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MEETING NOTICE AND AGENDA

California Committee on Employment of People with Disabilities (CCEPD)

Increasing Employer Demand Workgroup Meeting

Friday, November 8, 2013

10:00 AM - 12:00 PM

DOR & Teleconference

721 Capitol Mall

Conference Room 169

Sacramento, CA  95814

Public Teleconference Line: 800-779-9041 

Participant Passcode: CCEPD

To Join Meeting Via Webinar Please Follow the Link Below:

https://sas.elluminate.com/m.jnlp?sid=2013248&password=M.822FA4FA32F18CC6E1464B659FB7F4
*To access the teleconference via the California Relay Service (CRS), 
Dial 711 to be connected.
Contact:  Marissa Clark at (916) 558-5878

Public comment will be taken at the end of the meeting and prior to any vote of Committee members.  Breaks will be provided at least every 90 minutes.  

1. Welcome and Introductions





10:00 a.m.

Workgroup Co-Leads, Jonathan Clarkson and Anita Wright, will welcome members and lead introductions. 

2. Action to Approve August Meeting Summary
        
10:15 a.m.

Members will review the August 22, 2013 meeting summary for approval.

3. A Look Ahead: Where are we currently and where are we going?   

10:20 a.m.

Workgroup Co-Leads and staff will review the current status and future structure for accomplishing each of the workgroup’s goals.  

4. Action to Accept Private Sector Stakeholder Input

10:30 a.m. 
Anita will provide an overview of stakeholder input received from the 2013 USBLN Conference. Members will provide feedback on policy themes and discuss potential recommendations.

5. Discussion of Partnership with Healthcare Employer
 10:50 a.m.

In fulfillment of one of the workgroup goals, members will discuss a formal partnership with a major employer in the healthcare industry. 

Break









11:15 a.m.

6. Review Public Sector Stakeholder Input


11:30 a.m.

Jonathan will provide an overview of stakeholder input received from the 2013 ACSED Symposium. Members will provide feedback on policy themes and discuss potential recommendations.

7. Public Comment  





          11:45 a.m. 

Members of the public may offer comments on matters not listed on the agenda.  Time may be limited to 3 minutes per person.
8. Wrap Up and Next Steps
                                              11:55 a.m.

Anita will summarize follow up items, including workgroup volunteers and next steps to prepare for the December full Committee meeting.




Adjourn







         12:00 p.m. 

This Meeting Notice and Agenda and any supplemental meeting materials may also be accessed at the following website address: http://www.dor.ca.gov/CCEPD/Meeting-Info.html.  

The meeting is accessible to any person who is a wheelchair user.  In consideration of attendees who are sensitive to environmental odors created by chemicals and perfumes, please restrict the use of fragrances at this meeting. To request alternate format materials and/or auxiliary aids/services to participate in the meeting and/or any additional questions, contact LaCandice McCray at (916) 558-5429 or CCEPD@dor.ca.gov.  Providing your accommodation request at least five (5) business days before the meeting will help ensure availability of the requested accommodation.  Any requests received after this date will be given prompt consideration, but logistical constraints may not allow for their fulfillment. 
Public Comment: In accordance with the Bagley-Keene Open Meeting Act, §11125.7, written comments provided to the CCEPD must be made available to the public.  An opportunity for public comment will be provided at the end of the meeting and prior to Committee members taking action. Note: Individuals’ time to make public comment may be limited.

Remote teleconference access will be available at the following locations:

Department of Rehabilitation

Santa Barbara District Office
509 East Montecito Street, Suite101
Santa Barbara CA 93103-3216

Department of Rehabilitation

Greater Los Angeles District Office

3333 Wilshire Blvd., Suite 200

Los Angeles, CA 90010

Department of Social Services

Room 8-1646

744 P Street

Sacramento, CA 95814

Harris Family Center for Disability and Health Policy

Western University of Health Sciences

309 E. Second Street 

Pomona, California

Independent Living Resource Center

423 W. Victoria St

Santa Barbara CA 93101

Los Angeles Area Chamber of Commerce

350 S. Bixel St.

 Los Angeles, CA 90017

Office of Diversity and Inclusion

U.S. Office of Personnel Management
1900 E Street, NW
Washington, DC 20415-1000
Silicon Valley Independent Living Center

2202 North First Street

San Jose, CA 95131

TransAccess

1150 S. Bascom Avenue, Suite 7A

San Jose, CA 95128

Working Partnerships, USA

2102 Almaden Road, Suite 107

San Jose, CA. 95125

430 Alan Road

Santa Barbara, CA  93109

225 Hermosa Ave

 Unit 305

Long Beach, CA 90802

1705 Stuart St.

Berkeley, CA 94703

California Committee on Employment of People with Disabilities (CCEPD)

DRAFT Meeting Summary

Increasing Employer Demand Workgroup Meeting

Thursday, August 22, 2013

9:30 AM - 4:00 PM

Department of Rehabilitation

721 Capitol Mall, Room 169

Sacramento, CA  95814

Members in Attendance: Jonathan Clarkson, Robert Fried, Eric Glunt, Dondra Lopez, Jaime Pacheco-Orozco, Sandra Rainwater-Lawler (via phone), Anita Wright (via phone). 

Ad Hoc Members in Attendance: Carol Bazier (via phone), Ralph Black, Henry Claypool (via phone), Richard Deveylder, Lisa Hayes, Kenna Hickman (via phone), Jake Johnson, Brenda Premo (via phone), Mark Romoser (via phone).

Staff and Departmental Colleagues: Sarah Triano, Executive Officer; Rachel Stewart, Staff Manager; Marissa Clark, Analyst; LaCandice McCray, Analyst; Megan Juring, Deputy Director Department of Rehabilitation; LaJuana Thompson, Staff Manager Employment Development Department.

Item 1. Welcome and Introductions







Jonathan Clarkson, Workgroup Co-Lead called the meeting to order at 9:32 a.m. Jonathan noted the availability of captioning and ASL interpreters, including times allotted for public comment. Anita Wright, Workgroup Co-Lead, lead members introductions in which member shared their affiliations and areas of expertise. The number of members in attendance was sufficient to establish a quorum.

Sarah Triano, CCEPD Executive Officer, also reviewed group norms (Attachment 1), which established basic ground rules for conducting and participating in meetings.

Item 2. Review Agenda and Desired Outcomes




Marissa Clark, Workgroup Staff, reviewed the meeting agenda, purpose, and desired outcomes. Desired meeting outcomes included: 

· Welcoming new ad hoc members

· Reviewing updated workgroup goals 

· Reviewing and approve strategy charts 

· Creating action plans for 2 goal areas 

· Preparing for the September full Committee meeting 

Item 3. Review Workgroup Charter







Marissa provided a brief overview of the updated workgroup charter (Attachment 3) and highlighted the consensus based decision making process agreed upon by the committee.

Jonathan clarified that Committee members calling in from a publicly noticed location can participate in voting. However, members of the Committee who call in from un-noticed locations may not participate in voting.


Item 4. Review Updated Workgroup Goals


 

Marissa Clark and Sarah Triano provided an overview of the updated workgroup goals which are as follows:

Goal 1: By June 30, 2014, California launches an initiative to increase the employment participation rate for workers with disabilities in the state workforce from 10.2% to 13.3% by 2016 with specific deadlines, benchmarks, and requirements of state agencies to recruit, hire, and retain workers with disabilities.

Goal 2 : By June 30, 2014, a statewide employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).


Goal 3: By June 30, 2015 companies who provide health insurance to state employees will commit to employing a certain percentage of qualified workers with disabilities as part of their contract with the State of California.

Members expressed their majority support for the updated goals.

Item 5. Staff Overview of Workgroup Strategy Charts



Marissa provided an overview of the strategy charts and Sarah reviewed the meta data analysis and measurement for each goal (Attachments 5a, 5b, 5c, and 5d).  The charts were developed to provide an overview of the internal and external environments related to each strategy. The charts were prepared as a collaborative effort between staff, co-leads, and outside subject matter experts.

The main areas of focus for each goal’ strategy chart are: 

· Strategies

· Internal Scan

· External Scan

· Potential Responsible Entity

· Action Steps and Evaluation

Members discussed the California Health Benefit Exchange Board has a majority of members who are connected to health plans and can be an entry point of collaboration for the Committee.

Item 6. Feedback and Approval of Strategy Charts




Members provided feedback and then took action to adopt the strategy charts. 

Members discussed and provided the following comments for each goal and accompanying strategies.

Goal: By June 30, 2014, the state launches an initiative to increase the state employment participation rate for workers with disabilities from 10.2% to 13.3%.

· Recommended adding phrase, “at all levels” to end of policy directive strategy, to reflect not limited to entry level positions.

· There have been other efforts by Federal government, states, and other entities to increase employment of people with disabilities. 

· Proposed action step: Reach out to these entities, analyze policies related to recruitment, hiring, and retention, and gather best practices. Include provision of reasonable accommodations in the analysis, including providing accommodations from a central budget source.


· Concern that policy directive may not make a significant impact on employment of people with disabilities without specific guidelines and accountability standards.

· Identify staff in senior position to hold implementation of policy directive accountable.

· Internship programs missing from strategy chart.

Goal: By June 30, 2014, a statewide employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).

· Proposed strategy: Attend healthcare industry roundtables to develop relationships and present on hiring initiative.

Goal: By June 30, 2015 companies who provide health insurance to state employees will commit to employing a certain percentage of qualified workers with disabilities as part of their contract with the State of California.

· There was concern about using word “incentivize” because it is similar to an allowance. The intent of strategy should be to provide direction and guidance rather than an incentive. 

· Establishing a minimum requirement within the strategy was proposed.

· Suggestion to assign bonus points to plans/providers during the contract application process to those who employ a certain percentage of people with disabilities.

· Could explore establishing Section 503 equivalent at State level. Passage of Proposition 209 removed affirmative action provisions with an exception if it is a conditional requirement of receiving Federal financial assistance.

· Should gather data from other state, city, and county governments that have succeeded with this type of effort.

· Need to be sure there are no adverse impacts for small business to receive contracts.

· What would the consequences be if health plans/providers commit to but do not follow through with increasing their employment rate of people with disabilities.

Public Comment 

No public comment provided.

Members voted to approve the strategy charts with a majority vote as amended.

Follow Up: Collect State experience from hiring people with disabilities to share with the private sector.

Item 7. Action Plan Development for Workgroup Goals


Marissa reviewed the process for the action planning within the breakout groups. Members divided into small groups to begin development of actions plans and timelines for the two goal areas:

· Breakout A: Increasing employer demand in the public sector

· Breakout B: Increasing employer demand in the private sector

Item 8. Small Group Report Outs






Members shared reports from action planning break outs.

Breakout A: Increasing employer demand in the public sector

Dondra Lopez shared the following:

Strategy: A policy directive is issued to increase the number of people with disabilities employed by the state at all levels.

Milestone: Based on research of promising practices, identify which items should be included in the policy directive by March 2014. 

· Action Step 1: Research promising practices from Federal government, other states, and other programs within California for possible inclusion in the policy directive.
· Lead(s): Dondra Lopez, Mark Romoser, and Jake Johnson

· Due Date: October 21, 2013

· Action Step 2:  Work with existing taskforces to make policy recommendations related to improving and standardizing the reasonable accommodation process.

· Sub Action Step: Research ways to update the current Support Services Assistant (SSA) policy in order to make it a permanent civil service position.

· Lead(s) : Jonathan Clarkson and Ralph Black

· Due Date: October 21, 2013

Breakout B: Increasing Employer Demand in the Private Sector

Lisa Hayes, Ad Hoc member shared the following:

Strategy: Identify and assist a healthcare employer in adopting an internal policy to increase the percentage of people with disabilities in their workforce. Targeted employers will include but are not limited those participating in the Covered California health benefit exchange and/or Cal-Medi Connect duals demonstration.

Milestone: TBD
· Action Step 1: Identify hiring potential of participating health plans: Current or past hiring initiatives, list of job categories, # jobs open for each, any expected expansion or growth, etc.

· Lead(s): Lisa Hayes and Staff

· Due Date: November Workgroup Meeting
· Action Step 2: Convene experts: Bring together high level executives from several participating health plans to gather input and feedback on the workgroup goal.  

· Lead(s) : Brenda Premo and Staff

· Due Date: November Workgroup Meeting


Item 9. Public Comment









Members of the public were given the chance to comment on matters not listed on the agenda.

No public comment provided.

Item 10. Wrap Up and Next Steps







Jonathan summarized follow up items, including workgroup volunteers and next steps to prepare for the September full Committee meeting. Marissa presented some key dates of future events and meetings. 

· September 24th : ACSED Symposium 

· September 25th : Full Committee Meeting

· September 30th - October 4th : USBLN Annual Conference and Expo

· November 8th : Next Workgroup Meeting

Committee and ad hoc members discussed what went well for the meeting and any suggestions for improvement.

What worked well:

· Well-organized 

· Good facilitation

· Assistance from volunteers

· Co-leads kept us on task and on time

· Being able to end early

· Action planning process

· Tangible action steps 

· Including members of the public

· Recruitment of ad hoc members

Areas for Improvement:

· Have larger public presence and incorporate public input into discussions

· Use online survey tools

· Polling cards and post-its notes weren’t accessible

Follow Up: Staff to email notice to absent members in order to recruit additional volunteers for action steps.

The meeting was adjourned at 3:31 p.m.










California Committee on Employment of People with Disabilities (CCEPD)

Increasing Employer Demand Workgroup

A Look Ahead: Where Are We Currently and Where Are We Going?

Phase 1: PLANNING

	Workgroup Charter
	Outcomes &

Goals
	Workgroup Membership
	Strategies, Action Steps, & Timelines



	· 
	· 
	· 
	In Progress


Phase 2: ACTION

	Goal 
	Input/Data Collection
	Analysis
	Implementation Plan
	Recommendation Development

	By June 30, 2014, California launches an initiative to increase the employment participation rate for workers with disabilities in the state workforce from 10.2% to 13.3% by 2016 with specific deadlines, benchmarks, and requirements of state agencies to recruit, hire, and retain workers with disabilities.
	Complete
	In Progress
	
	

	By June 30, 2014, a major employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).
	Complete
	Complete
	In Progress
	

	By June 30, 2015, companies who provide health insurance to state employees will commit to employing a certain percentage of qualified workers with disabilities as part of their contract with the State of California.
	In Progress
	
	
	


California Committee on Employment of People with Disabilities 

Increasing Employer Demand Workgroup

November 8, 2013 Update


Workgroup Purpose
The purpose of the Increasing Employer Demand Workgroup is to assist with the development of policies and initiatives for public and private employers in California that increase the participation rate of people with disabilities in the workforce. Areas of focus include increasing the number of people with disabilities hired, retained, and promoted in state government as well as increasing the employment participation rate for workers with disabilities within the health care industry. 
Workgroup Co-Leads
Jonathan Clarkson, Deputy Director, Office of Civil Rights 
Department of Health Care Services

Anita Wright, Manager Business Development & Proposal Operations 
Northrop Grumman Corporation

Workgroup Goals and Progress 
Increasing Employer Demand in the Public Sector

Goal: By June 30, 2014, California launches an initiative to increase the employment participation rate for workers with disabilities in the state workforce from 10.2% to 13.3% by 2016 with specific deadlines, benchmarks, and requirements of state agencies to recruit, hire, and retain workers with disabilities.
· Action Step 1: Research promising practices from Federal government, other states, and other programs within California for possible inclusion in the policy directive.
· Action Step 2:  Work with existing taskforces to make policy recommendations related to improving and standardizing the reasonable accommodation process.

· Sub Action Step: Research ways to update the current Support Services Assistant (SSA) policy so that it would allow for greater flexibility in the hiring process.
Progress 

· Workgroup members and staff collaborated with the Association on State Employees with Disabilities (ACSED) on a joint listening session to collect stakeholder input from job seekers, state employees, and state hiring managers during their Annual Symposium. 

· Workgroup task leads and staff met with Cheryl Artega, Chair of the California Civil Rights Officers Coalition (CCROC) to discuss collaborating on a survey for all state department civil rights officers to gather information regarding their reasonable accommodations policies and processes. 

· Workgroup task leads and staff met and are in the process of researching best practices utilized by the federal government and other state/local governments related to increasing the employment, retention, and promotion of people with disabilities. 

Immediate Next Steps:

· Finalize the survey and distribute it to CCROC members by Monday, November 11th. 

· Explore possibility of collaborating with the State Disability Advisory Council to create a similar survey to distribute to all Disability Advisory Committees (DAC). 

Increasing Employer Demand in the Private Sector

Goal: By June 30, 2014, a major employer in the health care industry will commit to making their workforce reflective of the people they serve by adopting an internal policy to increase the percentage of people with disabilities in their workforce (as measured by a defined percentage growth per year).
· Action Step 1: Identify hiring potential of participating health plans: Current or past hiring initiatives, list of job categories, # jobs open for each, any expected expansion or growth, etc.
· Action Step 2: Convene experts: Bring together high level executives from several participating health plans to gather input and feedback on the workgroup goal.  

Goal: By June 30, 2015 companies who provide health insurance to state employees will commit to employing a certain percentage of qualified workers with disabilities as part of their contract with the State of California.

· Action Step 1: Meet with key CalPers staff to learn more about the state’s contracting process and gather input and feedback on the goal. 
Progress

· Workgroup members and staff collaborated with the United States Business Leadership Network (USBLN) to host a round table discussion during their annual conference in order to collect stakeholder input from employers in the healthcare industry. 

· As a result of that round table discussion, workgroup members and staff have been working with two major employers in the healthcare industry to discuss and identify potential partnership opportunities.

· In response to the new Sect. 503/VEVRA hiring rules for all federal contractors, workgroup members and staff have been working with several key partners to discuss convening a high level training for employers in the healthcare industry to take place in April, after the new regulations go into effect.
Immediate Next Steps

· Finalize partnership with an employer in the healthcare industry

· Identify team of subject matter experts to develop an interview/data gathering strategy as well as provide possible solutions and resources to assist in improving any barriers that are identified. 


Workgroup Collaboration/Partnerships
California Civil Rights Officers Coalition (CCROC)

Association of California State Employees with Disabilities (ACSED)

United States Business Leadership Network (USBLN)

Silicon Valley Business Leadership Network (SVBLN)

Office of Federal Contract Compliance Programs (OFCCP)

Interagency Council on Veterans Affairs (ICVA)

California Committee on Employment of People with Disabilities USBLN Stakeholder Input Session 

Background

On October 1st, 2013, the California Committee on Employment of People with Disabilities partnered with the United States Business Leadership Network (USBLN) and IBM to host a round table session for employers in the health care industry during their annual conference. Over 50 attendees participated from companies such as, GlaxoSmith Kline, Cardinal Health, Novartis, CVS Caremark, Highmark, WellPoint, and many more. The main objective of the session was to gather input regarding the barriers to, and best practices in, employing workers with disabilities in healthcare. Below are the discussion questions used by Committee members, adhoc members, and staff to assist in facilitating the discussion as well as a summary of the input that was received.
1. Recruiting job candidates with the right skills in the health care industry is an issue that is growing in prominence and has attracted a lot of media attention. What are your company’s challenges in recruiting and hiring job candidates with disabilities? What promising practices or policies has your company launched to assist in recruiting employees with disabilities?

2. Recruiting and on-boarding employees require a substantial financial and human resource investment. Since people with disabilities are part of a minority population, retention and productivity can be dependent on a welcoming environment for new employees with disabilities as well as a safe environment for current employees who acquire a disability.  What promising practices or policies has your company launched to assist in retaining and advancing the careers of employees with disabilities?

3. Politics is local and so is employment. What policy or program recommendations would you suggest that state governments implement to advance employment opportunities for individuals with disabilities in the health care industry? What are some promising practices/models that have proven to be successful from your local area?
Summary of Stakeholder Input
The following presents a brief summary of the input received during the USBLN session, organized into three different areas: recruitment and hiring, retention and promotion, and policy/program related input.
Recruitment and Hiring 

Barriers:

· Lack of knowledge about or experience with the disability community 
· Lack of knowledge of where to outreach / recruit in order to find a pool of qualified applicants with disabilities. 
· Difficulty finding qualified candidates even when employers are aware of places to outreach and recruit
· If specifically seeking to hire a person with a disability for a certain position, unable to directly state that in the job advertisement.

· Fear of financial burden from providing reasonable accommodations 

· Outreach and application processes are often not accessible (including online applications) 
· Computerized testing for applicants is often not accessible

· Not enough investment in technology and assistive technology

· Level of discomfort with hiring people with disabilities among hiring managers; lack of education and awareness. 

· Company execs need to make a conscious decision to hire people with disabilities

Best Practices:

· Identify key skills needed for a position and tailor recruitment accordingly (i.e. software tester – need to have great attention to detail, don’t mind repetitive tasks)
· Identify and work with local organizations who can serve as resources for providing qualified applicants with disabilities (i.e. universities, service providers, DOR office, etc.)
· The adoption of formal change management plans that specifically focus on including people with disabilities in the company’s workforce
· Study other countries like China that have excellent pipelines of qualified candidates with disabilities
Retention and Promotion

Barriers:

· Lack of buy-in from upper management
· Viewed as a “risk” area among senior executives. Fear of litigation/ the unknown.
· Lack of education and knowledge among managers about various types of assistive technology and other reasonable accommodations

· Culture of inclusion needs to be present throughout the entire organization, specifically as it relates to access and accommodations and education

· Can be difficult to find accessible office space for a small businesses

· Can also be difficult to find office space close to public transportation  

· Organizations often operate in silos so information is not always shared at all levels

· Need to address lack of ancillary skills and mobility among some employees with disabilities

Best Practices:

· Has to be “top-down” and have an executive sponsor in the c suite

· Have to tie disability employment to the company’s business performance (i.e. the company can stand to lose X million dollars in federal contracts if more people with disabilities are not hired, retained, and promoted)

· Management is knowledgeable about how any software updates could possibly affect assistive technology being used by employees
· All employees are knowledgeable about assistive technology, not just the employee(s) using it
· All of the company’s procurement processes and contracts specify that only accessible IT will be procured
· Establishing a centralized reasonable accommodation process and fund. Completely remove the financial disincentive so that dollars are finances are not the focus when a reasonable accommodation request is made.
· Utilizing tool kits that provide model policies and procedures and information on common reasonable accommodations (i.e. service animals, screen readers, video phone, etc.)
· Establish a disability employer resource group or affinity group
· Create mentoring opportunities – peer mentoring, supervisor mentoring, and reverse mentoring (i.e. top talent with disabilities mentors execs on the experiences of employees with disabilities in the company)

· Managers stay two to three steps ahead of the careers of employees with disabilities that are in the company’s top talent pool and think ahead of ways to retain and promote them

· An employee feels they are valued, respected, and appreciated 
Policy/Program Related Input 

· Government sets the tone, if the government supports hiring of people with disabilities, the private sector will follow 

· Would like to see more state/federal tax incentives for employing people with disabilities 

· Institutes for Local Government can serve an a valuable resource

· HR and Government Program employees need to educate company on how to work with legislators; it is all about relationships 
California Committee on Employment of People with Disabilities ACSED Stakeholder Input Session 

Background

On September 24th, 2013, the California Committee on Employment of People with Disabilities partnered with the Association of California State Employees with Disabilities (ACSED) to host an input session for California state employees, hiring managers, and job seekers during their annual symposium. At the session we sought input regarding the barriers to, and best practices for hiring, retaining, and promoting, workers with disabilities in state service. Below are the discussion questions used to assist in facilitating the discussion and a summary of the input that was received.

Discussion Questions

For Employers/Hiring Managers: 

4. What are some challenges you’ve experienced in recruiting and hiring job candidates with disabilities? What promising practices have you seen that have increased the recruitment and hiring of people with disabilities into state service?


5. What are some challenges or barriers you’ve experienced with requesting, receiving approval, and acquiring a reasonable accommodation for an employee with a disability? What promising practices have you seen that have helped to streamline this process? 


6. What are some challenges you’ve experienced with retaining and promoting employees with disabilities? What promising practices have you seen that encourage retention and assist in advancing the careers of employees with disabilities?

For Employees/Job Seekers:
1. What are some challenges or barriers you’ve experienced with the state application and interview process? What changes do you think would assist in addressing these issues?

2. What are some challenges or barriers you’ve experienced in relation to requesting and receiving a reasonable accommodation?


3. What are some challenges you’ve experienced in relation to job retention and professional development. Are there practices you feel would assist with advancing the careers of employees with disabilities?

Summary of Stakeholder Input
The following presents a brief summary of the input received during the ACSED input session, organized into four different areas: recruitment and hiring, reasonable accommodations, retention and promotion, and data collection and tracking.  

Recruitment and Hiring: 

· Reach out to nonprofits around the state to increase awareness of the Limited Examination Appointment Program (LEAP)

· Utilize Disability Advisory Committees (DACs) for providing recommendations on physical access and accessibility within the department.

· Have each department set a plan and timelines for reaching the 16% parity rate of employees with disabilities  

Reasonable Accommodations:

· Current training for middle management is focused on taking adverse action when an issue with an employee arises, rather than first seeing if a reasonable accommodation might be able to solve the issue

· Fears around disclosure impact an individual’s likelihood to request reasonable accommodations


· Bias often exists in hiring process for Deaf/Hard of Hearing employees due to perception that accommodations too expensive

· Supervisors and managers may be hesitant if the cost of reasonable accommodations comes out of their unit/division’s budget – creation of a centralized reasonable accommodation fund could solve this issue 

· Even if a department or division has a no telecommuting policy, it must still be allowed as a reasonable accommodation providing that any alternate accommodations that were offered would not be as effective and the employee can still complete the essential functions of the job

· Establish statewide network of employees with disabilities that could serve as a resource for job seekers with disabilities. 
· A model was put together by State Disability Advisory Council as part of the California Model Employer Initiative 
Retention and Promotion:

· Bring in a trainer well versed in the topic of disability employment resources to present for a half or full day of the supervisors academy training on hiring/retaining/promoting people with disabilities 

· Provide a refresher training after 3-5 years

· Implement a structure that tracks/follows up with employees with disabilities to assure they are adequately supported, obtain any reasonable accommodations they need, complete their Individual Development Plans (IDPs), etc.


· Availability and utilization of  reinstatement rights for retired state employees with disabilities

Data Collection and Tracking:

· Current data on the number of employees with disabilities in state service is likely not accurate due to lack of disclosure

· Question to track employees with disabilities should be broken down by type of disability (as opposed to just a simple “Yes or No” question)
· CalHR Report 5112  shows how many people with disabilities are hired and promoted

· Increase advertisement on the importance of disclosing a disability for data gathering purposes

· Inform employees that that personnel offices do not have access to this information, and it is for statistical purposes only


· Work with State Controller’s Office to put an advertisement related to disability disclosure and data gathering on employee pay checks for in honor of NDEAM in October

· Process typically takes around 8 months 

· Survey all state department employees on their disability status annually in order to capture data of individuals who acquired a disability after they began working for the state 
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