II
ASSESSMENT OF CURRENT NEEDS

WORKFORCE ANALYSIS


DRS CURRENT ASSESSMENT


Statistics consistently show an aging employee body with opportunity to retire in the near term with no reduction in benefits.  

· Approximately 50% of the entire DRS workforce was age 50 or older in 2003.  This increased gradually to 52% in 2005, to 53.31% in 2006, to 52.9% in 2007 and is currently 54.8%.  It is significant that more than three quarters (78.2%) of DRS is composed of individuals age 40 and above.  For reference, statistics and charts reflecting DRS (Parent) or DRS include DRS employees and WWRC employees (Agencies 262 and 203).  Statements referring to Agency 262 reflects only those positions assigned to DRS (does not include WWRC positions).  

· In 2008, we have .2% employees in their 70s, 15.2% employees in their 60s, 39.6% employees in their 50s, 23.2% employees in their 40s, 15.5% employees in their 30s, and 6.3% employees in their 20s.  
During 2008, 195 employees (18.2% or more than 1 of every 6 employees) are eligible to retire with unreduced benefits.  Of these 195 employees, 172 currently have 30 years or more service.  The remaining employees meet age requirements for an unreduced benefits although they do not have 30 years of service.  An additional 83 employees have between 25 and 30 years service, although not all will be eligible for retirement this year.  The Counseling Services career group leads the eligible retirees with approximately 4.4% eligible to retire with 30 years of service.  The Administrative Office Support career group follows with 3.9% eligibility and the Program Administration career group follows with 2.3% eligibility.    

· 2008 Statewide demographic information is not yet available for comparisons; however the 2008 demographic information to date for DRS is reflected below.  FY 2007 Statewide demographic information is represented in the comparison.
· The percentage of minority (Black, Hispanic, Asian, and Native American) employees (25%) is lower than statewide levels (33%).  DRS continues initiatives to attract minority applicants through advertising in statewide minority publications and college internship programs with historically minority colleges and universities.  

· A higher percentage of females (77.3%) are employed by DRS as compared to statewide (54.2%) in 2007.

· DRS experienced a turnover rate of  2.1% of the workforce through service retirements in 2008 to date versus a Statewide retirement rate of 2.2% in FY2007.  Increases are expected to continue as the workforce ages and more individuals become eligible to retire.  

AGENCY 262 SUPPORT STAFF CURRENT ASSESSMENT

· One hundred and seven (117) positions assigned to Agency 262 (Department of Rehabilitative Services) are support staff.   Agency 262 Support Staff provides Human Resources, Fiscal, Procurement, Policy and Planning, and other support services for Agency 262 (Department of Rehabilitative Services) , 263 (Virginia Rehabilitative Center for the Blind), 606 (Virginia Board for People with Disabilities), 702 (Department of the Blind and Vision Impaired), and 751 (Department for the Deaf and Hard of Hearing). 
· In February 2004, more than half of the employees were over 50 years old; that number has climbed to 66% (about two thirds) as of March 2008.  In February 2004, about 1 in every 4 (25%) of  employees were over 55 years old; that number has climbed to 4 in every 9 employees (44%) as of March 2008.  As of March 2008, about 1 in 5 employees (20%) are both over 50 years old and with 25 years or more of service category.  The number of employees with 30 years or more service is about 17% as of March 2008.  As of March 2008, Employees that are either over 65 years old or have over 30 years service is at 22%. There are significant opportunities for employees to take reduced pensions over the next few years.  

DDS CURRENT ASSESSMENT

· In 2007, DDS had 43 employees with 30 years or more of service to the State (approximately 13% of the division’s employees).  As of January 2008, that number decreased to 34 employees (about 11% of the total).  The number of employees over 50 years old has changed with 152 out of 300 (50%)  currently falling into this category  compared to 145 out of 320 (45%) in 2007.  In January 2008, the average age of all DDS employees is 45.33 years ( age range 22 – 66 years) and the average years of service is 13.09 years (range .01 – 39 years).   36 out of DDS’s 300 employees (12%) have 2 years of service or less with 118/300 (39%) having 5 years of service or less. 46 employees (15%) currently have 30 or more years of service.

·   In reviewing individuals eligible for full retirement in 2009, it appears DDS could lose 17 percent of disability staff 

( 50/300) as employees will reach or exceed age 55 with at least 30 years of service or will reach age 65.

·   Of major concern to DDS is the reduction of the attrition rate among disability analysts.  At the end of fiscal year 2007, the DDS had an overall attrition rate of 12.6% while the attrition rate for disability analysts was 16.7%. For the first quarter of fiscal year 2008, the overall rate was 6.6% while the rate for analysts was 11.7%.    In an effort to address this issue, the DDS contracted with an agency to research possible reasons for this growing retention issue.  The results of that study have lead to a number of policy changes:  

· DDS performed internal and external studies in an effort to establish equity in salaries.  

· The DDS Management Team revised the competency standards in order to clearly define the requirements, set fair and equitable standards, and provide greater financial incentives for increasing competenciesThese incentives are concentrated in the first two years of training when attrition has been highest. 

· DDS has also investigated new interviewing techniques and has established new performance-based interview questions in order to enhance its ability to identify those applicants best suited to the analyst position.

· As of January 2008 the DDS had 52 vacancies in classified positions.  38 of the 52  vacancies (73%) were in adjudicative staff positions

	Work Title
	# of Vacancies

	Case Control
	1

	DDS Analyst - Journey
	9

	DDS Analyst - Senior
	8

	DDS Analyst - Trainee
	12

	DDS Case Consultant
	7

	DDS Case Reviewer
	1

	DDS Marketing Specialist
	3

	DDS Unit Aide
	1

	DDS Unit Technician
	1

	Executive Secretary Sr
	1

	Fiscal Tech
	1

	Hearing Officer
	2

	Off. Serv. Spec.
	1

	PC/NETWORK SUPPORT ENG.
	1

	Program Supp Tech
	1

	PST Case Developer
	1

	VendorFile/Table Maint. Tech.
	1

	TOTAL
	52
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 FRS CURRENT ASSESSMENT
· The average age of FRS employees in 2008 remains at 49 years.   The percentage of employees with less than 10 years of service has increased from 34% in February 2004 to 47% in April 2008.  As of April 2008, 20% of FRS employees have over 30 years of service and 25% have over 25 years of service.  
· As of April 2008, 36% of all FRS employees are greater than 55 years of age (this is an increase of 4% over 2007) and more than half (53% ) of all FRS employees are greater than 50 years of age (an increase of 1% over 2007).
· As of April 2008, (24%) of all FRS employees have greater than 25 years of service (a decrease since 2007) and are greater than 50 years old.  Additionally, 19.5% of all FRS employees are over 50 years old and have over 30 years service.
· Turnover is an issue for certain positions and for certain locations.  Positions that are subject to turnover are VR counselors, specialty counselors (including substance abuse and long term mentally ill), rehabilitation counselors for the deaf and placement counselors.  Persons leaving these positions report a variety of reasons for separation including transfers to other positions within the agency, retirement, moving to other agencies for higher pay (particularly to school systems ,the Veterans Administration, or the federal government).  Turnover has been particularly disruptive to service delivery in Northern Virginia where an abundance of better paying jobs exists.  One concern as we look ahead is that new employees will not have the commitment and job loyalty that was often characteristic of employees who are now approaching retirement age.  Literature tells us that young employees will not stay in jobs for a lifetime.  The rate of vacancies is expected to increase.

· One of the most significant changes in FRS structure has to do with the composition of the hierarchical layers.  At all levels clerical support has been significantly reduced.  At the field office level changes are noticeable in the increase in direct service staff as the ratio of clerical to direct service staff has declined.  Increases in numbers of program support technician seniors, placement counselors and specialty counselors, specifically substance abuse and long term mentally ill counselors, have increased the number of direct service providers.  The number of field managers declined from 21 in the late 1990s to 17 in 2008.  One of the four regional directors also functions as a field manager.  
· The majority of positions in FRS are Counselors; other positions consist of administrative staff (Office Service Specialists, Administrative & Office Services Specialists, Program Support Technicians), vocational evaluators, rehabilitation engineers, and business development specialists.


· Demands on field managers have multiplied in response to Disability Services Board initiatives, mandated involvement with local Workforce Investment Boards and One-Stop service centers, partnerships with local school systems, partnerships with departments of social services to collaboratively serve TANF recipients, and expanded collaborative relationships with other community partners.  Turnover in direct service delivery positions places additional demands on managers as they must manage vacant caseloads to ensure continuity of services to consumers on vacant caseloads.  There are fewer managers now than in the recent past and their duties are significantly more far reaching.

· Changes have occurred in the regional offices as well.  For much of the 1980s and 1990s, regional offices were staffed with a regional director and support staff, rehabilitation engineers, marketing specialists, regional training coordinators, and vendor services specialists.  Regional directors managed these employees who had region wide impact upon the coordination of a regional network of service providers and on community outreach.  For a time both marketing and rehabilitation engineering staff reported to managers outside of the division; these positions now have returned to regional director supervision.  

· Regional directors continue to oversee all regional VR operations, to provide a linkage between central office administration while customizing services and programs to fit needs and resources of the regions.  They manage the allocation of internal resources including personnel, case service and administrative funds with little of the manpower that previously existed to assist them.  Like field managers, regional directors now exercise a much broader role in developing and maintaining relationships with a variety of community service partners, some mandated partners, and some which create opportunities to blend fiscal resources and extend direct service capacity.  Like field managers, regional directors have more responsibility and less support to carry it out.  

· At the same time that field and regional offices have refocused resources on direct service priorities, VR management in the central office has gotten leaner.  No longer are there a VR director, an operations manager, a business manager, and a marketing and rehabilitation engineering manager.  Productivity has not suffered significantly as a result of reducing regional and central office resources.  The VR program continues to serve more than 25,000 consumers each year with approximately 4,200 consumers achieving a satisfactory employment goal each year.  

· Field offices report issues related to support staff coverage.  The issues differ from small offices in which there may be only one office services specialist, to large offices with more support and with competing demands.  Just the logistics of assigning coverage when the office service specialist is out for a short time can be difficult; it can be extremely disruptive when short or long term absences occur.  In Northern Virginia many of the support staff are contract employees.  Turnover tends to be high in these offices and training new employees is a recurring drain on existing support staff resources.

WWRC FEBRUARY 2008 ASSESSMENT

· WWRC currently has 42 staff members who are eligible to retire with unreduced retirement benefits (~ 15%).  Of these 42 staff members, approximately 69% are individuals in positions providing direct service to clients such as teaching, counseling or medical services.  

· WWRC currently has 51 or 19% of our classified staff who will be eligible to retire in 5 years.  (This total does not include the number of employees who are currently eligible for retirement) Of these 51 individuals, 43% are positions responsible for providing direct services to clients, 9% of the 51 positions are in the counseling field and 14% are instructional.  
· As of February 2008, 52.64% of classified WWRC employees are age 50 or older as compared to a Statewide percentage of 40.4%.

· In reviewing turnover data for WWRC, the percentage of resignations due to better job opportunities or dissatisfaction on the part of the employee is lower at 2.0% than the Statewide average of 2.9%.

· All Center medical staff receive an intensive orientation to medical and therapeutic rehabilitation practice. An active in-service program provides continuing professional growth. This highly specialized level of service attracts nursing and therapy affiliates from colleges & universities and technical schools throughout the United States.   

· Retirements (service, in lieu of layoff and enhanced retirements) percentage for WWRC is lower that the Statewide average.  2.2% percent of the loss of personnel statewide during Fiscal Year 08 was a result of retirement; for WWRC, 2.0% of personnel loss resulted from individuals retiring.  The retirements for WWRC have steadily declined from 4.45% in 2004 to the present figure.  The state average is only down one-tenth of a percent for the same time frame.

· Retirements due to long-term disability are higher at WWRC at .3% as compared to the state average of .1%  The percent of retirements due to long-term disability at WWRC has declined over the last several years from .7% to the current level.  Statewide averages for the same time frame have reduced by .1%.

· The group of employees with 0-5 years of service is lower at WWRC at 2.7% and the statewide average for the same years of service in 7.4%.  This group at both WWRC and statewide, has the greatest amount of turnover which could make succession planning difficult.

RECRUITMENT INFORMATION

DRS RECRUITMENT

· Vacancies are listed with the RECRUIT listing which is a Statewide system for capturing all State vacancies.  This listing is available for review through the Internet and is accessible by visitors at Virginia Employment Commission locations throughout the State.  Vacancies are also listed on DRS’ website and are distributed to over eighty (80) organizations/facilities including organizations dedicated to assisting minorities, females, and individuals with disabilities.
· The Disabilities Services Agencies’ internet web site now includes a Career Center.  The Career Center has been expanded from the agency’s job listing to a site promoting employment with the Disability Service Agencies.  It includes an introduction to applicants that expresses values shared by the agencies, an introduction to the agency’s culture, and types of positions within the agency.  Besides the job listing of available positions, the site includes: career biographies of employees in difficult to fill positions, tips for applying for positions and on interviewing skills, benefits to employees, and information about working in Virginia.  The site has shown higher levels of traffic in comparison to the job listing only as well as the agency receiving requests from other state entities for use of materials. 

· A New Employee Orientation program was developed to reduce travel expenses for on-site training, and has been linked to the Career Center for access by all Disability Service Agencies.  

· The Human Resource Intranet pages have been updated to provide a convenient one-stop information center to assist in responding to employee questions related to benefits, compensation, and recruitment questions.   

· The FRS Division was able to implement a Vocational Rehabilitation Counselor Intern Program in fiscal year 2005; this program includes practicum assignments, paid, and unpaid internships.  As of April 2008, the FRS Division has been involved with 17 educational entities for this program.  As of April 2008, a total of 54 interns have been, or currently are involved in, the Intern program.  To date, twelve (12) of the Interns have competed for and been hired in permanent positions within the FRS Division.  Of those twelve (12) interns hired, a total of eight (8) remain employed in a full-time capacity.  It is anticipated that funding will allow this program to continue into FY 2009.

· We have a new Salary Administration Plan – it is located on the agency’s intranet site at http://intranet/dsa/hr/compensation.htm.

· DRS likewise advertises in Monster.com, DeafEd, JOVE Websites, and other related media.  DRS is currently pursuing advertisement in Hispanic community publications.  In 2004, 33% of all job’s offered at DRS were made to minority candidates.
· Advertising is somewhat limited, in that budgeting for advertising expenses was significantly reduced over a year ago.  Advertising now is composed of small ads with limited information including direction to the agency’s web site address for full details about the opening and mailing lists.

· The Disabilities Services Agencies’ web site is in development to include a Career Center.  Currently, the web site includes an introduction to applicants that expresses values shared by the agencies and an introduction into the agency’s culture.  It describes the types of positions within the agency and provides a job listing for all available positions.  Project plans for the Career Center include:  employee snapshots which provide employee vignettes of their job requirements and their personal motivation, tips for applying for positions and on interviewing skills, benefits to employees, and information about working in Virginia.  

· Additional activities include enhanced New Employee Orientation linked to the Career Center.  Human Resource Intranet pages are being updated to provide employees with easily accessible information.  

DDS RECRUITMENT ISSUES

·   All DDS hiring is subject to the approval of the Social Security Administration.  

·   DDS experiences difficulty in recruiting and retaining adjudicative staff in all four regional offices.

· In recent years, DDS had been experiencing an unusually high attrition rate in adjudicative staff.  In response to this, DDS contracted with a research group to determine the causes of continued issues of employee retention.  A copy of the complete report is available upon request.

· DDS has taken the following steps in order to increase retention and improve recruitment.

· Adjusted salaries for employees identified through an external salary survey and internal alignment review conducted by HR.  As a result, salaries were adjusted for those targeted as needing revision.

· Charged workgroups comprised of adjudicative staff from all four regional offices with finding feasible solutions to the problems identified in the study.  
· Human resource practices (compensation, tenure, recognition)

· Production/work processes (production standards, stress, duplicative and inconsistent work practices)

· Physical work environment (working conditions)

· The results of efforts of these workgroups include the following:
· Revised the competency standards that are designed to compensate employees for increasing their knowledge skills and abilities.

· Five examiner competency levels were established to promote advancement.

· Researched new hiring methods and established new performance-based interview questions focused on identifying the best candidates for adjudicative positions.
· As a result of the steps DDS has taken since 2006: 

· DDS has decreased the examiner attrition rate from 25.9% in March 2006 to 15.1% in March 2008.

· DDS has a significant increase in the number of examiners who apply for promotional positions within DDS (e.g. Examiners to Case Consultants, Examiners and Case Consultants to Supervisory positions, various staff to Program Coordinator Positions).    

FRS RECRUITMENT ISSUES

· Some significant changes have been noted in applicant pools.  There are significantly fewer applicants for VR counselor and vocational evaluator positions.  Frequently the qualified applicants, those that are screened in for consideration, are recent graduates from master’s programs.  In many cases they are the best qualified candidate, but they lack relevant experience.  Training new employees in these positions is time consuming for the manager and/or other staff, and it takes a long period of time before a new employee can function independently.

· Experience has shown that it is more difficult to fill vacant positions with qualified applicants in rural areas of the state.  The far Southwest, the Winchester area and the Southside area including South Boston, Danville and Martinsville are locations that continue to have difficulty attracting qualified candidates.

· Also difficult to attract, but in great demand, are employees with special communication skills.  At one time this need applied only to sign language interpreters.  Increasingly it applies to foreign language speakers that are needed to communicate with the diverse populations served by FRS.

· The FRS workforce has undergone significant change with respect to competencies and credentials.  Federal legislation established new Comprehensive System for Personnel Development (CSPD) standards for rehabilitation counselors and vocational evaluators.  Both are required, by 2008 to have Masters Degrees in rehabilitation counseling or a closely related field or to be eligible to sit for the Certified Rehabilitation Counselor or Certified Vocational Evaluator examination.  Since 1999, 90 FRS employees completed or are about to complete a master’s program with funding provided by DRS; ninety-seven (97) other counselors and nine (9) vocational evaluators are certified counselors or evaluators.  In addition, support is being provided in an effort to encourage Vocational Evaluators to become certified or maintain their certification.  We have a workforce serving consumers that is better qualified and more knowledgeable than ever before.
· The higher standards for qualified personnel surely contribute to better services for consumers.  It does, however, create difficulties in finding qualified candidates.  The size of applicant pools for counselor positions has decreased remarkably and it is not unusual to advertise multiple times before attracting a reasonable pool of applicants.  Finding qualified vocational evaluators and rehabilitation engineers is challenging as there are few with the training and experience to perform these jobs. 

WWRC RECRUITMENT ISSUES
· Recruitment for nursing personnel and therapists is problematic and consistent with national trends.  

· In the past, our desire to maintain internal equity when making employment offers has impacted our ability to fill positions.  Due to budgetary constraints recruitment and retention may still be an issue.
OTHER WORKFORCE ISSUES

·    The paperless case processing procedures instituted by SSA require continued and on-going agency-wide training needs for the DDS as software updates and policy revisions are completed and released.   The new Integrated Case Management System (AWARE) that began statewide operations for the FRS Division in March, 2008, will also require continued training needs for field staff.

·  Analyst caseload management and analyst quality continue to be issues affecting all four Regional DDS offices with expected increases in the number of claims filed by the “baby-boomer” generation.

·    All new SSA/DDS strategies for claims adjudication are fully funded by SSA and do not, therefore, impact the state agency’s capital or financial plans.

·    No plans for De-emphasis or Discontinuance of the DDS.
· FRS has many examples of mobile workers in the field.  It is customary for counselors and program support technicians to spend large amounts of time at itinerary sites that may include One-Stops, schools, departments of health or social services, Community Services Boards, and Clubhouses.  Technology to support mobile workers is improving, but continues to be a challenge.  We can expect more mobility in the future.  Employees must have network access to be efficient in performing work in a variety of locations.  The division continues to explore options and strategies to make telecommuting an option for those who can be as productive or more productive in alternate work sites.

· Conduct issues are monitored through the WWRC HR Office but do not appear to be a cause for concern at the present time.  There are no indicators that would suggest that an increase is anticipated. To the contrary, WWRC employees are performing at a "contributor or exceeds contributor level." There is no established pattern of employees performing the contributor level.

TRAINING ISSUES

DDS

· Current Training Needs

· Ongoing Supervisory Training

Including Interpersonal Skills for Unit Supervisors as they must deal with a diverse and multi-generational workforce and must be able to communicate effectively with all staff.

·  Ongoing DMA Training (paperless case processing) in response to updates and revisions to the related software.

· Individualized training for career advancement

· Training in adapting to constant change

· Caseload management in the  paperless environment

· Interviewing skills for supervisors and Software specific training (e.g. Word, Windows, Excel, and ongoing and continuous changes in the Virginia Case Processing System)

· Adjudicative procedures training for revisions to SSA Listings.  A number of Listings have been recently revised which require adjudicative staff training to insure that claims concerning impairments involving these body systems are determined accurately.  More Listing revisions are expected over the coming year.

· Training in the adjudication of new special claim types. SSA has identified three claim types which require special identification and decision-making processes.

· Quick Disability Decisions – claims that meet the criteria of a computerized model and contain sufficient medical evidence for immediate determination.

· Military Casualty Claims – claims which involve military personnel whose impairments began on or after October 2003 and for which decisions must be expedited

· Compassionate Allowances – claims involving any condition that should be allowed immediately with minimal objective medical evidence ( including rare diseases

· Training in a new SSA’s new Electronic Claims Analysis Tool (eCAT).  The Virginia DDS has been chosen to pilot this new analysis tool which documents the entire sequential evaluation process and requires the DDS analysts to document all adjudicative issues pertinent to the case as required by SSA’s regulations and rulings. 

FRS
· Current Training Needs

· New Counselor Skills Training

· Vocational Evaluator’s Training 

· Job Development and Job Placement

· Conflict Resolution

· Caseload Management

· Core Skills Training

· Critical Thinking Skills for Managers

· Serving persons with head injuries

· Disability specific training

· Support Staff Training

· Automation Training (specifically the AWARE Integrated Case Management System)

· Students in Transition

· Safety in the Workplace

· Leadership Skills

· New Supervisor’s Skills

· Roadmaps to Success – In 2006, the department adopted a new management philosophy towards enhancing VR services for Virginians with disabilities.  Entitled “Roadmaps to Success”, the philosophy sets in motion case management techniques that are carefully constructed, focused on employment, and cost efficient.  VR counselors were challenged to put extra energy into the analysis of their clients’ goals and the step-by-step strategies that make it possible for them to become employed.  These strategies include increasing communication with clients and vendors who provide services to clients; negotiating with them to achieve the best result; and developing, with each client, a detailed plan describing each step towards success.  The goal is to have shared responsibility for the employment outcome-counselor and other DRS staff, the client, the vendor, parents, and community partners.

VR managers and counselors have received individualized coaching, as necessary, on effective case management procedures and have been instructed on ways to properly assess and reassess clients who are not appropriately moving towards an employment outcome.  To better articulate to VR counselors and clients the steps towards success, the department developed posters describing “the roadmap” with a background of graphics that depicts a map of “Route 26”; these were placed in all FRS field offices and also shared with WWRC and various community partners.  The content of the posters describes the “roadmap” as:

1. Evaluating and setting goals, making sure that employment is the focus.

2. Developing a plan that includes detailed progress measures to ensurethat the counselor and client stay focused on the goal.

3. Being prepared to use creativity to help reach the goal.

4. Re-evaluating the goal and the plan and seeking assistance as needed.

5. Being willing to alter the goal and the plan, if necessary, and if a different plan doesn’t work, being prepare to stop to avoid costly and unnecessary time and effort toards a goal that will not be accomplished.

· “Good to Great” Philosophy – In conjunction with the “Roadmaps to Success” philosophy, the FRS Director has also embraced the “Good to Great” philosophy as described by Jim Collins.  This philosophy, along with training sessions, is designed to increase the overall effectiveness of the FRS Division in their interactions with clients, community partners, agency staff, and others as appropriate.  As a part of this plan, various members of the FRS Division are currently working on these training modules in an effort to enhance and better define their leadership skills in multiple areas, such as self-awareness, confidence, collaborative efforts, staff development, team leadership development, diversity, innovation, sustainability, and ethics.
· The most recent cohort of Skills for Leadership participants continue in the program.  This succession planning program is currently providing leadership development training and opportunities to 30 staff from across all divisions of the agency, including DRS, WWRC and DDS

TRAINING ISSUES

WWRC

WWRC is committed to excellence—in client rehabilitation interventions, professional and organizational development, assistive technology research, development and application, life skills and vocational training—in the way we go about everything that we do each day. Our commitment to seeking excellence is reflected in every program and in every staff member, but is crystallized through our Focus Area strategic planning process. Focus Groups are charged with facilitating exceptional levels of excellence in each of four Centers of Excellence through ongoing program evaluation, stakeholder feedback, continuous quality improvement and strategic planning. 

WWRC is clearly focused on four emerging Centers of Excellence-

1. Services for Youth in Transition from secondary school to higher education, employment and independent living;

2. Neuro-Rehabilitation Services for persons with neurotrauma especially spinal cord injury and acquired brain injury to assist them to transition to higher levels of functioning in living, working and relationships;

3. Assistive Technology Services aid people with disabilities to become more independent through the application of state-of-the-art advances in scientific development.

4. Comprehensive Evaluation and Assessment Services provide a roadmap for individual medical and vocational service needs in support of optimal independence and employment outcomes. 

Our Centers of Excellence draw upon our agency’s/employees’ exceptional knowledge and experiential capital for working with persons with disability to apply innovative, collaborative interdisciplinary solutions to today's complex rehabilitation challenges.

The newly formed Organizational Development and Quality Assurance Division at 
WWRC addresses Center needs in the areas of research and organizational development.  Its mission:  Through shared resources and expertise of a core and extended team approach, identify and mobilize diverse strategies that will proactively facilitate and respond to organizational priorities relative to quality assurance, grants, research and development, new program incubation, and identified staff professional development and training needs
DRS RECOGNITION PROGRAM

· In 2001 a committee was formed to develop a proposal for a employee recognition program for the Department of Rehabilitative Services.  This workgroup was made up of employees representing the major functional areas within DRS and solicited input from all DRS employees in developing a proposal.  Based on input from employees, a formal Employee Recognition Program was implemented in January 2002.  A copy of the Employee Recognition Program Policy is included in our appendix.  
· In 2002 awards totaling $10,515 were received by DRS employees. In 2003, $8,979.57 was spent on recognition awards during the first two quarters.  Due to budgetary constraints, monetary awards were discontinued and recognition leave was awarded.  Approximately 600 hours of recognition leave was awarded during the last two quarters of 2003.
· As a result of feedback from the Employee Recognition Team, beginning January 1, 2004, the number of awards allowed by our program increased to a maximum number of 268 awards allowed each year in 2004.  In 2007, that total hit 263.  This will provide more opportunity to recognize those employees making a difference in our agency.  
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