
Commonwealth of Massachusetts 
 
 

 
 

Strategic Plan to 
Make Massachusetts a Model 

Employer for People with Disabilities 
 
 
 
 

2nd Annual Report 
 
 
 
 

 
 
 
 
 

July, 2011 
 
Prepared by: 
Massachusetts Taskforce on Employment for People with Disabilities



 
 

 - 2 -

 
 

TABLE OF CONTENT 
 
 
 
Introduction………………………………………………………………………………………3 
 
Goals, Objectives, Outcomes .......................................................................................... 3 

 
1. Seek to increase the number of people with disabilities employed by the 

Executive Branch ............................................................................................... 3 
 
2. Expand and enhance the internship program that focuses on opportunities for 

people with disabilities. ...................................................................................... 4 
 
3. Explore methods to ensure the successful retention and promotion of state 

workers with disabilities and older workers who age into disability .................... 5 
 
 4. Explore methods to ensure more costly accommodations can be provided. ..... 5 
 
 5. Foster an environment and a workforce able to support and facilitate the 

employment of people with disabilities. .............................................................. 7 
 
 6. Foster inclusion through mandatory training sessions for all Commonwealth 

employees. ........................................................................................................ 7 
 
Moving Forward .............................................................................................................. 8 

 



 
 

 - 3 -

 
Introduction  
 
The Model Employer Initiative was launched in June 2009.  This report provides an 
update of our progress on implementation of the Strategic Plan to make Massachusetts 
a Model Employer for Persons with Disabilities.  In this report, we will provide an 
overview of the challenges to implementing the strategic plan and successes achieved 
during this Phase II of the initiative.  
 
Over-arching Goals and Objectives: 
The Model Employer Initiative has three overarching goals:  

 Seek to increase the number of people with disabilities employed within the 
Executive Branch; 

 Explore methods to ensure the successful retention and promotion of state 
workers with disabilities and older workers who age into disability; 

 Foster an environment and a workforce able to support and facilitate the 
employment of people with disabilities. 

 
These goals will be realized through more than 25 objectives that were developed 
through the work of the Massachusetts Taskforce on Employment for People with 
Disabilities (“Taskforce”).  Most efforts build upon existing human resource and talent 
management practices; some require innovation and the development of new 
procedures.  All offer benefits to those current workers who are or may become 
disabled and to new workers with disabilities who will enter state employment. 
 
The Task Force continued to focus on several of the goals in our strategic 
implementation plan during phase II.  The specific goals were: 
1) Expand and enhance the Internship Program 
2) Develop an internal and external communication plan  
3) Design, develop and implement three tiers of training   

 
Outcomes for Phase II: 

1. Seek to increase the number of people with disabilities employed by the 
Executive Branch 

 
Increasing the representation of persons with disabilities in the Executive Branch 
continues to be a primary goal of this initiative. 
 
We continued our efforts to increase awareness around self-identification and self-
disclosure, through our annual Self-identification campaign.  The Self-identification 
campaign was held from October 4th to November 5th.    The Campaign involved 
displaying Banners in the lobbies of our facilities, hanging posters on bulleting boards, 
and holding brown bag discussions. 
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The Campaign was designed to raise awareness of the various types of disabilities in 
the workplace and to increase the understanding of the self-identification process. Our 
ultimate goal of the Campaign is to create a more welcoming and inclusive workplace.   
 
During our second annual campaign we realized an increase of 35 additional 
employees who have self-identified.   At the start of the Campaign, there were 1,190 
(2.7%) employees who had self-identified as persons and at the close of the Campaign 
there were 1,225 (2.8%).  
 
In addition to the Self-identification campaign each agency was asked to make targeted 
outreach efforts for filling vacancies they have.  Although the Commonwealth did not 
experience a significant amount of hiring we did add a total of 17 new employees who 
have self-identified as persons with disabilities.   
 
We believe the number of persons with disabilities is understated as self-identification is 
a voluntary process and our experience has shown that most employees with 
disabilities do not self-identify when they are initially hired.  This is why it is so important 
to extend the invitation to self-identify several times during the year.   Our next big self-
identification campaign will launch in October 2011, during Disability Awareness month.   
 

2. Expand and enhance the internship program that focuses on 
opportunities for people with disabilities.  

 
During this past fiscal year, we completed the Guidelines and the “How to” handbook 
under the internship program.  We engaged the HR Directors and Diversity Directors in 
dialogue regarding establishing common protocols with respect to internship positions 
being posted to the Commonwealth Employment Opportunities (CEO) website 
regardless of whether the internships are for voluntary, for pay or school credit.   
 
For the past two summers, we have relied heavily on Federal Stimulus ARRA dollars to 
support our internship programs.  Since the ARRA funds have basically been depleted 
the Massachusetts Rehabilitation Commission and the Massachusetts Commission for 
the Blind have funded the summer 2011 Internship Program. 
 
Summer 2011 Internship Program: Building upon our great work in 2009 and 2010, this 
summer we have a total of thirty-five interns, which is slightly higher than that number of 
interns we had last summer.   The thirty-five positions are being funded through 
Massachusetts Rehabilitation Commission and the Mass Commission for the Blind.   
 
We continued our work to have the Vocational Rehabilitation agencies (the 
Massachusetts Rehabilitation Commission and the Commission for the Blind) 
connected to the state as reliable and substantial sources of qualified workers with 
disabilities for state government.  
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Lastly, the Office of Diversity and Equal Opportunity and several of our executive 
branch agencies partnered with the Massachusetts Rehabilitation Commission to 
provide on the job training evaluations (OJE) opportunities for clients of MRC.   We 
believe that fostering these important relationships is key to an even larger number of 
persons with disabilities becoming employees of the Commonwealth.   
 

3. Explore methods to ensure the successful retention and promotion of 
state workers with disabilities and older workers who age into disability 

 
We faced challenges of job loss as the U.S. economy continued to recover. The 
Commonwealth faired well, but overall we had a net loss of 1600 jobs during fiscal year 
2011.  Despite this fact; we were able to maintain our disability gains, through our 
collaborative efforts with our human resource and hiring managers to implement 
strategic plans for our staffing efforts.   
 
Since the start of the fiscal year 2011, we have maintained overall representation 
between 2.7% - 2.8% for self-identified persons with disabilities; during this same time 
frame our managerial ranks ranged from 3.7% - 3.8%; and approximately 3.3% of all 
executive branch promotions were persons with disabilities.  Our ability to retain and 
promote members of this valuable workforce demographic during challenging times 
demonstrates the Commonwealth’s commitment to our Model Employer Initiative. 
 

4. Explore methods to ensure more costly accommodations can be 
provided.  

 
We continued to administer the Reasonable Accommodation Capital Reserve Account 
(RCRA) which is a backstop for agencies that find they cannot meet the cost of 
providing reasonable accommodations to employees with disabilities.  
The Fund contains a total of $500,000.  One hundred thousand dollars ($100,000) is 
available, in each of FY-2010 through FY-2014. 
 
An additional $50,000 was made available in FY 2011 to assist with the implementation 
of Executive Order 519, involving the availability of Commonwealth services to those 
who speak languages other than English.  As the needs of that initiative did not require 
full expenditure of these funds, RACRA was able to fund an additional $14,300 in 
reasonable accommodation requests in FY2011.  
 
Six agencies completed RACRA funds requests in FY 2011.  All agency requests were 
funded in full.  Awards totaled $144,109.44. Grants ranging from $3,436 to $77,600 
served 35 employees with disabilities, for an average cost of $3,260 per employee 
accommodated. 
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Table of Awards for 2011 

 
Agency  Request  Approved   Secretariat 

Massachusetts Rehabilitation Commission  $4,871.46  $4,871.46  HHS 

Department of Children and Families  $5,440.00  $5,440.00  HHS 

Massachusetts Rehabilitation Commission  $16,139.23  $16,139.23  HHS 

Bureau of State Office Buildings  $77,600.00  $77,600.00  ANF 

Massachusetts Office on Disability  $6,848.00  $6,848.00  ANF 

Department of Environmental Protection  $3,436.00  $3,436.00  EEA 

Department of Developmental Services  $10,000.00  $10,000.00  HHS 

Office of Refugees and Immigrants  $19,774.75  $19,774.75  HHS 

           

TOTAL  $144,109.44  $144,109.44    

Remaining  $5,890.86  $5890.86   

Defer to FY12  $0.00  $0.00   
 
 

 Requests related to physical barrier removal accounted for 67% of expenditures. 
 Most of the requests received related to technology, with expenditures in this 

area accounting for 29%. 
 The remaining 4% was used for requests related to accessible transportation and 

modified office furniture. 
 
In addition to providing the data regarding RACRA, we also provided metrics to our 
executive branch agencies on the reasonable accommodations they made from their 
agency budgets.  
 
The Job Accommodation Network (JAN), a non-profit organization that provides ac-
commodation information and technical assistance to private and public employers and 
individuals, states that fifty-six percent of accommodations are no cost and the average 
cost of a one-time accommodation is $600.  Based on accommodations we tracked for 
executive branch agency cost, the average cost per accommodation was $170.  
 
In summary, the most costly accommodations were telecommunications, which cost an 
average $530 per accommodation, followed by alternative communication devices, such 
as computers that speak for an individual, at an average cost of $325 per 
accommodation. Next was furniture and equipment which averaged $262 per 
accommodation 
 
Providing this information is helpful in establishing benchmarks to measure our progress 
moving forward. 
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5. Foster an environment and a workforce able to support and facilitate the 
employment of people with disabilities. 

 
The way to create this welcoming and supportive work environment is through 
increasing the knowledge and awareness of all Executive Branch employees regarding 
disability issues.  To this end, we continued the publication of our quarterly newsletter 
Dialogue.  The newsletter is distributed electronically to the entire executive branch, 
approximately 44,000 employees.  Copies of the newsletter are made available in 
alternate formats.  Current and past issues are maintained on our intra-net site for easy 
access. 
 
The newsletter provides key feature stories on important disability news items, some of 
the topics this past year included: 
 

□ Celebrating 20 Years of ADA 
□ Internships 
□ Reasonable Accommodations 
□ ITD’s Assistive Technology Lab 
 

 
Since its inaugural launch, we have received positive comments from employees and 
managers about the benefits of having this newsletter as a critical tool for increasing 
communication and raising awareness around current disability issues.  
 
 

6. Foster inclusion through mandatory training sessions for all 
Commonwealth employees. 

 
Our work with Cultural Coach International, and HRD’s Training and Learning 
Development Group continued as we worked to finalize curriculum for our three 
stakeholder groups (employees, managers and ADA Coordinators) on Disability 
Awareness.   
 
We completed the E-Learning curriculum (employees), as well as the curriculum for the 
ADA Coordinators and Managers. We delivered three ADA Coordinator’s trainings 
during the winter and plans are underway for a full launch of the E-learning in 
September. 
 
In addition, through Cultural Coach International, we will offer four train-the-trainer 
sessions, three senior manager and two ADA Coordinator trainings.  All training will 
occur between September and November.   All training is mandatory and will give our 
workforce the tools they need to be successful in fully implementing the Model 
Employer Initiative. 
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Moving Forward: 
 
Given this is the last year of the U-Mass MI-CEO Grant’s funding, our efforts during 
phase III will be to work with U-Mass to transition the Model Employer Initiative into the 
fabric of the Commonwealth.  Specific goals during Phase III include: 
 

1. Support for production of the Dialogue Newsletter and develop a transition 
plan for content development and production by December 2011.   

2. Support for development of comprehensive training programs for ADA 
coordinators, hiring managers and employees with disabilities, as well as a 
program focusing on dealing with the manifestations of Mental Health 
disorders in the workplace and in working with the public. 

3. Development of key metrics and identification of data sources for use in 
program evaluation if available. 

4. Development of a plan to institutionalize the Model Employer effort such that 
the effort becomes standard administrative practice. 
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