
George P. Braxton, J.D., C.D.E. (Chair)

1st Sgt. Michael Hill (Vice-Chair)
Carrie Colburn

Lt. Jessica Fariss
Marlo Gibson

Ronald Hughes
Sgt. Amanda Nevel
Doreen Richmond

Jaime Sajecki
Kelsey Steenburgh
Jeffrey Trollinger
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