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Executive Summary
Introduction
The Virginia Department of Rehabilitative Services (DRS) is the designated state vocational rehabilitation agency for the Commonwealth. Virginia DRS employs approximately 1061 full-time professional, supervisory, paraprofessional, and support staff to accomplish its mission. 

A. Agency Mission Statement

In partnership with people with disabilities and their families, the Virginia Department of Rehabilitative Services collaborates with the public and private sectors to provide and advocate for the highest quality services that empower individuals with disabilities to maximize their employment, independence, and full inclusion into society. The Virginia Department of Rehabilitative Services Program can be divided into the broad divisions of Disability Determination Services, Field Rehabilitation Services, Woodrow Wilson Rehabilitation Center, and Central Office which includes Community Based Services.

B.
Workforce Development Plan
DRS is committed to developing and administrating an effective workforce development plan that anticipates staffing needs and determines what actions should be implemented to maintain a well-qualified work force. This plan describes the agency’s major divisions and highlights current workforce staffing, recruitment issues and current training plans.

The plan addresses significant challenges facing the agency. These include an aging workforce, increasing numbers of retirement eligible employees, loss of expertise of experienced employees as they leave the Agency due to retirement, changing demographics and its impact on the agency culture, and an environment of continued change and complexity.

GAP analysis in the plan pulls together the information, defines the goals, rationales and action steps necessary to meet the challenges defined earlier. Recommendations include both formal and informal training of employees, greater communication among all staff (especially managers), greater planning efforts in all agency operations, and ongoing monitoring of the progress of the plan.
i.) Current DRS Workforce Issues
· The common themes affecting all agency operations revolve around a work force population that is becoming increasingly retirement eligible during a period when products and services are becoming increasingly complex. Significant numbers of employees are eligible for both reduced and unreduced retirement presently and those numbers will increase in the next few years. 

· Like many other employers, our agency operations face the issue of staff retention. The societal stigma associated with multiple previous employers and multiple career changes during the course of an individual’s lifetime has diminished, resulting in a much more mobile work force.
· The increasing complexity of tasks and volume of workloads impact the quality of customer service as well as employee moral.

· Outdated methods of management and supervision reduce quality and efficiency.

ii.) Gap Analysis and Recommended Action
· There is a definite need to ensure that the accumulated knowledge and expertise of employees nearing retirement is not lost. Both formal and informal training of newer employees will be needed to close this gap and prepare for succession planning.

· Updated and creative methods of recruitment should be implemented in order to attract a sufficient workforce. 

· Advancement opportunities must be evaluated and developed in order to retain qualified employees.

· Stress reduction and caseload management training opportunities should be made available and encouraged.

iii.) Summary of Actions Completed as of July 1, 2007 (FY 2007)
· Please see the “GAP ANALYSIS AND ACTION PLAN” in Section IV (page 34) for details on accomplishments.
· Some items of note include:

Retirement and Retention issues:

= Completion of Initiatives to encourage experienced and knowledgeable Employees to return as a P14 (part time) to aid in transition issues due to Retirement and Retention issues.  In 2007, 8 employees have signed on to come back in this special P14 role.
= All Agency wide Critical Functions identified and backed up with documentation of instructions and at least one Back Up person identified for the function.  As of June 2007, DRS is exploring incorporating the function of Agency Knowledge Steward into an exiting position.  Agency Knowledge Steward role is to identify ways of capturing knowledge and transmitting that  knowledge to new employees (not simply encouraging seasoned employees to stay on longer or come back in part time roles).
Recruitment and Retaining employees:

= Significant use of Interns (students) within the Agency has benefited in job placement within the Agency.  Students interning seek employment with DRS.  Several Interns have come on board with DRS as full time classified employees.  Interns are used in both FRS and IS and there is consideration for other groups as well.

= Employee Satisfaction Survey, Career Ladders, and Employee Recognition Programs all are now in place.  Zoomerang (Employee Satisfaction) Survey is scheduled to go out in June 2007.
Increasing Complexity/Decreasing Resources:
= Moves toward paperless environment include new Case Management, Financial, and other systems expected to be on line within a year.  The FRS Division of DRS began using the new Integrated Case Management System (AWARE) in March 2008; as a result of this implementation, there are only two (2) forms that still require a “wet” signature for placement in the client’s case file; all other documentation is maintained in the Integreated Case Management System database.  DDS has made substantial progress toward mechanization and paperless work environment with nearly 93% of all medical services being handled electronically as of May 2007.

= Virtual Office Initiative is well underway with active use of laptops, WIFI, cell phones, and similar technology to allow optimum mobility for Employees.  Several employees are utilizing telecommuting options.

Please see Section IV, page 36 for greater detail.

C.
Conclusions and Recommendations 

These recommendations need to be accomplished during a time of decreased resources and significant environmental changes such as Order of Selection and the Social Security Administration’s move to a totally paperless system. A different perspective on recruitment and retention initiatives will be needed to reflect the anticipated demographic changes in the work force population as employees retire. Relying on how things were done in the past will not be an option. Managers and agency planners will need to work collaboratively to meet the challenges with new and fresh approaches. Continuous monitoring of the plan is essential and necessary to ensure the agency is prepared for the issues defined here. 

The following document details the impact on the Agency in these and related areas.
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