Appendix I  Major Deliverables 

Outreach, Recruitment, Hiring and Internship

· Recruit and interview focus groups. 

· Working draft of list of resources of qualified applicants with disabilities.

· Identify state governments and federal government agencies that are doing the best recruitment and outreach effort for people with disabilities. 

· Design the recruitment/outreach effort, as well as complementary marketing strategy. 

· Design an internship program plan with a view towards getting the program in place for summer 2009.

Reasonable Accommodations

· Written review of policy and guidelines with recommendations for change 

· Compile Guide to current Resources, annotated with areas needing expansion/improvement 

· RA Time Line directed to employees that highlights the key events in an RA request and when to expect actions 

· Proposal for a Centralized resource for accommodations (See Appendix II)

Self-Identification

· Review current self-id form 

· Audit current ADA Coordinators to ensure they have access to HR/CMS disability panels. 

· Design a quarterly communication to remind ADA coordinators to enter data in HR/CMS. 

· Enhance HR/CMS Disability Panels and Reporting. 

· Create an internal marketing campaign to reach out and encourage employees to self-identify. 

· Issue Instruction establishing uniform dates to offer the invitation to self-identify 

· Orientation

· January 1st
· June 30th

Retention and Promotion

· Review and analyze turnover rates for those who have self-identified. 

· Review the current mentoring programs and make appropriate enhancements to ensure it is inclusive. 

· Review of other states best practices retention efforts, and based upon those findings, create an expanded disability internship program. 

Training
· Ensure agency leadership and HR directors are aware of the effort addressed above.  
· Expand efforts to foster full knowledge by agency and HR directors of the legal requirements applicable to applicants and employees with disabilities.
· Expand participation in ongoing training to maintain and improve relevant manager skill sets.
Appendix II  Central Access Center Proposal

Mission: Ensure prompt and effective accommodation for new employees with disabilities and for newly disabled existing employees.

Functions:

1. Provide technical assistance to evaluate accommodation requests.

2. Maintain statewide resources for the following:

a. Low tech items, such as furniture, blocks to elevate desks, adaptive office supplies, etc.

b. Consultant services for identification and remediation of employment related barriers to successful performance

c. Access to high tech adaptive hardware and software

d. Resources need to be identified to cover:

i. occupational and rehabilitation evaluations,

ii. remediation, 

iii. installation, 

iv. training (group and individual for employees and managers) in use of, and maintenance of same, and

v. Seamless integration with core agency systems.

3. Coordinate peer support for employees and for managers with similar needs.

4. Conduct regular outreach about RA support for employees with disabilities and their managers.

5. Clearing House for information on accommodation funding, resources, tools and process, both inside and outside of state government.  (Among other things, the clearinghouse must maintain reliable source of referrals to address the frequent concern of people with disabilities that becoming employed puts these potential workers at risk of losing critical publicly funded health care coverage and related services.)
6. Provide financial support for expensive accommodation pursuant to a formula.

Staffing:  Ultimately a staff
 would manage the center as well as provide advice and training about available technology and rehabilitation issues, clearinghouse management, outreach, policy development and contract development and management.
Location:  TBD, MOD or ODEO possible.  
Major Partners:  The Commonwealth administers some programs that provide related services.  For example:

1. A federally funded Assistive Technology Grant and other AT programs intended to benefit eligible consumers with disabilities is run by the Massachusetts Rehabilitation Commission.  AT Grant program includes the AT demonstrations centers, the AT device loan program, the New England AT Exchange, and the AT Loan Program. 

2. The Commission for the Blind operates an Adaptive Tech Unit to service eligible consumers, and 

3. The Information Technology Division maintains an Accessibility Laboratory to test for accessibility before new technologies are deployed.
Partnerships should be established with those programs to leverage existing expertise, while minimizing duplication and bridging employee service gaps. 

Funding:  TBD.  Despite the Commonwealth’s challenging fiscal situation, the Administration demonstrates its commitment to these issues by establishing an enhanced approach to reasonable accommodation in the form of a $100,000 pool account. 

The centralized account will be available over the next five years to provide assistance to agencies faced with the need to acquire expensive adaptive equipment or to supplement multiple reasonable accommodations, needed to enable the hiring, retention, or promotion of employees with disabilities.
 
Population Data:  There is no formally compiled statistical data regarding the likely incidence of employees requiring disability-based accommodations in Massachusetts.  However, the best data available for the Massachusetts workforce suggests that approximately 10.4%,
 or approximately 4,783 employees,
 at any given time would likely have a work related disability.  Current employee data suggest both that Commonwealth data collection is inadequate, and that significant efforts may be  needed to enhance employment rates for people with disabilities within the Executive Department.  The cost of accommodations is likely to be consistent with national estimates of $600
 per individual.

Appendix III  Best Practices from Other States and the Federal Government

The federal Equal Employment Opportunity Commission (“EEOC”) studied the best practices of nine states
 to promote the hiring, retention and advancement of people with disabilities. The EEOC details those findings in its “Final Report on Best Practices for the Employment of People with Disabilities in State Government,” which can be found at http://www.eeoc.gov/initiatives/nfi/final_states_best_practices_report.html.  Massachusetts was not one of the studied states.  For informational purposes, highlights of related Massachusetts activities are noted in the right column below.  The following best practices from the Report and the federal government align with components of our proposed Action Plan for the Commonwealth.

General

	EEOC Reported Best Practices 2005
	Massachusetts 

	Various statutes, individual agency regulations, guidelines and standards directing compliance with federal and state disability discrimination laws
	Uniform standards across the Executive Branch and in many cases beyond.  New under this Administration are:

· Executive Order 478,

· EO 478 Employment Guidelines from HRD/ODEO,

· Disability Handbook for the Executive Branch,

· Mass.gov Portalization incorporating ITD Web Accessibility Standards, 

· ITD Enterprise Information Technology Accessibility Standards, and

· 521 CMR (Architectural Access Board) Revision to Employee areas standards in progress.


Outreach and Recruitment

	EEOC Reported Best Practices 2005
	Massachusetts 

	Vermont and Washington work with organizations of and for individuals with disabilities as part of their targeted outreach and recruitment efforts.
	ODEO currently works in collaboration with MRC to assist individual consumers who have completed training programs through MRC, who are transitioning back to employment.

ODEO and EOHHS annually participate in the Career Expo for People with Disabilities.

	New Mexico developed an ongoing public awareness campaign about employment possibilities with the state.
	Same as above.


Training

	EEOC Reported Best Practices 2005
	Massachusetts 

	The Maryland Aviation Administration's bi-annual supervisory ADA training addresses the issue of how to promote career development for individuals with disabilities. 
	ADA employment training for ADA Coordinators and other managers has been ongoing since the passage of the Act.  It has taken many forms over the years, such as:

· Statewide all day sessions,

· HRD continuing education sessions, 

· MCAD 2 Hour to 3 day events,

· Individual agency 1 to 2 day sessions on request from MOD,

· Web-based audio and video conferences, 

· MOD ADA Coordinator Newsletter, and
· ODEO Brown Bag lunches 

	Most of the states surveyed by the EEOC indicated that training on the ADA is provided for managers and supervisors, either on a statewide or agency-wide basis. 
	

	Florida's Department of Transportation requires that hiring managers and supervisors, as well as interview panel members, receive ADA training addressing interviewing and development of position qualifications. 
	

	In Kansas, some state agencies have developed comprehensive training curricula for managers which emphasize practical approaches to dealing with ADA issues. Certain agencies recognize the need for advanced training on specific issues. For example, the Kansas Department of Social and Rehabilitation Services has developed advanced ADA training programs, addressing complex issues involving reasonable accommodation, essential functions, confidentiality, mental disabilities, and alcoholism and drug addiction.
	

	The Maryland Department of Budget and Management sponsored an ADA "Train the Trainer" Conference, the purpose of which was to provide ADA training by state and federal ADA expert trainers that could then be replicated by the conference attendees on a large scale and an ongoing basis for managers and supervisors at their own state workforce locations.
	

	The Utah Department of Human Services provides periodic detailed training to ADA Coordinators and supervisors.
	

	Beginning in 1992, the Governor of Washington sponsored several full-day training sessions on the ADA and provided operating funds for a team of ADA trainers that conducted customized training for small to large groups throughout state government.
	


General Reasonable Accommodations

	EEOC Reported Best Practices 2005
	Massachusetts 

	Utah and Washington - reported promising practices that allow individual state agencies to draw upon resources in addition to their own budgets to pay for at least some accommodations.
	Currently there is a plan in place for orchestrating the reasonable accommodation process and an informal appeal process.  MOD works with HRD/ODEO, with ultimate decision making power at HRD/ODEO. 

MOD is charged with providing technical assistance for both managers and employees.  

Currently each agency is obligated to meet its own accommodation needs. 



	While the Utah Division of Risk Management expects each state agency to pay for its own costs of providing accommodations to applicants and employees, the Division periodically helps defray some or all of these costs upon request from individual agencies that can demonstrate they do not have the resources to cover the costs of a particular accommodation. The Division has used this system to help fund technological equipment purchases as well as structural modifications to facilities. 
	See Appendix II Proposed Central Access Center.

	Established by the legislature in 1987, Washington's Department of Personnel's Disability Accommodation Revolving Fund is used to make unanticipated worksite modifications for which an agency or institution does not have the financial resources. The funds can be disbursed within two weeks after they are requested.  
	


Assistive Technology as Reasonable Accommodations

	EEOC Reported Best Practices 2005
	Massachusetts 

	
	Operationalize first in the nation IT testing laboratory within State government.

	
	Mandates expert validation of computer system accessibility before acceptance and payment.

	Missouri's Office of Administration encompasses the Missouri Assistive Technology (MAT) program. The program offers assistance to state agencies that have hired or may consider hiring disabled individuals. Specifically, the MAT operates the Equipment Technology Consortium, a short-term assistive technology equipment loan program for Missouri state agencies. Under the program, agencies can borrow equipment on behalf of individuals with disabilities to try out the equipment before purchase, for use during the time equipment is in repair, or for other short-term needs. 
	Massachusetts Rehabilitation Commission Operates an equivalent program called the “MassMatch” Program, which is available to the general public.  

See also Appendix II Central Access Center.

	In Washington, the Department of General Administration (GA) has established a central pool of assistive technology. Agencies and institutions may borrow equipment from the pool. To reserve equipment, such as assistive listening systems for people with hearing impairments, agencies simply call GA at least a week prior to the event.
	

	The Braille Access Center is a program set up by the Washington State Department of Corrections, Department of Printing and the Washington State School for the Blind. It uses inmate labor to transcribe materials into Braille. 
	Ferguson Industries performs this function in Massachusetts.  Recently announced plans to close Ferguson will require reassignment of this function.

	A State Taping Center was developed at Central Washington University to provide all state agencies and institutions with the capacity to produce audio versions of print materials. 
	Taping is done through the individual agencies

	The federal government has a program, Computer/Electronic Accommodations Program (CAP), which provides assistive technology and services to people with disabilities, Federal managers, supervisors and IT professionals. CAP increases access to information and works to remove barriers to employment opportunities by eliminating the costs of assistive technology and accommodations solutions. By the end of FY 07, CAP had over 8700 accommodations in place. 
	See also Appendix II Central Access Center.


Retention and Promotion

	EEOC Reported Best Practices 2005
	Massachusetts 

	The Maryland Aviation Administration specifically addresses the issue of how to promote career development for individuals with disabilities in its bi-annual supervisory ADA training.
	


Internships

	EEOC Reported Best Practices 2005
	Massachusetts 

	New Mexico expanded existing On the Job Training internship and apprenticeship programs to include persons with disabilities.
	The Massachusetts Rehabilitation Commission and the Massachusetts Commission for the Blind have programs, which parallels some of these efforts.


	New Mexico identified temporary positions that may provide work experiences for students with disabilities.
	

	The Maryland Department of Budget and Management sponsored the Governor's QUEST Internship Program for Persons with Disabilities. Initiated in 2000, the program provides three-month internships in state government, with the possibility of an extension. QUEST, which stands for "Quality, Understanding, Excellence, Success, and Training," is a training/learning experience for customers of the state's Department of Rehabilitation Services, designed to enhance the participants' knowledge, skills, and abilities while working at a state agency.
	

	The federal government has an extensive internship program, the Workforce Recruitment Program (WRP), which is a recruitment and referral program that connects federal sector employers nationwide with highly motivated postsecondary students and recent graduates with disabilities who are eager to prove their abilities in the workplace through summer or permanent jobs. Co-sponsored by the Department of Labor (ODEP) and the Department of Defense with the participation of about 20 other federal agencies, the WRP has provided employment opportunities for over 4,000 students since 1995. 
	


Technical Assistance to State Agencies and People with Disabilities

	EEOC Reported Best Practices 2005
	Massachusetts 

	By executive order, Florida established the Americans with Disabilities Act Working Group to provide information and technical assistance to state agencies and people with disabilities on the requirements of the ADA, including its employment provisions. The Working Group provides individualized assistance to state agencies seeking practical information on compliance with the ADA's employment provisions. Applicants for state jobs and state employees also can use the Working Group's services to clarify their rights and responsibilities under the ADA. A later executive order added a clearinghouse to the Working Group's mandate, the purpose of which is to make information on disability resources and services more easily obtainable. The clearinghouse also provides information on job opportunities, including jobs with state agencies. 
	See the Massachusetts Office on Disability implementing statute, GL c. 6 §185, et seq. 

See Executive Order 478.


� Initial implementation would be with existing staff based on location determination.


�, Houtenville, A.J., Ericson, W.A. Lee, C.G. (2007, March 16) Disability Statistics from American Community Survey (ACS). Ithaca, NY: Cornell University Rehabilitation Research and Training Center on Disability Demographics and Statistics (StatsRRTC). Retrieved 9-30-08 from http://� HYPERLINK "http://www.disability" ��www.disability�statistics.org . 


� Id. and Commonwealth Human Resources Annual Report 2004, p. 2.  � HYPERLINK "http://www.mass.gov/Ehrd/docs/policies/publications/pol_annualrpt04.doc" ��http://www.mass.gov/Ehrd/docs/policies/publications/pol_annualrpt04.doc� Derived by applying general Massachusetts workforce data to MA State Worker data.


� “Workplace Accommodation, Low Cost, High Impact,” � HYPERLINK "http://www.jan.wvu.edu/media/LowCostHighImpact.pdf" ��http://www.jan.wvu.edu/media/LowCostHighImpact.pdf� , page 5.  Job Accommodation Network, a service of the � HYPERLINK "http://www.dol.gov/odep/welcome.html" �Office of Disability Employment Policy� (ODEP) of the U.S. Department of Labor, estimates the median cost of all accommodations to be $600 per employee with a disability.  This includes a majority of individuals for whom accommodations cost nothing, as well as individuals whose accommodations are not technology related.


� Florida, Maryland, Vermont, Washington, Kansas, Missouri, New Hampshire, New Mexico, and Utah.


� MCAD is currently developing a new training module on Reasonable Accommodation.





